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WAYS & MEANS COMMITTEE MEETING 

Kiawah Island Municipal Center 
Council Chambers 

February 22, 2020; 3:00 pm 
 

Minutes 
 

I. Call to Order: Chairman Prickett call the meeting to order at 3:00 pm. 
 

II. Pledge of Allegiance 
 

Present at the meeting:   Dan Prickett, Chairman 
       John D. Labriola, Mayor 

        Maryanne Connelly, Committee Member 
        John Moffitt, Committee Member 
 

Absent:     Dr. Scott Parker, Committee Member 
            

Also Present:    Stephanie Tillerson, Town Administrator 
       Dorota Szubert, Town Treasurer 

Petra Reynolds, Town Clerk 
 

III. Approval of Minutes:  
A. Ways and Means Committee Meeting of January 26, 2021  

 
Mayor Labriola made a motion to approve the minutes of the January 26, 2021 Ways and Means 
Committee meeting. The motion was seconded by Committee Member Moffitt and was unanimously 
passed. 

     
B. Ways and Means Committee Special Call Meeting of February 2, 2021  

 
Committee Member Connelly made a motion to approve the minutes of the February 2, 2021 Special 
Call Ways and Means Committee meeting. The motion was seconded by Mayor Labriola and was 
unanimously passed. 
 
Citizen’s Comments: Agenda Items 
 
Mr. Neal, with Island Beach Services, stated that he and Mr. Cyrulik were in attendance to answer 
any questions on their franchise agreement agenda item.   

            
IV. Old Business: 

None                   
 

V. New Business:  
A. Consideration and Recommendation to Town Council for Approval of the Island Beach Services 

Franchise Agreement Amendment  
 

Ms. Tillerson stated that the Town has had a franchise agreement with Island Beach Services (IBS) 
to provide umbrella and chair rental services for over thirty years. The Town, residents, and guests 
are pleased with the level of service provided by IBS.  
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The current franchise agreement with IBS was signed in January 2018 is set to expire on March 31, 
2021. IBS has requested to be awarded the two-year extension provided for in the agreement 
commencing on April 1st and expiring on March 31, 2023.   

 
Committee Member Connelly made a motion to recommend to Town Council the approval of the 
Island Beach Services Franchise Agreement Amendment. The motion was seconded by Mayor 
Labriola. 
 
Mayor Labriola asked for an explanation of the Town’s procurement process, how services are 
evaluated and why contracts provide for an extension.  
 
Ms. Tillerson explained that Town Ordinance states that, depending on the cost of the services to 
be provided, the Town much go through a procurement process by obtaining three bid proposals 
or compiling a formal “Request for Proposals.” Once a contract has been in place for a period of 
time, or a project is proposed, the services will be put out to bid to make sure any organization 
providing the services has the opportunity to submit a proposal and to ensure the Town receives 
competitive pricing. As part of a services contract, with Council’s approval, an extension period is 
provided, allowing the Town to revisit the contract and do any modifications if necessary.  
 
Following the discussion, the motion was unanimously approved.    

          
B. Consideration and Recommendation to Town Council for Approval of the Night Heron Park 

Franchise Agreement  
 

Ms. Tillerson stated a franchise agreement with the Night Heron Park Company has been in place 
for over twenty years. The agreement allows the Kiawah Island Golf Resort to provide umbrella, 
chair, and kayak rental services in a designated area in front of the Sanctuary. The current franchise 
agreement was signed in March of 2018 is set to expire as of March 31, 2021. Night Heron Park 
Company is requesting to enter into a new five (5) year agreement with the Town commencing on 
April 1st and expiring on March 31, 2026.        

 
Committee Member Connelly made a motion to recommend to Town Council the approval of the 
Night Heron Park Franchise Agreement. The motion was seconded by Mayor Labriola and was 
unanimously passed. 

    
C. Consideration and Recommendation to Town Council for Approval of the Agreement with 

Kimley-Horn 
  
Ms. Tillerson stated that in 2018 when concerns were raised with the traffic on Beachwalker Drive, 
Kimley-Horn were the consultants that performed a traffic analysis and recommended the addition 
of a turn lane at the entrance to the County Park. They also provided roadway design services and 
construction administration for the Beachwalker improvements.  
 
In 2019, Kimley-Horn provided Transportation Planning and Engineering Services for concerns 
raised with development in the Duneside Drive area. These recommendations included the addition 
of speed tables and additional signage. 
 
Ms. Tillerson stated that additional safety concerns had been raised along Beachwalker Drive. To 
complete the loop of pedestrian and safety studies, the Town would like Kimley-Horn to complete 
a Pedestrian and Bicycle Safety Study on Beachwalker Drive.  The purpose of this study will be to 
analyze continuous bicycle paths, analyzed options for raised pedestrian crossings, and analyze 
safety options for the cohesion between bicycles, pedestrians, and vehicles.  To supplement the 
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Beachwalker Drive Pedestrian and Bicycle Safety Action Plan, they will analyze the potential 
geometric improvements to the Beachwalker Drive at Kiawah Island Parkway intersection.  The 
cost of the study would be $16,500.00, with additional cost envisioned to implement the 
recommendations. 
 
Committee Member Connelly made a motion to recommend to Town Council the approval of the 
agreement with Kimley-Horn. The motion was seconded by Mayor Labriola. 
 
Committee member discussion included that future development is taken into consideration as 
part of the study and included in the contract along with the study look at several scenarios 
concerning the improvement of the intersection. 
 
 Following the discussion, the motion was unanimously approved. 

        
D. Consideration and Recommendation to Town Council for Approval of the Contract for Services 

with LS3P for the Wet Trash and Recycling Center at the Municipal Center 
 

Ms. Tillerson stated that at the January 2021 Town Council Retreat, the Public Works Manager 
discussed the issues the Town faces with the trash and recycling center currently located on Kestrel 
Court.  For many years there has been a problem with trash being left on the ground throughout 
the site even when the trash and recycling bins are not full.  To remedy the problem, the Town 
swapped out the dumpster for compactors to increase capacity, increased the recycling bin size, 
installed security cameras, and added more and larger signage. Still, the problem persists and has 
continued to get worse over time as the Island grows.   
 
The Town has very limited options to make improvements or the staff to manage the current site 
properly. The recommendation had been made to relocate the wet trash and recycling center from 
the Kestrel Court location to the Municipal Center next to the garage. The Town can better manage 
and control the trash and recycling center by establishing operation hours, adding appropriate 
lighting and security system, adding appropriate signage, and controlling the center for better 
access by patrons and the waste management company. The request is to enter into a contract 
with LS3P for Programming & Conceptual Design only in an amount not to exceed $10.000.  
 
Committee members discussed the recommendation and agreed to move forward with the design 
phase of the proposal. 

 
Mayor Labriola made a motion to recommend to Town Council the approval of the Contract for 
Services with LS3P. The motion was seconded by Committee Member Connelly and was unanimously 
passed. 
 
Citizen’s Comments: 
None 

 
VI. Chairman’s Report: 

 
Chairman Prickett reported that the development of a procedure for obtaining emergency 
funding has been completed and is now in place.  

 
VII. Treasurer’s Report: 

A. Fiscal Year 2021-2022 Budget Discussion - Revenues  
Ms. Szubert began the Fiscal Year 2021-2022 budget discussion by reviewing history over the past 
fifteen years used to develop trends. She noted that a slow-growing trend in revenue sources could 
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be seen, pointing out that one of the biggest changes included the Town taking over the building 
permitting process and their total revenues along with improvements made in compliance with 
Accommodation Tax payments.  
 
When the Town began preparation for the FY2021 budget, no one could foresee the financial 
impacts we would face due to the COVID-19 pandemic.  In June 2020, Town Council approved a 
balanced budget with very conservative assumptions. In November 2020, mid-year evaluation of 
revenue performance allowed the Town to increase budgeted revenues by $460,000.00. With the 
collections tracking on pace, the total revenues will exceed the amended amount by the end of the 
current fiscal year by $1.7 million.   
  
In preparation for the next year’s budget, there is still a very high level of uncertainty. To be 
conservative, most of the revenues were budgeted based on FY2019 (pre-pandemic) levels. Overall, 
the total budgeted revenues of $9.3 million for FY2022 are 2%, or $185,000.00 lower than current 
year projections and 7%, or $652,000.00 less than FY2019 actuals.  
 
Ms. Szubert reviewed the comparisons that were made to FY2019 actuals unless otherwise noted: 
 
 Building Permits revenue is estimated to decrease 9%, or $88,000.00, mostly due to a slowdown 

in new construction activity on the Island.  A one-time special project permit revenue is 
projected from the Parcel 13 development.  
 

 Business Licenses revenue is estimated to increase 6%, or $160,000.00. The increase is 
attributable to continuous enforcement efforts with licensing compliance.  

 

 Berkeley Electric Coop, Beach Services, and Other Franchise fees are estimated with no change. 
 

 Local Option Sales Tax is projected to increase by 2% or $12,000.00 based on the overall trend.  
 

 State Accommodation Tax revenue is projected to increase 2% or $32,000.00 based on the 
overall trend.  

 

 Local Accommodation Tax revenue shows 2%, or $19,000.00 increase, based on the overall 
trend.  
 

 The Town is estimating to receive $200K in County Accommodation Tax.  Due to the pandemic, 
Charleston County suspended all the tax remittances to their municipalities for the current year 
until the final review of the County’s revenue performance for FY2021. It is a 59%, or $284,000.00 
decrease when compared to FY2019.  

   

 Hospitality Tax revenue is estimated with no change when compared.  
 

 Solid Waste revenue is estimated to increase 11%, or $59,000.00.  The increase is mostly 
attributable to additional efforts in garbage fee collection from rental properties.   

 

 Interest Revenue shows 92%, or $399,000.00. The decrease is attributable to the very low-
interest rates market.  

 

 Other revenues include the following sources: 
1. Aid to Subdivision - $35,000.00 - no change 
2. Planning Fees - $10,000.00 - no change 
3. Court Fees & Fines - $25,ooo.oo - no change 
4. Beverage Permits revenue - $45,000.00 - no change 
5. Victim’s Assistance Fees - $10,000.00 - no change 
6. Miscellaneous revenue - $35,000.00 - no change 

 
Ms. Szubert reviewed the five-year projections based on historical trends, pointing out revenues 
from future special projects she has included in the projections. 
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Committee members discussed the projections, comparison to FY2019, Investment revenues, and 
permitting leading indicators.  
 
Ms. Szubert explained the new business license law passed by the State in September requiring all 
municipalities to standardize their business licensing process but does not regulate the fee 
structure. She noted that license and permit fees are set by Council and may be changed every 
other year. She reviewed the Town’s current fee structure along with a comparison to other area 
jurisdictions. Her recommendation was to leave the existing fees “as is,” considering the business 
that has been hurt by the pandemic noting there was an opportunity for reconsideration at a future 
date.  

 
VIII. Committee Member’s Comments:  

None 
 

IX. Adjournment:  
 
Mayor Labriola made a motion to adjourn the meeting at 4:18 pm. Committee Member Connelly 
seconded the motion and was unanimously passed. 
 
Submitted by, 
 
___________________________                                
Petra S. Reynolds, Town Clerk 
 
Approved by, 
 
_____________________________                                
F. Daniel Prickett, Chairman 
 
___________ 
Date 
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       Request for Ways and Means Action 
          

 
TO:        Chairman and Committee Members   
 
FROM:  Stephanie Monroe Tillerson, AICP, Town Administrator    
 
SUBJECT:    Meducare (AirMedCare Network) Municipal Site Membership   
 
DATE:       March 22, 2021 
 
 
BACKGROUND: 
 
On April 20, 2016, the Town entered into a one-year contract with AirMedCare Network (Meducare) to provide air 
medical transport services for Kiawah Island residents.  Each additional year thereafter was renewed for one year. The 
current contract expires the end of April 2021. While the Town had a few air medical transport services during our five-
year contract period, to our knowledge those individuals airlifted to the hospital were not Town residents.  Therefore, 
the Municipal Site Membership plan was not activated.  
 
In 2018, Mr. McAden notified us that AirMedCare Network stopped offering the Business Plan to new subscribers 
effective January 1, 2018, due to the continued decline in insurance rate reimbursement and the reduction of larger 
employers in the AirMedCare Network. The Municipal Site membership falls under the Business Plan, and therefore it 
was eliminated as well. However, those with an active Business/Municipal Site membership plan are grandfather in 
with the option of renewing. If the contract lapse, the membership plan option we are currently participating in will no 
longer be available.   
 
The Public Safety Committee considered the renewal at its February 10, 2021 regular scheduled meeting. After 
discussion, the Committee made a motion to recommend to the Ways and Means Committee that the AirMedCare 
Municipal Site Plan Membership be renewed for another year at the same cost of $8,163.00 (annual).   
 
ANALYSIS:  
 
The Municipal Site Membership will cover transport that originates out of Charleston County. There is no cost to 
residents with medical insurance. A resident can upgrade to a full coverage membership for $35.00 (annual) that will 
give them coverage in over 220 locations across 32 states.  Coverage also applies to renters provided that it is 
their primary residence.   
 
Resident Defined:  
 
Any individual who owns a home on the island, regardless of whether it is their primary residence, would be considered 
a "resident" and eligible for coverage under the Municipal Site Plan (MSP).  For example, John Q Taxpayer's primary 
residence is in Columbia, SC and as such, he is considered part of that tax base.  He owns a second home on Kiawah 
that he lives in for just three months out of the year.  For purposes of the Municipal Site Plan, he would be considered 
a "resident" of Kiawah, covered by the plan and eligible to upgrade to a full membership for just $35.00.  That being 
said, if John lets Nephew Tim and his family use his beach house for a week during the summer, they would not be 
covered by the Municipal Site Plans.    
 
Coverage: 
 
The MSP will provide coverage for all insured household residents from a pickup location originating anywhere in 
Charleston County (this allows for coverage both on and off the island) and all subsequent flights.  (For example, 



patient is airlifted to MUSC and then transported to the burn unit in Augusta, GA.  In this situation, both flights would 
be covered by membership.) 
 
If a member resident is uninsured at the time of transport, Med-Trans Medical transport will bill the member the 
"Medicare Allowable Rate.”  The uninsured member resident may elect to pay $35.00 to upgrade to a "Full Membership" 
and receive no bill along with gaining coverage across a 32-state service area 
***Any member resident may elect to obtain a "Full Membership" for $35.00 per year.  Again, this will provide 
full coverage across a 32-state service area and for the uninsured. 
 
ACTION REQUESTED: 
Recommend to Town Council the approval of the request to renew the annual agreement with AirMedCare for Municipal 
Site Plan Membership services at an annual rate of $8,163.00.  It comes as a recommendation from the Public Safety 
Committee.   
 
BUDGET & FINANCIAL DATA:  If approved, the cost will be included in the FY 2020-2021 Budget. 
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Plan Code: 10228 

AirMedCare Network Municipal Site Membership 
For Town of Kiawah Island, SC 

 
Organization: Town of Kiawah Island, SC 
Physical Address: 4475 Betsy Kerrison Pkway 
 Kiawah Island, SC 29456 
  
Contact: Petra Reynolds 
Phone: 843-768-5101 
Email: preynolds@kiawahisland.org 
County: Charleston 
  
Membership Sales Manager/Base: (Name/Base) 

 
 
Covered Individuals and Transports: 
 
Any individual who resides within the boundaries of Kiawah Island, SC  when transported for medical necessity 
by MedTrans Corporation (or any AirMedCare Network Provider) will be covered under the standard terms and 
conditions for an AirMedCare Network membership (attached), except: 
 

 Transport must be from a pickup location in Charleston County, SC; and 

 If the covered individual transported is uninsured at the time of transport, MedTrans Corporation will bill 
the covered individual at the “Medicare Allowable Rate” for the transport. 

 

Fees: 
 
Kiawah Island, SC will pay to AirMedCare Network a total of $8,163.00 annual. 

 
Upgrade Benefit to Covered Individuals: 
 
Any individual who resides within the boundaries of Kiawah Island, SC may elect to obtain a full household 
membership (which eliminates the exceptions listed above) by completing an application and paying the 
following fees:  
 

Standard Annual Rate *Senior Annual Rate 

$45 $35 

*Senior rate is available to the primary and secondary household member if they are 60 years of age or older. 

 

Duration: 
 
This agreement will be effective upon AirMedCare Network’s receipt of (a) this agreement signed by the 
participating Organization AND (b) payment of the amount as provided above.  This agreement will be effective 
for one (1) year, and will be evaluated by both parties for renewal at least thirty (30) days prior to the end of the 
one (1) year term.  

  

mailto:preynolds@kiawahisland.org
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Terms and Conditions 
 

AirMedCare Network is an alliance of affiliated air ambulance providers* (each a “Company”). An 

AirMedCare Network membership automatically enrolls you as a member in each Company’s 

membership program. Membership ensures the patient will have no out-of-pocket flight expenses 

if flown by a Company by providing prepaid protection against a Company’s air ambulance costs 

that are not covered by a member’s insurance or other benefits or third party responsibility, subject 

to the following terms and conditions: 

1. Patient transport will be to the closest appropriate medical facility for medical conditions that are deemed 

by AMCN Provider attending medical professionals to be life- or limb-threatening, or that could lead to 

permanent disability, and which require emergency air ambulance transport. A patient’s medical 

condition, not membership status, will dictate whether or not air transportation is appropriate and required. 

Under all circumstances, an AMCN Provider retains the sole right and responsibility to determine whether 

or not a patient is flown. 

2. AMCN Provider air ambulance services may not be available when requested due to factors beyond its 

control, such as use of the appropriate aircraft by another patient or other circumstances governed by 

operational requirements or restrictions including, but not limited to, equipment manufacturer limitations, 

governmental regulations, maintenance requirements, patient condition, age or size, or weather 

conditions. FAA restrictions prohibit most AMCN Provider aircraft from flying in inclement weather 

conditions. The primary determinant of whether to accept a flight is always the safety of the patient and 

medical flight crews. Emergent ground ambulance transport of a member by an AMCN Provider will be 

covered under the same terms and conditions. 

3. Members who have insurance or other benefits, or third party responsibility claims, that cover the cost of 

ambulance services are financially liable for the cost of AMCN Provider services up to the limit of any 

such available coverage. In return for payment of the membership fee, the AMCN Provider will consider 

its air ambulance costs that are not covered by any insurance, benefits or third party responsibility 

available to the member to have been fully prepaid. The AMCN Provider reserves the right to bill directly 

any appropriate insurance, benefits provider or third party for services rendered, and members authorize 

their insurers, benefits providers and responsible third parties to pay any covered amounts directly to the 

AMCN Provider. Members agree to remit to the AMCN Provider any payment received from insurance or 

benefit providers or any third party for air medical services provided by the AMCN Provider, not to exceed 

regular charges. Neither the Company nor AirMedCare Network is an insurance company. Membership 

is not an insurance policy and cannot be considered as a secondary insurance coverage or a supplement 

to any insurance coverage. Neither the Company nor AirMedCare Network will be responsible for 

payment for services provided by another ambulance service. 

4. Membership starts 15 days after the Company receives a complete application with full payment; 

however, the waiting period will be waived for unforeseen events occurring during such time. Members 

must be natural persons. Memberships are non-refundable and non-transferable. 

5. Some state laws prohibit Medicaid beneficiaries from being offered membership or being accepted into 

membership programs. By applying, members certify to the Company that they are not Medicaid 

beneficiaries. 

6. These terms and conditions supersede all previous terms and conditions between a member and the 

Company or AirMedCare Network, including any other writings, or verbal representations, relating to the 

terms and conditions of membership. 

 

*Air Evac EMS, Inc. / Guardian Flight, LLC / Med-Trans Corporation / REACH Air Medical Services, 

LLC — These terms and conditions apply to all AirMedCare Network participating provider membership 

programs, regardless of which participating provider transports you.  
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Agreed to by: 

 

 

   

Signature  Signature 

  Keith Hovey 

Printed Name  Printed Name 

  Vice President 

Title  Title 

  Membership 

Organization Name  Division 

   

Date  Date 
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REQUEST FOR TOWN COUNCIL ACTION  
 

TO:     Mayor and Members of Town Council    

FROM:   Stephanie Braswell, Communications Manager  

SUBJECT:   Request for approval of contractual proposal with brand standards consultant in 
preparation for TOKI website redesign 

DATE:   March 17, 2021 
   

BACKGROUND:   

This year the Town will embark on a website redesign project to pursue an improved website for the 
community. The redesign intends to ensure that the end product reflects the Kiawah brand and the 
Town's identity within the community for our present and future needs. 

One of the obstacles the Town encountered in the last redesign was the lack of established brand 
guidelines for the website firm to work from. To further complicate things, we technically have two 
logos (script logo, seal logo). We feature the seal in some places and the script in others.  
 
ANALYSIS: 

It is in the Town's best interest that we work with a consultant to advise and establish brand guidelines 
while the website RFP process is taking place for a website. Brand guidelines will establish a formal 
visual identity for the Town consisting of official color palettes, typography, rules for logo use, and 
messaging. These guidelines will help formulate the best version of the Town's visual identity moving 
forward and allow for a smoother transition to a new website.  
 
Local branding firm SDCO Partners is the preferred firm. They are firmly established with the Kiawah 
brand and are the producers of Legends magazine, Kiawah River branding, and are the firm the 
Community Association used for their recent rebranding.  
 

ACTION REQUESTED:  

Staff requests Town Council approval of the proposal for the brand standards consultant as listed with 
SDCO Partners.  

 

BUDGET & FINANCIAL DATA:  

$13,625 - Funds for this expenditure will be taken from the approved website redesign budget. 

https://sdcopartners.com/
https://kiawahlegends.com/current-issue/
https://kiawahriver.com/?utm_source=google_search_ad&gclid=Cj0KCQiA4L2BBhCvARIsAO0SBdZfIqlJMiKVE2g4MpszLfnQMi0SqW4XG15uv4SCntuZQyWv6rqGkBoaAjhDEALw_wcB
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Fee Proposal 

March 17, 2021 

________________________ 

 

Stephanie Monroe Tillerson, AICP 

Town Administrator 

4475 Betsy Kerrison Pkwy 

Kiawah Island, SC 29455 

 

Kiawah Island Municipal Wildlife Offices 

Expansion 

M701-210530 

 

________________________ 

 

 

 

 

Dear Stephanie, 

LS3P is pleased to offer our design services to the town of Kiawah 

Island for their proposed renovation and expanded Wildlife Biologist 

offices in the existing garage building.   

The following proposal outlines our scope of services for the design, 

construction documents and construction contract administration 

phases for the Kiawah Island Municipal Wildlife Office expansion. 

 

SCOPE 

Programming & Conceptual Design 

The Town wishes to expand into the first adjacent garage bay and 

convert to two (2) separate offices.  The existing overhead garage door 

will be replaced with an insulated storefront unit and an additional 

window will be added to the rear of the building for the other office.  

Room finishes and associated MEP systems will be updated and 

expanded to satisfy the added program.  Existing MEP systems will be 

modified and relocated as necessary.  The existing restroom layout will 

also be studied for improvements.  Finally, an additional wash area is 

desired to clean larger vehicles.   

 

We anticipate the programming and conceptual design phase to take 

approximately 4-weeks.  

 

Construction Documents and Bidding/Negotiation 

Upon receipt of town’s comments and approval of the Conceptual 

Design package we will proceed with the preparation of construction 

documents.  This package will define and depict the necessary building 

and engineering systems necessary and required for constructing the 

center’s enclosure.  The final construction documents will include 

complete architectural, structural, plumbing, and electrical drawings and 

specifications.    

 

Civil Engineering and landscape architecture (as required) shall be 

contracted separately by the Town; however, we will coordinate with 

them to ensure a comprehensive building design and set of documents. 

 

We will assist with submission of all necessary drawings and documents 

for obtaining the building permit, exclusive of any civil/site permits.  We 

anticipate one building package to include the permit documents for the 



 

 

building on the site.  Release of additional packages will be considered an additional service and a fee will be 

negotiated prior to release of the package(s).  We anticipate the CD phase to take approximately 10-weeks and the 

bidding/ permitting phase subject to normal county and town review time. 

 

Construction Contract Administration 

LS3P and our consultants will provide construction contract administration services throughout the construction of 

this project.  LS3P will conduct site visits by a Construction Contract Administrator (CCA). The CCA will provide a field 

report of each visit.  This will result in a maximum of 4 visits by over the anticipated construction schedule.   

 

Our consultants will visit the site at appropriate times while work relating to their discipline is underway.   

 

We will review up to two rounds of each shop drawing for compliance with the construction documents.  Additional 

shop drawing reviews will be invoiced as an additional service per the LS3P hourly rate schedule.  Substitution 

requests from the contractor must be made during design or the bidding/negotiation phase.  Review of substitution 

requests made during construction and any necessary redesign to accommodate such requests will be considered 

an additional service and will be invoiced per the LS3P hourly rate schedule. 

 

 

EXCLUSIONS 

We have excluded from our scope of design services as listed above the following: 

 

1. Construction cost estimating 

2. Representation or design beyond the described scope of design services as made part of this proposal 

3. Providing services to investigate existing soil and environmental conditions including geotechnical 

conditions. 

4. Providing topographic or property surveys 

5. Full-time representation on site during construction 

6. Environmental graphics and project signage 

7. Landscape architecture design services including hardscape design 

8. Civil engineering services 

 

 

 

SCHEDULE 

We propose the following production schedule for the project (subject to change based on town and county 

review process): 

 

Programming and Conceptual Design 

Mar. 22 – Apr. 19 

Construction Documents 

April 19 – June 21    

Bidding & Permitting 

June 21 – July 19  

Construction 

August 2 – Dec 6, 2021   

 



 

 

COMPENSATION 

For the scope of work outlined above, we propose the following fee: 

  

BASIC SERVICES: 

Programming & Conceptual Design  lump sum $10,688 

Construction Documents & Pricing lump sum $19,238 

Bidding     lump sum $  2,137 

Construction Contract Administration lump sum $10,687 

SUB-TOTAL      $42,750 

 

Reimbursable expenses   estimated $  1,500 

TOTAL FEE      $44,250 

 

We will bill monthly to the percentage of the work completed in each phase.  Please see the attached “Standard 

Agreement Provisions and Hourly Rates” for additional information regarding billing. 

 

 

ADDITIONAL SERVICES 

Additional services not covered in the above scope of work as part of this proposal but found to be necessary in final 

design production or construction administration services shall be recoverable.  Revisions to the construction 

drawings as a result of "Value Engineering" or other Owner-requested changes shall be considered an additional 

service.  Additional services for consultants are billed at 1.25 times the consultant’s direct invoice to the Architect.  

Additional site visit trips outside of our proposed scope of services shall be billed hourly based on the attached 

hourly rate schedule.  

 

 

REIMBURSABLE EXPENSES 

In addition to our compensation, we would ask that we be reimbursed for expenditures incurred by LS3P and our 

consultants specifically for this project.  These expenses will be invoiced monthly at our and our consultant’s actual 

cost times a multiple of one and one-tenth (1.1) for administrative expenses.  These expenses are outlined and 

described in the attached rate schedule as made part of this proposal.   

 

This proposal includes an estimated amount of $1,500 for reimbursable expenses.  If the extent of reimbursable 

expenses reaches this amount, the client shall be advised of additional costs and shall approve the same before 

Architect proceeds with activities resulting in an expense.   

 

 

CONCLUSION 

We look forward to continuing to work with you on the Kiawah Island Municipal Recycling Center project.   Please 

contact me with any questions regarding this proposal.  

 

 

 

 

 

 



 

 

Sincerely,      AGREED: 

 

LS3P ASSOCIATES LTD.         Town of Kiawah Island 

 

 
David Burt, AIA                                                   By:       

Vice President / Principal    ___________________________ 

                          NAME 

 

 

 

       __________________________ 

DATE 
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Request for Ways and Means 
Committee Recommendation 

         
 

 
 
TO:        Ways and Means Chairman and Committee Members 
 
FROM:   Brian Gottshalk, Public Works Manager 
 
SUBJECT:    Request to Recommend Approval for Landscape Design Proposal 
 
DATE:       22 March, 2021 
 
 
BACKGROUND:    
The natural beauty and landscape of Kiawah Island is one of its biggest attractions  for residents and 
guests alike. Maintaining this attractive, natural look requires constant attention and care, specifically 
in maintained areas along roadways, common areas, and public buildings. The Municipal Complex 
was designed to be the “Gateway to Kiawah” and it is important that the standard for look and feel 
that is set on the island remains upheld, and perhaps exceeded, at Town Hall. 
 
 ANALYSIS: 
In the nearly four years that The Town has been located at the current complex, it has become evident 
that the landscape needs significant upgrading and repair in a number of areas. The first, and most 
important is a safety aspect. As the landscape has established and grown, there are several areas on 
the complex that obstruct the line of sight for motorists and pedestrians, specifically at the first curve 
on the driveway and the turn into the visitor parking area.  
 
Further, there are a significant number of plants and trees that have either died or failed to establish 
themselves, ultimately bringing down the quality of the overall landscape on the complex. 
 
ACTION REQUESTED: 
Town Staff requests that the Ways and Means Committee recommend to Town Council the approval 
of task 1 of this proposal from Outdoor Spatial Design. 
 
BUDGET & FINANCIAL DATA: 
The cost for Task 1 of this proposal is $6,500 and would be sourced from the General Fund. 
 





To: Brian Gottshalk, Jim Jordan, Town of Kiawah Island                     Date: March 2, 2021

From: Evan W. Brandon, PLA, ASLA - Outdoor Spatial Design, LLC

Re: Landscape Design - Kiawah Island Town Hall

LANDSCAPE DESIGN PROPOSAL

Dear Brian and Jim,

This proposed agreement delineates professional services and applicable fees for Landscape 
Architectural Design Services for the above referenced property.  It is our understanding that the client is 
The Town of Kiawah Island (client) and that Outdoor Spatial Design, LLC. (OSD) will be providing 
Landscape Architectural Design Services as follows:

Tasks:

1. OSD shall develop a 50% complete set of planting plans for review with the client. These 
planting plants will include the following:

a. Demolition and tree removal plan
b. Overall colored schematic planting plan with possible plant selections
c. Plant palette photo-board

2. To help illustrate the vision for the new landscape, OSD shall use existing site 
photography to create several 3D “before and after” renderings to show the proposed 
styles of plantings.

3. Based on input from the client, OSD shall progress the planting plans into a 100% 
pricing set. These planting plans will include the following:

a. Demolition and tree removal plan
b. Overall planting plan
c. Enlarged detailed planting plans
d. Overall plant schedule and planting details

4. OSD shall prepare an opinion of probable cost associated with the planting plans.

5. OSD shall provide (2) revisions to the planting plans based on client feedback. Any 
additional revisions will be billed out hourly as additional services.

6. As this landscape will likely be implemented in phases, OSD will separate out the 
planting plans and schedules once phases are determined. OSD shall also forward the 
drawings to (3-4) qualified landscape contractors, field questions, review pricing and 
negotiate with the contractor to help receive the best price to implement the landscape 
design. 
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7. Once the contractor has been selected and the Town enters into a contract with the 
landscape contractor, OSD shall be available to both the client and the contractor for 
questions and clarifications on an as-needed basis throughout construction. This will 
ensure that the drawings are followed correctly and will allow us to adjust the design as 
needed to allow for unforeseen field conditions. Construction observation includes: 

a. On site construction coordination meetings to review and approve planting 
layout, quality and location, stake-out of bed lines, tree locations, lighting 
installation, etc.

b. On site “punch-list” inspection at substantial completion of all landscape and 
site construction.

c. On site inspection at completion of all landscape and site construction punch 
list items.

d. Miscellaneous phone calls, emails and coordination with the contractor and 
owners.

CLIENT’S RESPONSIBILITIES (Exclusions to Scope of Services)

The client shall provide the following information or services as required for performance of the 
work.  Should OSD be required to provide services in obtaining or coordinating completion of 
this information, such services shall be charged as additional services.  OSD assumes no 
responsibility for the accuracy of such information or services, may rely on the accuracy of such 
information, and shall not be liable for errors or omissions therein.

A. Topography and boundary surveys (.pdf and .dwg formats).
B. Legal descriptions of property.
C. Soils investigations and / or engineering. 
D. Existing site engineering and utility base information (.pdf and .dwg formats).

STANDARD CONDITIONS

Landscape Architectural Services will be subject to the following Standard Conditions:

A. This Agreement is to be signed and returned to Outdoor Spatial Design, LLC 
within 30 days in order to proceed with the described services.  Otherwise, the 
offer to perform the described services may, in Outdoor Spatial Design, LLC’s 
sole discretion, be withdrawn and be null and void.

B. Upon not less than seven days written notice, Outdoor Spatial Design, LLC shall 
suspend all services including access to drawing files if the client fails to pay in
full within 60 days for services rendered or expenses incurred and for 
nonpayment of outstanding invoices.  Outdoor Spatial Design, LLC shall have no
liability because of such suspension of services or termination due to Client’s 
nonpayment.  
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C. Invoices will be submitted monthly or after services are rendered and are payable 
within seven (7) days of receipt. Accounts with balances extending over 30 days 
will be assessed a finance charge that will be calculated at the rate of 1.50% per 
month for an annual rate of 18.0%

D. Either Client or Landscape Architect may terminate this Agreement upon seven 
days written notice.  If terminated by Client, Client agrees to pay Landscape 
Architect for all Basic and Additional Services rendered and Reimbursable 
Expenses incurred in accordance and conditions of this agreement, up to the 
date of termination.

E. Outdoor Spatial Design, LLC shall not be responsible for delay caused by 
circumstances beyond its reasonable control.

F. Outdoor Spatial Design, LLC assumes no liability for the accuracy of surveys and 
survey information and may rely on the accuracy of survey information provided.

G. Client acknowledges and agrees that proper project maintenance is required 
after the project is complete. A lack of or improper maintenance may result in 
damage to property or persons.  Client further acknowledges and agrees that, as 
between the parties to this Agreement, Client is solely responsible for the results 
of any lack of or improper maintenance.

COMPENSATION

A. The Client shall compensate OSD for services described above and in 
accordance with the Terms and Conditions of this Agreement on a lump sum by 
phase basis, plus expenses. Services will be billed by phase plus expenses as 
follows:

Task: Fees:

• Task 1 …………………………..………………………………………….… $6,500.00 
• Task 2 …………………………..………………………………………….… $4,000.00
• Tasks 3-5 …………………………………………………………….………..$8,000.00
• Task 6 ……………………………………………………..………… Hourly as needed
• Task 7 ……………………………………………………………….. Hourly as needed

Note:  Fees for Sub-Consultants including, but not limited to lighting, electrical, 
irrigation and structural engineering are not included and, if needed, will be billed 
as a reimbursable expense plus handling fees (with approval from owner).
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B. Schedule of Rates indicated below does not include allowances for overtime in 
excess of a forty-hour workweek.  Travel time to and from the office of the 
Landscape Architect to the work site shall be billed hourly in addition to the 
design fee outlined above. (These rates are valid for six months from the date of 
this contract):

Personnel Hourly Rate
Principal  $150.00
Landscape Architect $125.00
Project Manager $105.00
Designer   $85.00

Reimbursable Expenses
Mileage Subject to Federal Guidelines
Large Format Color Prints $8/sq ft
Large Format Black and White Prints $2/sq ft
11x17 Color Print $3.50 ea
11x17 Black and White Print $1.50 ea

C. Additional Services include but are not limited to:

1. Plan preparation for and construction observation of portions of the project let 
on a segregated bid basis or to be phased during construction.

2. Site visits over and above the number stated in this contract.

3. The preparation of public agency documents other than plans specified in this 
proposal, or meetings/negotiations with regulatory agencies.

4. Revisions to approved drawings and the preparation of alternates or deductive 
change orders requested by the Client.

5. Design or product research for planters, pools, garden furniture or other 
garden elements not specified in this proposal.

6. Visits to plant nurseries to select plant material.

7. Services with respect to replacement of any work damaged during 
construction.

8. Services required as a result of the default or insolvency of contractor.

9. Preparation of as-built, record drawings or of measured drawings of existing 
conditions.
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10. Providing prolonged construction observation should the construction time be 
substantially extended through no fault of OSD.

11. Design changes if budget is adjusted by +/- 10%.

12. Consultation in regards to drainage issues, other than standard grading plan, 
on lots where site drainage is problematic. 

13. Consultation with irrigation consultants regarding preparation of irrigation 
plans

NOTE: OSD will be happy to provide any of these additional services at the 
request of the client.

If you accept the terms of this proposal, please sign at the bottom and return (1) copy as 
acceptance of conditions stated herein. If you have any questions regarding the terms of this 
agreement, please do not hesitate to call.

Thank you,

Evan W. Brandon, PLA, ASLA
Principal ______________________________________

Accepted by: Date:
Outdoor Spatial Design, LLC 
1060 East Montague, STE 315
North Charleston, SC 29405
843.718.5554
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WAYS AND MEANS 

Agenda Item 



 
Request for Ways and Means Action 

          
 
TO:        Chair and Ways and Means Committee Members  
 
FROM:  Stephanie Monroe Tillerson, AICP, Town Administrator    
 
SUBJECT:    Compensation Study   
 
DATE:       March 22, 2021 
 
 
BACKGROUND: 
The Town will conduct a Compensation Study ("Study") to update the Town's job descriptions as necessary and 
provide compensation and benefits information sufficient to assist the Town Administrator and Mayor with 
compensation decisions.  The Mercer Group completed the last Compensation Study in January of 2018. SHRM 
(Society for Human Resource Management) recommends as a general rule that employers examine the overall 
salary structure at least every three to five years to determine whether the structure is still aligned with your needs 
and the labor market.   
 
My goal in updating the compensation plan is to establish a compensation plan that is consistent with prudent public 
practices; to provide a defensible and technically sound basis for compensating employees; and to ensure that the 
Town's compensation practices are competitive, both for employee recruitment and retention, and consistent with 
those of comparable employers.  
 
With that goal in mind, I prepared and posted an RFP that detailed the Town's requirements for the Study. The Town 
received seven RFP responses. A staff team of three that included me have reviewed and discussed the RFPs 
based on the following criteria: Relative Experience and Qualifications of the Firm, Technical Merits of the Proposal 
(methodology and scope), Ability of proposed approach to meet the needs of the Town, and Time-Line for delivery of 
a final report. 
 
Each of the firms responding to the RFP had excellent experience and qualifications for delivering a Compensation 
Study as required by the Town. The staff team has unanimously chosen to recommend Evergreen Solutions, LLC, to 
complete the Town's Compensation Study for several reasons, including:  
 

• The firm demonstrated extensive experience for the project: 17 years experience and a comprehensive 
client list of town, city, county, and other public agencies;  

• In addition, they have worked in 19 communities in the State of South Carolina;  
• The Study's methodology and scope were the most comprehensive and inclusive of the six other firms that 

responded; and 
• A commitment to a high amount of communication and meetings throughout the process.  

 
ACTION REQUESTED: 
To recommend to Town Council to approve the request to enter into a contract with Evergreen Solutions, LLC in an 
amount not to exceed $17,500.  
 
BUDGET DATA:  Funding source –from General Fund.   



 
 

A Proposal to Conduct a 
Compensation Study for the 
Town of Kiawah Island, SC 

RFP #02-21 

 
ORIGINAL 

 

March 15, 2021 



 
 
 
 
 
 
 
 
March 12, 2021 
 
Ms. Stephanie Monroe Tillerson 
Town of Kiawah Island 
 
Dear Ms. Tillerson: 
 
Evergreen Solutions, LLC is pleased to submit a proposal to conduct a Compensation Study for the Town of 
Kiawah Island.  Our response is based on our review of your Request for Proposal (RFP #02-21), our 
experience working with hundreds of local governments throughout the country, our understanding of the 
South Carolina labor market, and our knowledge of best practices in human resources management. 
 
Evergreen Solutions was formed in 2004 to provide an alternative to traditional consulting firms.  We provide 
an innovative and effective option by focusing on clients needing partners and not simply another service 
provider.  Evergreen Solutions is a female-owned business, certified as a W/MBE in many states and 
municipalities across the country.  Evergreen is authorized to transact business in the State of South Carolina.   

As a national firm, Evergreen Solutions continues to grow and our territory now includes clients in 46 states.  In 
the State of South Carolina, Evergreen has worked with, or is currently on contract to work with, the following 
public sector clients in providing work similar in scope to the services being requested: Town of Mount 
Pleasant; Town of Cheraw; Town of Hilton Head Island; Town of Bluffton; Town of Mocks Corner; City of 
Spartanburg; City of Columbia; City of Mauldin; City of Chester; City of Goose Creek; City of Conway; City of 
Lancaster; Spartanburg County; Berkeley County; Beaufort County; Laurens County; Dorchester County; 
Charleston County; Horry County; Orangeburg County; Charleston Park and Recreation Commission; Greenville 
Water; Municipal Association of South Carolina; Berkeley-Charleston-Dorchester Council of Governments; 
Housing Authority of Florence; North Charleston Sewer District; Spartanburg County Public Library; Richland 
Library; Richland County Recreation Commission; Richland County School Districts One and Two; Pickens 
School District; and Rock Hill Schools. 

In other states, Evergreen has worked with, or is currently on contract to work with, the following local 
governments in a variety of human resources and management capacities: Mahoning County, OH; City of 
Bloomington, IN; City of Urbana, IL; Carter County, TN; Blount County, TN; City of Pittsburgh, PA; County of 
Montgomery, PA; Ulster County, NY; Town of Bridgewater, MA; Town of Colchester, VT; City of Hyattsville, MD; 
City of Baltimore, MD; City of Annapolis, MD; City of Hagerstown, MD; City of Westminster, MD; Allegany 
County, MD; Washington County, MD; Calvert County, MD; Kent County Levy Court, DE; City of Newport News, 
VA; City of Suffolk, VA; City of Fredericksburg, VA; City of Covington, VA; City of Williamsburg, VA; County of 
Culpeper, VA; County of York, VA; Gloucester County, VA; Essex County, VA; Surry County, VA; Isle of Wight 
County, VA; Prince George County, VA; James City County, VA; Louisa County, VA; Loudoun County, VA; 
Spotsylvania County, VA; King George County, VA; Alleghany  County, VA; City of Raleigh, NC; City of Goldsboro, 
NC; Union County, NC; Gaston County, NC; New Hanover County, NC; Guilford County, NC; Transylvania County, 
NC; Franklin County, NC; Haywood County, NC; Buncombe County, NC; Spokane County, WA; City of Albany, 
OR; Columbia County, OR; City of Page, AZ; City of Flagstaff, AZ; City of Prescott, AZ; Town of Sahuarita, AZ; City 
of Santa Fe, NM; City of Carlsbad, NM; City of Manitou Springs, CO; City of Fountain, CO; Grand County, CO; 
Ouray County, CO; Ft. Bend County, TX; Hood County, TX; Brazoria County, TX; Denton County, TX; Kaufman 
County, TX; Travis County, TX; Town of Little Elm, TX; City of Austin, TX; City of  Fate, TX; City of Pearland, TX; 
City of Seguin, TX; City of Rowlett, TX; City of Sachse, TX; City of Pflugerville, TX; City of Buda, TX; City of 
Farmers Branch, TX; City of Fredericksburg, TX; City of Gonzalez, TX; City of South Padre Island, TX; City of 
Conroe, TX; City of Amarillo, TX; City of Mont Belvieu, TX; City of Duncanville, TX, City  of Sunset Valley, TX; City 
of Broken Arrow, OK; Sedgwick County, KS; Shawnee County, KS; City of Lee’s Summit, MO; City of Branson, 
MO; City of Columbia, MO; Jefferson County,  MO; Jackson County, MO; St. Charles County, MO; City of 
Sarasota, FL; City of Winter Park, FL; City of Palm Beach Gardens, FL; City of Sunrise, FL; City of St. Petersburg, 

 



FL; City of Hollywood, FL; City of Melbourne, FL; City of Orlando, FL; City of Ft. Myers, FL; Miami-Dade County, 
FL; Palm Beach County, FL; Alachua County, FL; Manatee County, FL; Pinellas County, FL; Palm Beach County, 
FL; Sarasota County, FL; City of Douglasville, GA; City of Alpharetta, GA; City of Brookhaven, GA; City of 
Statesboro, GA; City of Garden City, GA; City of Stockbridge, GA; City of Fayetteville, GA; City of Dublin, GA; City 
of Dunwoody, GA; City of Roswell, GA; City of Tybee Island, GA; City of Chamblee, GA; City of Savannah, GA; 
Forsyth County, GA; Lumpkin County, GA; Douglas County, GA; Worth County, GA; Cherokee County, GA; 
Baldwin County, AL; Lee County Commission, AL; City of Foley, AL; and many others.  Information regarding the 
services provided to some of these local governments as they relate to the services being requested can be 
found in Section 2 of our proposal. 

The Evergreen Team is able to fully comprehend the challenges and goals of the Town of Kiawah Island 
because of our vast understanding of local government human resource management and the fact that we 
possess the necessary experience and expertise.  Our team has significant expertise in conducting 
compensation studies for local governments and other public sector organizations as can be seen in     
Section 2.   

Some of the human resource services Evergreen has focused on include: compensation studies; classification 
studies; salary and benefits surveys; staffing studies; workload analyses; performance evaluation and 
appraisal system design; recruitment, hiring, and retention studies; strategic and workforce planning; and 
labor pool availability.   

Through our experiences in conducting this wide range of projects, we have gained knowledge of all 
operations in local government human resources management.  As a result, our team knows how critical an 
effective a compensation system is to the overall operation of a proficient and progressive local government.  
Moreover, we have developed helpful methods and tools that assist our clients in implementing and 
maintaining our study recommendations and results. 

Evergreen’s approach to conducting a compensation study draws not only from extensive human resources 
work with local government clients, but also from direct feedback of our past clients.  In essence, we offer you 
tools that are innovative as well as those that have been proven to work in real places with real people.  Some 
of the key facets of our approach identified in Section 3 of our proposal include: 

 We emphasize communication as the key to successful study completion as well as implementation.  
Our team understands that compensation by its very nature creates anxiety in staff and managers 
alike.  In order to ensure a successful study process and “buy-in” at implementation, Town 
administrators, department heads, and staff need to be involved in the process.  This is a critical 
component of our communication plan. Continuous communication is ensured through the use of 
meetings/conference calls and the submission of written progress reports. 

 Our methodology utilizes the latest in technology.  In order to reduce the cost to our client partners and 
enhance wider participation, we offer all of our tools in an electronic format.  In essence, every step of 
the process can be done on the Web.  

 We understand that one size does not fit all.  Some consultants provide the same overall solution to 
every client; however, we provide a variety of alternatives that allow our client partners to select the 
solution that best meets their business and human capital needs. 

As President of Evergreen Solutions, I am authorized to commit our firm contractually to this engagement. 
Attached is the Submittal Form along with the Non-Collusion Oath Form. 

We appreciate this opportunity and commit to you our best effort if selected for this engagement.  If you have 
any questions, please feel free to contact me at (850) 383-0111 or via email at jeff@consultevergreen.com.  

Sincerely, 

 
 
 
Dr. Jeff Ling, President 
Evergreen Solutions, LLC 
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1.0 Qualifications to Meet Town’s Objectives 
 
 
Evergreen Solutions, LLC is well qualified to conduct a Compensation Study for the Town of Kiawah 
Island due to our experience in conducting more than 600 of these studies for local governments and 
other public sector organizations across the country, including many in the State of South Carolina.  In 
this section we provide you with our firm’s profile and history, and the qualifications of our proposed 
project team.   
 
 
 
2.1 
Firm’s Profile 
and History 

Evergreen Solutions, LLC is a national, multidisciplinary, public sector 
management consulting firm, which specializes in working with public sector 
organizations, including hundreds of local governments, across the nation. We 
provide a unique approach, rather than the “consulting as usual” approach, by 
partnering with our clients to find innovative, real world solutions to public 
management.   

Evergreen Solutions was formed in 2004 as a limited liability company to 
provide a modern, practical alternative to the typical consulting options.  The 
firm is made up of management and human resource professionals as well as 
strategic partners who came together to form an innovative alternative that 
places clients and their needs before any individual, model, or corporate goal.   

Evergreen’s philosophy is based on an understanding that there is not a “one 
size that fits all” solution to compensation management.  Our approach is 
built on working collaboratively with all parties to make sound, 
implementation-focused recommendations.    

Evergreen Solutions is a female-owned business, certified as a W/MBE in 
many states and municipalities across the country.  Evergreen is authorized 
to transact business in the State of South Carolina.   

Our main focus is on people, management, and technology.  This focus allows 
our team to provide a broad variety of services, including, but not limited to:   
compensation studies; classification studies; salary and benefits studies; 
performance appraisal reviews; workload analyses; staffing studies; disparity 
studies; training assessments; and strategic planning. 

We invite you to browse our Web site at www.ConsultEvergreen.com or visit us 
on Facebook at www.facebook.com or Linkedin at www.linkedin.com for more 
information about our services, staff, and past experience.          
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Evergreen Solutions assists public sector professionals in exercising control 
over the inter-related elements that determine success or failure. We do that 
by applying a situation-responsive discipline that emphasizes:  

 full visibility into the entire organization through research and 
discovery;  

 a spirit of partnership with staff and leadership;  

 sound recommendations based on best practices and proven 
methods; and  

 a practical go-forward plan that leads to quantifiable results.
  

 Collectively, the members of the Evergreen Solutions Team have:  

 extensive experience in conducting compensation studies for local 
governments and other public sector organizations throughout the 
country, including South Carolina;  

 comprehensive experience in all components vital to the successful 
completion of this engagement;  

 knowledge of relevant South Carolina statutes and regulations as 
well as federal regulations;  

 objectivity and flexibility due to the fact that we have no vested 
interests; and  

 specialized analytical tools that we bring to the project. 

Clients nationwide have been successfully implementing recommendations 
from our team of professional consultants for decades.  Evergreen has 
contracted with public sector, quasi-governmental, and non-profit 
organizations in 46 states throughout the country.   

Exhibit 2-1 includes a sample list of local government clients that Evergreen 
has worked with, or is currently on contract to work with, in a variety of 
human resources management consulting capacities.  Evergreen has also 
worked with many other public sector organizations in South Carolina, 
including: Charleston Park and Recreation Commission; Greenville Water; 
Municipal Association of South Carolina; Berkeley-Charleston-Dorchester 
Council of Governments; Housing Authority of Florence; North Charleston 
Sewer District; Spartanburg County Public Library; Richland Library; Richland 
County Recreation Commission; Richland County School Districts One and 
Two; Pickens School District; and Rock Hill Schools. 
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Exhibit 1-1: Sample List of Local Government Clients 

Spokane County, WA St. Charles County, MO City of Kissimmee, FL Duplin County, NC 
City of Ridgefield, WA City of Bloomington, IN City of Sarasota, FL Buncombe County, NC 
City of Albany, OR Blount County, TN City of Palm Beach Gardens, FL Franklin County, NC 
City of Beaverton, OR Carter County, TN City of Plantation, FL Gaston County, NC 
Columbia County, OR City of Urbana, IL City of North Miami Beach, FL Guilford County, NC 
County of Monterey, CA Mahoning County, OH City of Melbourne, FL Haywood County, NC 
City of Flagstaff, AZ Marshall County, AL Alachua County, FL Lee County, NC 
City of Page, AZ City of Foley, AL Bay County, FL New Hanover County, NC 
City of Prescott, AZ Baldwin County, AL Brevard County, FL Transylvania County, NC 
Town of Sahuarita, AZ Lee County, AL Charlotte County, FL Union County, NC 
Pima County, AZ Chambers County, AL Citrus County, FL Town of Carolina Beach, NC 
City of Carlsbad, NM City of Alpharetta, GA Flagler County, FL City of Covington, VA 
City of Santa Fe, NM City of Brookhaven, GA Gadsden County, FL City of Fredericksburg, VA 
Ouray County, CO City of Chamblee, GA Gulf County, FL City of Newport News, VA 
Grand County, CO City of Commerce, GA Hernando County, FL City of Suffolk, VA 
City of Fountain, CO City of Dahlonega, GA Highlands County, FL City of Williamsburg, VA 
City of Manitou Springs, CO City of Dalton, GA Leon County, FL Alleghany County, VA 
Ogden City Corporation, UT City of Douglasville, GA Manatee County, FL Chesterfield County, VA 
City of Amarillo, TX City of Dublin, GA Martin County, FL County of Culpeper, VA 
City of Austin, TX City of Duluth, GA Miami-Dade County, FL County of Northampton, VA 
City of Buda, TX City of Dunwoody, GA Monroe County, FL County of York, VA 
City of Conroe, TX City of Fayetteville, GA Osceola County, FL Essex County, VA 
City of Duncanville, TX City of Forest Park, GA Palm Beach County, FL Gloucester County, VA 
City of Farmers Branch, TX City of Garden City, GA Pinellas County, FL Isle of Wight County, VA 
City of Fate, TX City of Kingsland, GA Santa Rosa County, FL James City County, VA 
City of Fredericksburg, TX City of Roswell, GA Sarasota County, FL King George County, VA 
City of Lakeway, TX City of Savannah, GA Seminole County, FL Loudoun County, VA 
City of Lockhart, TX City of Statesboro, GA Sumter County, FL Louisa County, VA 
City of Mont Belvieu, TX City of Stockbridge, GA City of Spartanburg, SC Montgomery County, VA 
City of Pflugerville, TX City of Tybee Island, GA City of Chester, SC Prince George County, VA 
City of Rowlett, TX City of Woodstock, GA City of Columbia, SC Prince William County, VA 
City of Sachse, TX Cherokee County, GA City of Isle of Palms, SC Shenandoah County, VA 
City of Seguin, TX Douglas County, GA City of Conway, SC Spotsylvania County, VA 
City of Sunset Valley, TX Forsyth County, GA City of Goose Creek, SC Surry County, VA 
City of Portland, TX Lumpkin County, GA City of Lancaster, SC Northumberland County, VA 
City of Padre Island, TX Worth County, GA City of Mauldin, SC City of Baltimore, MD 
Town of Little Elm, TX Effingham County, GA Town of Bluffton, SC City of Annapolis, MD 
Brazoria County, TX City of Winter Park, FL Town of Cheraw, SC City of Hagerstown, MD 
Denton County, TX City of Fort Myers, FL Town of Hilton Head Island, SC City of Hyattsville, MD 
Fort Bend County, TX City of Coral Springs, FL Town of Moncks Corner, SC City of Westminster, MD 
Hood County, TX City of Daytona Beach, FL Town of Mount Pleasant, SC Allegany County, MD 
Kaufman County, TX City of Cape Coral, FL Laurens County, SC Charles County, MD 
City of Broken Arrow, OK City of Panama City, FL Berkeley County, SC Calvert County, MD 
Sedgwick County, KS City of Fort Walton Beach, FL Charleston County, SC Washington County, MD 
Shawnee County, KS City of Pensacola, FL Dorchester County, SC Kent County Levy Court, DE 
City of Branson, MO City of Gainesville, FL Spartanburg County, SC City of Kalamazoo, MI 
City of Lee’s Summit, MO City of Jacksonville, FL Beaufort County, SC City of Pittsburgh, PA 
City of Columbia, MO City of Key West, FL City of Goldsboro, NC County of Allegheny, PA 
City of Dardenne Prairie, MO City of Lake City, FL City of Raleigh, NC County of Montgomery, PA 
Clay County, MO City of Orlando, FL City of Hendersonville, NC Ulster County, NY 
Jackson County, MO City of Dunedin, FL Davie County, NC Town of Colchester, VT 
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1.2 
Proposed 
Project Team 

In this section we provide you with the qualifications of our proposed project 
team.  Detailed resumes are available upon request. 
 
Exhibit 1-2 reflects our proposed project management and personnel 
assignments.  The structure has been designed to clearly define the roles 
and responsibilities of each part of the Compensation Study so that there will 
be no confusion as to who is responsible for any aspect of this engagement 
with the Town of Kiawah Island. 
 
 

Exhibit 1-2 
Proposed Project 
Management 
Organization and 
Personnel 
Assignments 
 

EVERGREEN SOLUTIONS 
Project Consultants 

 
Dr. Angele Yazbec 
Mr. Brad Brackins 

EVERGREEN SOLUTIONS 
Project Principal 

 
Dr. Jeff Ling, CCP 

EVERGREEN SOLUTIONS 
Project Director 

 
Ms. Nancy Berkley 

 

TOWN OF BLUFFTON, SC 
Project Manager 

 

 
to be determined 

 

 
 
Town of Kiawah Island Project Manager.  With each project engagement, we 
work with the client to identify one specific point of contact to serve as a 
Project Manager.  The Town’s Project Manager will be our reference point 
throughout the engagement. We will take project direction, leadership, and 
guidance from the Town’s Project Manager and all project deliverables will be 
filtered through the Town’s Project Manager throughout the duration of the 
project.   
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Evergreen Solutions’ Project Principal. Our Project Principal will have ultimate 
accountability for the success of this project. Evergreen Solutions’ Project 
Principal is always a senior leader in our firm, typically the President. The 
Project Principal will have contractual authority over the contract, and will be 
our top level of project responsibility.  

Evergreen Solutions’ Project Director. Evergreen Solutions designates a Project 
Director for each HR consulting project. The Project Director will work with the 
Project Principal regarding the scheduling of the project with the Town. The 
Project Director will have the most frequent contact with the Town’s Project 
Manager and will assign project activities to the Project Consultants, and will 
ensure that deliverables are met within specified timelines. 

Evergreen Solutions’ Project Consultants. Our Project Consultants are a team of 
consultants who have worked together on numerous projects, and who will 
provide consulting and analytical work on all project activities.  The Project 
Consultants will review pay plans, collect the data for the salary and benefits 
survey, and prepare draft and final reports.   

Consultant Team Members must be thoroughly knowledgeable in the portion 
of the project they are responsible for, as well as have expertise in the issues 
that are unique to each individual client. Our firm is proposing an exceptional 
team of consultants who have worked together on many similar projects. We 
always make sure each project is sufficiently staffed to handle any additional 
tasks or unforeseen issues that may arise during the course of the study. The 
combination of our individual knowledge and skills form a superior team who 
will be able to competently perform all of the pieces of the Compensation 
Study for the Town of Kiawah Island. 

  

Key Personnel The following paragraphs provide summaries of each team member’s 
qualifications and experience related to his/her role in this engagement.   

  

Project Principal 
Dr. Jeff Ling, CCP 

Dr. Jeff Ling is the President of Evergreen Solutions and has been with the 
firm since its inception in 2004.  He is a Certified Compensation Professional 
(CCP) who has more than 25 years consulting experience in the following 
areas: human resources; performance improvement; process analysis; 
strategic planning; statistical analysis; research methodology; data 
management; surveys and polling; technology analysis; change 
management; and risk analysis.  
 
Dr. Ling has planned, organized, and managed studies on human resources 
assessment, survey analysis, government efficiency, technology planning, 
information utilization, public opinion, market expansion, and privatization. 
Each of these studies dealt with summarizing major alternatives for decision 
makers and providing viable recommendations. He has consulting 
experience in public sector Evaluation, research management, efficiency 
analysis, survey analysis, statistical modeling, and technology planning. 

 
Dr. Ling has worked with a multitude of clients in the capacity of Project 
Principal. He has worked on hundreds of engagements across the nation and 
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includes work in state and local governments, school districts, institutions of 
higher education, quasi-governmental agencies, and private industry.  

Dr. Ling has been instrumental in creating, reviewing, and evaluating the 
methodology employed by Evergreen Solutions on all human resource 
engagements. His background and skill set make him uniquely qualified for 
assessing organizational critical needs and strategy. He is also an expert in 
policy development and long-term planning. 

A sample of the types of studies Dr. Ling has been involved with include: 

 Compensation/Classification– He developed the methodology and 
techniques for organizations to employ for successful data collection 
and implementation based on internal and external equity needs.  He 
has been the Project Principal for numerous projects related to 
classification and/or compensation.  Note: He has served as the 
Project Principal for more than 600 Classification and/or 
Compensation studies for public sector clients.   

 Performance Evaluation – He has provided the framework for many 
organizations transitioning into goal based performance evaluation 
systems or fully functional merit-based pay structures. He understands 
the importance of a well stratified, objective based review process and 
has been instrumental in assisting a number of large organizations 
transition from traditional systems into merit-based pay structures 
with minimal transitional costs and interruption.   

 Market Research – He provided the basis for which market research 
was collected, analyzed, and review. He ensured that data collection 
procedures and methods were statistically reliable using his 
knowledge of statistics and overall market research. 

 Policy Development – He has a thorough and firm understanding of 
policy development and has assisted many clients with implementing 
tailored policies and practices that reflect best practices.   

Dr. Ling holds a Doctorate’s Degree from Florida State University in Political 
Science and has taught courses addressing research methodology, statistical 
analysis, technological innovations, and political economy at various 
universities. 

  

Project Director 
Ms. Nancy Berkley 
 

Ms. Nancy Berkley is the Vice-President of Evergreen Solutions who has been 
with the firm more than seven years.  She has over 30 years human 
resources experience demonstrating a thorough knowledge of multiple HR 
disciplines including, recruiting and staffing, workforce planning and 
retention, on-boarding, compensation and benefits, employee and labor 
relations, employee leave administration, voluntary and in-voluntary 
employee separations, performance management, employee surveys, 
organizational design and development, organization effectiveness, 
employee learning, training, and development, employee records 
administration and retention, and awards and recognition programs. She has 
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consistently enhanced organizational capability by integrating HR with 
strategic business planning, development and assessment. She has 
provided individualized executive coaching and led HR team development 
and high performance teams.  She has led corporate change initiatives and 
built talent-rich organizations by strengthening people and integrating 
processes and has directed human resources in high-volume, transactional 
service organizations and high-level, consulting organizations.  She has 
excellent conflict resolution, negotiation, and influencing skills. 

Ms. Berkley possesses expertise in the following HR areas: 

 Designing and implementing a shared service, centralized virtual 
staffing organization, increasing efficiency of staffing function for 
hiring managers. 

 Analyzing and responding to employee relation trendspositively 
influenced work environments reducing employee complaints by ~90 
percent.  

 Consulting with senior leaders and successfully leading project teams 
to develop new policies, programs and toolsincluding total revision 
and communication of a company’s HR policies and practices to be 
in accordance with state and federal laws; 

 Creating HR metrics reviews utilizing business goals and human 
resources information systems dataset improvement goals and 
developed action plans for unique business requirements. 

 Conceptualizing and implementing complex workforce reduction 
plansthen redeployed ~50 percent of the affected employees. 

 Representing companies in state and federal agency reviews, e.g. 
Office of Federal Contract Compliance Program (OFCCP) 
reviewsEqual Employment Opportunity Commission (EEOC) 
charges, workers compensation charges, and unemployment 
compensation claims.  

Some of the public sector projects that Ms. Berkley has directed or served on 
the Evergreen Team include: a Pay and Classification Study for the Town of 
Moncks Corner, SC; a Classification and Compensation Study7 for the Town 
of Bluffton, SC; a Classification and Compensation Study for the Town of 
Hilton Head Island, SC; a Classification and Compensation Study for Berkeley 
County, SC; Classification and Compensation Study Services for Beaufort 
County, SC; a Comprehensive Classification, Compensation, Performance 
Management, and Benefits Study for the City of Columbia, SC; an Employee 
Evaluation System for the North Charleston Sewer District, SC; a 
Classification and Compensation Study for the City of Goose Creek, SC; a 
Classification and Compensation Study for the Richland Library, SC; 
Classification and Compensation Plan Review for the City of Annapolis, MD; a 
Wages and Salary Scale Study for Washington County, MD; Personnel Manual 
Review and Revision Services for Calvert County, MD; a Classification and 
Compensation Study for Gloucester County, VA; a Compensation Study for 
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King George County, VA; a Pay and Classification Study for the Isle of Wight 
County, VA; a Classification and Compensation Study for Essex County, VA; a 
Compensation and Classification Study for Montgomery County, VA; a 
Classification and Compensation Study for Alleghany County and the City of 
Covington, VA; a Personnel Policy and Salary Study for Northumberland 
County, VA; a Pay and Classification Study for the City of Williamsburg, VA; a 
Classification and Compensation Study for Blount County, TN; a 
Comprehensive Classification and Compensation Study for Carter County, TN; 
Classification and Compensation Study Services for the City of Urbana, IL; a 
Compensation and Classification Study for the Central Ohio Transit Authority; 
a Compensation Update for the Central Ohio Transit Authority; a Classification 
and Compensation study for Transylvania County, NC; a Salary Equity Study for 
Guilford County, NC; a Position Classification and Compensation Study for 
Gaston County, NC; a Pay and Classification Study for Buncombe County, NC; 
a Classification and Compensation Study and Benefits Survey for New 
Hanover County and New Hanover ABC Board, NC; a Classification Study and 
a Compensation Survey for the City of Page, AZ; a Classification and 
Compensation Study for the Town of Little Elm, TX; a Human Resources 
Department Assessment for the City of Buda, TX; a Market Salary Update for 
the City of Buda, TX; a Classification and Compensation Study for the City of 
Pflugerville, TX; a Classification and Compensation Study for the City of 
Conroe, TX; a Comprehensive Compensation and Classification Study for the 
City of Farmers Branch, TX; a Classification and Compensation Study for the 
City of Portland, TX; a Comprehensive Compensation and Benefits Study for 
the City of Rowlett, TX; a Compensation Plan Study for the City of South Padre 
Island, TX; a Classification and Compensation Study for the City of Lockhart, 
TX; a Salary Compensation Study for Hood County, TX; a Compensation and 
Classification Study for Brazoria County, TX; a Classification and 
Compensation Study for Sedgwick County, KS; a Classification and 
Compensation Study for Jefferson County, MO; Classification and 
Compensation/Benefits Study for the City of Jacksonville Beach, FL; a Salary 
Survey for the City of Dania Beach, FL; a Classification, Compensation, and 
Benefits Study for the Town of Jupiter, FL; a Classification and Compensation 
Study for the Town of Cutler Bay, FL; a Comprehensive Compensation and 
Classification Study for the City of Panama City, FL; a Comprehensive 
Compensation and Classification Study for the City of Panama City Beach, FL; 
a Compensation Plan Update for the City of Panama City Beach, FL; a 
Classification and Compensation Study for the City of Destin, FL; a 
Compensation and Classification Study for Alachua County, FL; Job Audits for 
the City of Gainesville, FL; a Pay and Classification Study for the City of Fort 
Walton Beach, FL; a Compensation and Classification Study for the City of 
North Port, FL; a Compensation Study for the Village of North Palm Beach, 
FL; a Compensation Study for the City of Hollywood, FL; a Compensation 
Study for Lake County, FL;  a Pay and Classification Study for Martin County, 
FL; a Performance Evaluation Study for Lake County, FL; a Compensation 
and Classification Study for Highlands County, FL; Compensation and 
Classification Study Services for Monroe County, FL; a Classification and 
Compensation Study for the City of New Smyrna Beach, FL; a Compensation 
Study for the a Compensation and Benefits Study and Analysis for the City of 
Dahlonega, GA; a Comprehensive Position Classification and 
Compensation/Benefits Study and Analysis for the City of Woodstock, GA; a 
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Compensation Analysis for the City of Alpharetta, GA; Employee Classification 
and Compensation Study for the City of Savannah, GA; Comprehensive 
Classification and Compensation Study for the City of Garden City, GA; a 
Compensation and Classification Study for the City of Brookhaven, GA; a 
Comprehensive Compensation and Classification Study for the City of Tybee 
Island, GA; a Pay and Classification Study for the City of Chamblee, GA; a 
Compensation Study for the City of Dalton, GA; a Pay and Classification Study 
for the City of Fayetteville, GA; a Wages and Salaries Compensation Study the 
City of Stockbridge, GA; a Compensation and Classification Study and 
Analysis for the City of Dublin, GA; a Classification and Compensation Study 
and Analysis for the City of Douglasville, GA; a Salary Survey for the City of 
Dunwoody, GA; a Compensation Study for the City of Statesboro; a Salary and 
Benefits Survey for the City of Roswell, GA; a Classification and 
Compensation Study for the City of Commerce, GA; a Compensation and 
Benefits Survey for Forsyth County, GA; a Compensation Market Study and 
Survey for Forsyth County, GA; a Compensation Study for the Forsyth County 
Public Library, GA; a Pay and Classification Study for Worth County, GA; a 
Classification and Compensation Study and Analysis for Douglas County, GA; 
a Job Description/Classification Study and Analysis for Douglasville-Douglas 
County Water and Sewer Authority, GA; and a Classification and 
Compensation Study for Lumpkin County, GA. 

Ms. Berkley has a Bachelor’s Degree in Psychology from Florida State 
University. 

  

Project Consultant 
Dr. Angele Yazbec 

Dr. Angele Yazbec is a Consultant with Evergreen who has been with the firm 
more than two years.  She possesses a Ph.D. in Cognitive Psychology from 
Florida State University, and has a strong background in quantitative and 
qualitative analysis.  She is able to apply her knowledge and skills as a 
Consultant for Evergreen through various functions including: conducting 
market research and collecting compensation data, running regression 
analyses and recommending appropriate pay grades, and editing job 
descriptions.   

Recent public sector projects that Dr. Yazbec has been involved with include: 
a Classification and Compensation Study for the Town of Bluffton, SC; a 
Classification and Compensation Study for the Town of Hilton Head Island, 
SC; a Wage and Compensation Study for the City of Isle of Palms, SC; 
Classification and Compensation Study Services for Beaufort County, SC; a 
Classification System and Pay Plan Development Study for Franklin County, 
NC; a Compensation and Classification Study for the City of Goldsboro, NC; a 
Classification and Compensation Study for the City of Hendersonville, NC; a 
Compensation and Classification Study for Transylvania County, NC; a 
Compensation, Classification and Benefits Study for Haywood County, NC; a 
Classification and Compensation Study for the Alliance Health, NC; a 
Management, Organizational Structure, and Efficiency Study for the Town of 
Carolina Beach, NC; a Comprehensive Position Classification and 
Compensation Study for Gaston County, NC; a Position Analysis and Revision 
Project for Harnett County, NC; a Compensation and Classification Study for 
Charles County Government, MD; a Salary Survey for the Charles County 
Correctional Officers Association, MD; Personnel Manual Review and Revision 
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Services for Calvert County, MD; a Compensation Study for the City of 
Hagerstown, MD; a Personnel Policy and Salary Study for Northumberland 
County, VA; a Classification and Compensation/Benefits Study for the City of 
Jacksonville Beach, FL; a Compensation, Classification, and Benefits Study 
for the Volusia County Sheriff’s Office, FL; a Compensation Study for the 
Brevard County Property Appraiser’s Office, FL; a Compensation Study for the 
City of Orlando, FL; a Comprehensive Compensation Study for The Florida 
Bar, FL; an Executive Director Compensation and Benefits Study for The 
Florida Bar; a Performance Evaluation Review for The Florida Bar, FL; a 
Compensation and Benefits Study for Loxahatchee River District, FL; a Pay 
and Classification Study for the Peace River Manasota Regional Water 
Supply District, FL; a Salary Survey and Gender Analysis for the Town of 
Medley, FL; a Pay Plan Study for Southwest Florida Water Management 
District, FL; a Pay Plan, Classification and Compensation Study and Analysis 
for the Okaloosa Gas District, FL; a 360 Degree Review for the City of 
Groveland, FL; a Classification, Compensation, and Benefits Study for the 
Village of Pinecrest, FL; a Classification and Compensation Study for the City 
of New Smyrna Beach, FL; a Compensation and Classification Study for the 
Town of Surfside, FL; a Salary Review for the City of Brookhaven, GA; a 
Compensation and Benefits Study and Analysis for the City of Woodstock, GA; 
a Compensation Study for the City of Dalton, GA; a Comprehensive 
Compensation and Classification Study of the City of Forest Park, GA; a 
Staffing Study for the City of Powder Springs, GA; a Classification and 
Compensation Study for the City of Powder Springs, GA; a Pay Study and 
Analysis for the City of Duluth, GA; a Salary Survey for the City of Dunwoody, 
GA; a Pay and Class Study for the City of Roswell, GA; a Comprehensive 
Employee Comp Study Plan for the City of Tybee Island, GA; a Pay Study of 
the Fire Department for the City of Albany, GA; a Compensation Study for the 
Forsyth County Public Library, GA; a Classification and Compensation Study 
and analysis for Effingham County, GA; a Classification, Pay and Benefits 
Study for Lee County Commission, AL; a Classification, Compensation, and 
Benefits Study for the Chambers County Commission, AL; a Compensation 
Study for the Auburn-Opelika Tourism Bureau, AL; a Compensation Survey for 
the Susquehanna River Basin Commission, PA; a Compensation, 
Classification, and Organizational Design Study for SUNY Ulster, NY; a Non-
Union Compensation Study for Boston Public Health Commission, MA; a 
Classification and Compensation Study for Jefferson County, MO; a 
Classification and Compensation Study for Shawnee Community College, IL; 
a Classification and Compensation Study for the City of Portland, TX; a 
Compensation and Classification Study for Brazoria County, TX; a 
Classification and Compensation Study for Kaufman County, TX; an 
Employee Compensation Study for Tarrant Community College District, TX;  a 
Salary Compensation Study for Hood County, TX; a Classification and 
Compensation Study for the City of Lockhart, TX; a Compensation Plan Study 
for the City of South Padre Island, TX; a Classification and Compensation 
Study for Santa Fe, NM; and a Compensation and Classification Study for 
Columbia County, OR. 
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Project Consultant 
Mr. Brad Brackins 

Mr. Brad Brackins is a Consultant at Evergreen Solutions and has been with 
the frim more than three years. With his background in data analysis and 
public administration, he assists public organizations in navigating the 
unique human resources challenges that they face today. 

Mr. Brackins experience at Evergreen Solutions includes conducting 
compensation and classification studies. He works closely with organizations 
to gather employee feedback and organizational data in order to evaluate 
their current situation.  He also conducts market studies in order to evaluate 
competitiveness with peer organizations. Through his research and analytical 
skills, he is able to use this information to formulate customized solutions 
that help public sector clients improve their ability to recruit and retain high-
quality employees. 

A sample of some of the recent public sector projects that Mr. Brackins has 
been involved with include: a Classification and Compensation Study for the 
Town of Bluffton, SC; a Classification and Compensation Study for Rock Hill 
Schools, SC; a Compensation Study for Horry County Government, SC; an 
Emergency Medical Services Salary Study for Spartanburg County, SC; an 
Employee Evaluation System for the North Charleston Sewer District, SC; a 
Pay and Classification Study for Buncombe County, NC; a Compensation and 
Classification Study for Union County, NC; a Classification and Compensation 
Study for Alleghany County and the City of Covington, VA; a Personnel Policy 
and Salary Study for Northumberland County, VA; a Classification and 
Compensation Study for Shenandoah County, VA; a Classification and 
Compensation Study Services for the City of Westminster, MD; a 
Classification and Compensation Study for Blount County, TN; Classification 
and Compensation Study Services for the City of Urbana, IL; a Classification 
Study for Jefferson Community College, NY; a Classification and/or 
Compensation Study for Orange County Community College, NY; a 
Compensation and Classification Study for SUNY Erie Community College, 
NY; Human Resources Consulting Services to the Redevelopment Authority 
for the County of Butler, PA; a Total Compensation Study for Spokane County, 
WA; a Classification Study for Spokane County, WA; a Salary Survey for the 
City of Lakeway, TX; a Salary Survey for the City of Carlsbad, NM; a 
Compensation Study for the City of Flagstaff, AZ; a Compensation and 
Classification Study for Jackson County 16th Judicial Circuit Court, MO; a 
Compensation Study Services for Jackson County, MO; a Classification and 
Compensation Study for Jefferson County, MO; a Compensation Plan Survey 
for Northwest Florida Beaches International Airport, FL; a Compensation 
Study for Monroe County School District, FL; a Compensation and 
Classification Study for the Broward County Housing Authority, FL; an Update 
to Salary Structure for CareerSource NE Florida; a Compensation Study for 
the City of Alachua, FL; a Compensation Study for the Florida Virtual School; 
a Compensation Study for the Town of Lady Lake, FL; a Job Classification and 
Compensation Study for the City of Parkland, FL; a Compensation, 
Classification, and Benefits Study for the Volusia County Sheriff’s Office, FL; a 
Pay and Classification Study for the Town of Lake Park, FL; a Salary Study for 
the City of Holmes Beach, FL; a Job Classification and Compensation Study 
for the City of Parkland, FL; a Compensation and Benefits Study for Cherokee 
County, GA; a Compensation and Classification Study and Analysis for the 
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City of Dublin, GA; a Pay and Classification Study for the City of Fayetteville, 
GA; and a Compensation and Pay Classification Plan Study for the City of 
Foley, AL. 

Mr. Brackins has a Master’s Degree in Public Administration from Florida 
State University and Bachelor of Art’s Degree in Business Administration 
from the University of Florida. 

  
 

 

Note: A team of experienced analytical and clerical support staff will contribute 
to this study, as needed. 
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2.0 Prior Work Performed 
 
 
In this section we provide you with a list of similar projects we have conducted, or are currently on 
contract to conduct.  References are included on the Submittal Form along with the other required 
forms that we attached to our cover letter. 
 
 
 
Select Relevant 
Experience 

Because Evergreen has conducted over 600 projects that are similar in 
scope to the services being requested, we have included in this section only 
a sample of some of our local government work.   
 
 
Classification and Compensation Study/Wage and Compensation Study 
Town of Mount Pleasant, South Carolina  
 
Evergreen Solutions was hired in 2011 to assist the Town of Mount Pleasant 
to assist with a Compensation and Classification Study.  The Evergreen Team 
conducted employee orientation sessions, focus groups, job analysis, market 
assessment, and provided recommendations.   
 
Evergreen was again hired in the later part of 2015 to conduct a Wage and 
Compensation Study and Benefits Survey.  The purpose of the study was to 
evaluate the Town’s present wage and compensation plan, as well as its 
benefit package against those of comparable municipalities and competitive 
businesses, analyze and amend job descriptions, and develop a 
recommendation for improving the Town’s current performance evaluation 
process and the forms used in this process. Attention was paid to private 
employers that competed for similar, qualified employees in the labor 
markets comparable to the Town. Evergreen is providing ongoing support 
with regard to salary classification and creation of job descriptions for new 
positions as they occur, and reclassification of current positions when 
requested.   
 

 
 

Classification and Compensation Study 
Town of Hilton Head Island, South Carolina 
 
Evergreen Solutions was engaged with the Town of Hilton Head Island to 
conduct a Classification and Compensation Study for all its employees.  The 
study included the following primary objectives: to conduct a thorough, 
complete and accurate class specifications/job descriptions for all positions; 
appropriate valuation of each position relative to other Town positions; and 
to develop a competitive total rewards package (salary and benefits) relative 
to similar positions in the market. 
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Evergreen provided written guidelines for maintaining class 
specifications/job descriptions, for evaluating/re-evaluating job class 
specifications/job descriptions and for maintaining model compensation 
structure (s).  Evergreen further recommended pay administration policies to 
include, but not be limited to, policies regarding movement through ranges, 
adjustments within pay grades, adjustments for assumption of additional 
duties (temporary or permanent), reclassifications, promotions, transfers, 
demotions, career ladders, etc. and recommended reliable external market 
data sources for salary structure adjustments and determination of merit 
budget. Upon recommendation to the Town for the implementation of a new 
classification and compensation program, Evergreen’s consultants reviewed 
current performance management system documentation and provided 
recommendations to strengthen link between pay and performance as 
appropriate.  In addition, Evergreen recommended future merit allocation 
approaches, considering changes to classification and compensation 
program and limited budgets.  Note: Evergreen recently completed an update 
of the Town’s Classification and Compensation Plan. 
 

 
 
Pay and Classification Study 
Town of Moncks Corner, South Carolina 
 
Evergreen Solutions is engaged with the Town of Moncks Corner to conduct a 
Pay and Classification Study for its employees.  As part of the study, Evergreen 
will conduct orientation sessions, focus groups, and interviews.  Employees will 
complete a Job Assessment Tool (JAT) in order to analyze job duties and revise 
the current classification structure.  A market salary survey will be issued to 
local and regional employers to assess market competitiveness.  Based on the 
findings from the classification and compensation review, a new pay plan as 
well as policies and procedures will be recommended.   
 

 
 
Classification and Compensation Study 
Town of Bluffton, South Carolina 
 
Evergreen Solutions is engaged with the Town of Bluffton to conduct a 
Comprehensive Classification and Compensation Study.  Evergreen will review 
and validate current job descriptions for each Town position and update and/or 
create new job classifications and specifications as necessary to ensure they 
are current, describe use of current or emerging technologies, meet legal 
qualifications, and are consistent with Equal Employment Opportunities (EEO) 
and Americans with Disabilities Act (ADA) considerations.  Evergreen will also 
conduct a compensation survey, analyzing information and developing 
recommendations for appropriate salary structure and allocation of 
classifications to pay ranges including longevity step and recommendations.  In 
the end, Evergreen will meet with Town representatives as necessary to present 
results and recommendations derived from the study, to present cost impact, 



 

 
 
  

 Evergreen Solutions, LLC Page 2-3 

and to propose a transition strategy.  Evergreen will develop written and oral 
communications to employees explaining the reasons for the structure change 
(if any) and any impact to the employee. 
 

 
 
Classification and Compensation Study 
City of Lancaster, South Carolina 
 
Evergreen Solutions was retained by City of Lancaster, SC to conduct a 
detailed compensation and classification analysis of its employees. 
Employees participated in focus groups, interviews, and job analysis to 
determine the best classifications for the work performed.  In addition, pay 
ranges were analyzed in the public and private sector to determine the 
appropriate pay levels for all included jobs.  Recommendations were 
provided to improve the fairness and equity. 
 

 
 

Classification and Compensation Study 
City of Chester, South Carolina 
 
Evergreen Solutions was engaged by the City of Chester to conduct a 
comprehensive compensation and classification study for all City employees. 
The Evergreen Team conducted orientations and focus groups with general 
employees.  Employees completed Job Assessment Tools, and supervisors 
completed Management Issues Tools, as needed. The data gathered through 
this process resulted in JAT scores for each job title, placement of each job into 
an internal hierarchy, and potential recommendations for revision to the current 
classification structure.  Evergreen Solutions also conducted a comprehensive 
salary survey. The results will be combined with the internal hierarchy to help 
generate recommendations for a comprehensive compensation and 
classification structure. The Evergreen Team provided detailed 
recommendations for implementation of the new structure and related 
employee salary adjustments.  

 
 
Comprehensive Classification, Compensation, Performance Management and 
Benefits Study 
City of Columbia, South Carolina 
 
Evergreen Solutions was retained by the City of Columbia to conduct a 
comprehensive evaluation of the City’s current compensation and 
classification structure for its 2,352 employees.  The primary objective of the 
study was to determine whether the City’s current pay structure, policies, and 
practices were effective as compared to peer organizations or whether future 
adjustments were needed. Evergreen’s consultants conducted a job-task 
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analysis/job audit of all employee positions to verify and validate information 
from existing job descriptions.  Based on the data collected, Evergreen 
defined the essential functions of the job class, including, required 
education, experience, knowledge, skills, and abilities, to ensure compliance 
with ADA regulations; identified discrepancies between existing and 
proposed classifications; reported areas that were understaffed or under-
utilized; identified management, supervisory, professional, technical and 
general employees, including each employee’s FLSA status (exempt/non-
exempt); evaluated and recommended other programs that could be 
implemented by the City to attract candidates for hard-to-recruit positions; 
and developed a tool that the City could utilize to evaluate and process 
future reclassifications. 
 
To ensure external equity, Evergreen consultants compared the City to what 
other local jurisdictions were doing as it related to salary ranges, steps within 
ranges, and range spread, and listed options and made recommendations 
that could improve the City’s position in the market and its ability to recruit 
and retain qualified employees.  Evergreen reviewed policies and procedures 
to determine consistency with prevalent practices among City governments 
and other local jurisdictions related to setting salaries for new hires, and 
handling transfers, promotions, additional duty pay and retroactive 
adjustments.  
 
Evergreen also developed and recommended a new and revised 
performance appraisal instrument(s) that would support the City’s mission 
and strategic objectives and the City’s compensation philosophy, and would 
work in concert with the classification and pay system that was established.  
Evergreen consultants worked with the Human Resources Department and 
other City officials to link the proposed performance evaluation system to the 
pay structure, and identified any real or perceived internal equity and salary 
compression issues within the City’s various departments/offices, and listed 
options to address such questions as to how these issues were addressed by 
other municipalities.   

In the end, Evergreen provided recommendations to the classification and 
compensation structure along with associated costs or savings of 
implementing those recommendations.  Evergreen also provided 
training/education presentations to managers and senior management staff 
to ensure that there was an understanding and commitment to the new 
classification and compensation system. 

 
 
Compensation and Classification Study 
City of Mauldin, South Carolina 
 
The City of Mauldin retained Evergreen Solutions to provide oversight into the 
data collection process regarding compensation and classification as well as 
provide recommendations following the collection of the data for the City to 
transition into a purely merit-based pay system. The purpose of the study was 
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to review the current structure that had not been updated in the last few 
years utilizing the position rating manual and position analysis questionnaire; 
review the salary survey methods and results collected from local 
municipalities and national IMCA data; verify overall grade placement and 
internal equity for the organization as a whole; ensure external equity with 
the marketplace; and provide oversight on transition to performance 
management, merit-pay system.  As part of the study, Evergreen reviewed 
the materials provided by the City and gave feedback on best practices and 
market trends; analyzed internal equity data collected by City and gave 
feedback to address internal equity; reviewed salary survey data collected by 
the City for accuracy and provided insight regarding findings; developed the 
strategic position for the City utilizing collected data and desired intentions of 
the City; and assisted the City with developing transition plan. 
 

 
 
Classification and Compensation Study 
City of Goose Creek, South Carolina 
 
Evergreen Solutions was retained by the City of Goose Creek to conduct a 
Classification and Compensation Study.  Evergreen reviewed the current 
classification system by including a job analysis, assessed job descriptions 
and made recommendations for changes; provided the tools necessary to 
maintain the classification system for future positions if a new classification 
system was recommended; and revised the current Compensation Plan 
based on the labor market.  In the end, Evergreen provided 
recommendations for the ongoing internal administration and maintenance 
of the proposed compensation and classification plan. 
 

 
 

Wage and Compensation Analysis 
City of Isle of Palms, South Carolina 
 
Evergreen Solutions is retained by the City of isle of Palms to conduct a 
Wage and Compensation Analysis.  Evergreen will perform the following 
tasks: 
  

 review the City’s mission statement and align project goals and 
objectives to include classification and compensation compliance 
initiatives; 

 

 review and analyze individual job titles and descriptions by 
conducting interviews or questionnaires to ensure they reflect current 
duties;  

 
 conduct a comprehensive analysis of the current compensation 

program and make recommendations for improvement and suggest 
plans to address issues including but not limited to target 
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comparison market, internal equity assessment, salary compression, 
competitive salary analysis, index or standards for cost of living 
comparison, and strategies for recruitment and retention; 

 
 identify comparable organizations and competitive labor market 

comparisons for position classifications and conduct a full 
compensation survey, including wages with monetary and non-
monetary benefits, complete with recommendations and cost of 
implementation; and  
 

 provide options and recommendations for a classification and total 
compensation plan, including feasibility of implementation that takes 
into consideration budget constraint. 

 

 
 
Classification and Compensation Study 
City of Spartanburg, Spartanburg County, and Spartanburg County Public 
Library, South Carolina 
 
Spartanburg County was retained Evergreen Solutions to complete a 
Classification and Compensation Study. This study included services for the 
City of Spartanburg and the Spartanburg County Public Library. Evergreen 
established a timeline to determine project milestones for the County, 
Library, and City and evaluated current employee data for each entity. 
Evergreen developed a classification plan; worked with the County’s Project 
Manager to identify and survey targets for a salary survey, and provided an 
external assessment summary based on the results of the survey; proposed 
strategic positioning recommendations; and conducted a final solution 
analysis. In the end, Evergreen created a report that described the 
classification and pay plan; recommended procedures for the 
implementation and continued maintenance of the plans. 
 

 
 

Employee Compensation and Pay Classification Study 
City of Conway, South Carolina 
 
Evergreen Solutions was retained by the City of Conway to conduct an 
Employee Compensation and Pay Classification Study.  The objectives 
of the study were to: attract and retain qualified employees; ensure 
positions  performing  similar  work  with  essentially  the  same  
level  of complexity, responsibility, knowledge, skills, and abilities are 
classified together; provide salaries commensurate with assigned 
duties; 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. 
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Salary Parity Study / Structural and Compensation Systems Study  
Charleston County, South Carolina 
 
In 2005-06, Charleston County conducted a Classification and Compensation 
Review using another consulting firm.  Then in 2007, Evergreen Solutions was 
hired by the County to review the results and verify the recommendations that 
accompanied the study. The primary issue examined by Evergreen was the 
internal equity relationships present within the County's pay plan. The 
Evergreen Team administered a job analysis tool to County employees that 
helped determine job worth and verify internal equity relationships as they 
relate to compensation.  Although the study's primary emphasis was ensuring 
that internal equity relationships were proper, the study also ensured that 
employees were paid consistently with the market.  Evergreen provided detailed 
recommendations for adjusting the County's pay and classification structure 
and developed an implementation plan complete with costing information. 
 
Note: Evergreen was again hired to conduct a Structural and Compensation 
Systems Study.  The Evergreen Team worked with elected official and 
employee committee throughout the process. Our phases included employee 
outreach, best practice research, and consensus building to recommend a 
21st Century approach to compensation and classification management. 
 

 
 
Comprehensive Market Analysis 
Charleston County, South Carolina 
 
Evergreen Solutions was again hired to assist Charleston County with 
conducting comprehensive market analysis using selected benchmarks.  A 
market survey was conducted to determine the external equity of the County 
against its peers. 

 
 
Classification and Compensation Study 
Berkeley County, South Carolina 
 
Evergreen Solutions was retained by Berkeley County to conduct a 
Classification and Compensation Study for 1,153 employees.  Evergreen’s 
consultants reviewed the County’s current classification and compensation 
plan and recommended a consistent and competitive market position that 
the County could maintain based on a salary survey results from peer 
organizations.  Evergreen recommended an appropriate salary range for 
each position in the County based on a review and analysis of the 
classification plan, the compensation survey results, internal relationships, 
and external and internal equity. Evergreen provided recommendations for 
the ongoing internal administration and maintenance of the proposed 
compensation and classification plan.  
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Pay and Classification Study 
Dorchester County, South Carolina 
 
Evergreen Solutions was retained by Dorchester County Government to 
conduct a Pay and Classification Study and make recommendations for 
implementation of a revised pay plan. The study included all employees and 
classifications in the County. As part of the study, Evergreen conducted focus 
groups and interviews with employees, and employees completed a Job 
Assessment Tool (JAT). Evergreen conducted a comprehensive salary survey of 
local and regional employers to assess the market competitiveness of the 
County. Finally, a detailed plan was developed to provide the County with 
specific steps to implement an equitable and competitive compensation and 
classification plan.  Note: Evergreen was recently hired to perform an update to 
the County’s Compensation Plan. 

 
 
Compensation Study 
Laurens County, South Carolina 
 
Evergreen Solutions is retained by Laurens County to conduct a 
comprehensive wage study and analysis for regular and part-time positions.  
The goals of the study are to: ensure fair and equitable relationships within the 
organization; recommend and identify a consistent and competitive market 
position that the County can strive to maintain; remain cognizant of trends in 
wage or compensation inequality; and apply goals organization-wide, 
professionally, consistently and objectively. 
 

 
 
Classification and Compensation Study Services  
Beaufort County, South Carolina 
 
Evergreen Solutions is engaged with Beaufort County to provide 
Classification and Compensation Study Services.  The purpose of the study 
is to address changes in county operations and staffing over the past 
decades, which may have affected the type, scope, and level of work being 
performed.  The objectives of the study are to: 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 differentials between 
individual classes; and maintain a competitive position with other 
comparable governmental entities and private employers within the same 
geographic area.  Note: This project is nearing completion. 

 

 



 

 
 
  

 Evergreen Solutions, LLC Page 2-9 

Salary and Benefits Review, and Analysis 
City of Hyattsville, Maryland 
 
Evergreen Solutions was hired by the City of Hyattsville to conduct a Salary 
and Benefits Review and Analysis of all classifications. The process included a 
comprehensive review of market compensation averages using a detailed 
duties-based salary survey approach as well as a comprehensive benefits 
survey. Market position was determined, a compensation philosophy was 
developed and strategic positioning recommendations were made with the goal 
of providing the City a more equitable compensation model.  Note: Evergreen 
was again hired to conduct a Compensation System Analysis for the City.   
 

 
 
Classification and Compensation Plan Review 
City of Annapolis, Maryland 
 
Evergreen Solutions was engaged with the City of Annapolis to conduct a 
Classification and Compensation Plan Review.  The primary objectives of the 
study were to: review and revise the current classification system; review and 
revise job descriptions; determine relevant competitive markets by 
conducting a salary survey of selected peer organizations; propose 
guidelines for an improved or new compensation program; and provide 
recommendations to keep the current pay structure competitive.  
 

 
 

Classification and Compensation Study Services 
City of Westminster, Maryland 
 
Evergreen Solutions was retained by the City of Westminster to provide 
Classification and Compensation Study Services.  The scope of work 
included the review and updating of the City’s current job descriptions as 
well as providing technical assistance in the development of a 
comprehensive performance evaluation system to integrate with the new 
classification system.  The primary study objectives for this study was to: 

 
 develop a formal compensation philosophy for adoption by the 

Mayor and Common Council; 

 identify comparable benchmark employers to guide the City’s future 
employee salary and benefit decisions to facilitate the attraction and 
retention of high performance staff members, while being financially 
sustainable; 

 establish a comprehensive job classification system using the 
approved job evaluation system that accommodates the City’s 
needs for an internally and externally equitable, defensible, market 
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sensitive, and easily administered system for all current and future 
positions within the City; 

 train Human Resources staff to apply the adopted compensation 
philosophy to maintain the adopted classification and compensation 
system; and 

 provide legally defensible classification specifications (ADA, FLSA, 
and any other applicable federal and state laws). 

 
 
Compensation Study 
City of Hagerstown, Maryland 
 
Evergreen Solutions was retained by the City of Hagerstown, MD to conduct a 
Compensation Study. Evergreen’s consultants worked with the City to 
evaluate what type of pay plan would reinforce current and future goals. 
Evergreen identified external targets for surveying select positions. After 
conducting the market salary survey, Evergreen produced a pay plan for 
employees that best met the needs of the City and included the number of 
grade, steps, and ranges as well as recommendations for continued 
administration of the compensation system. 
 

 
 

Compensation Study 
Allegany County, Maryland 
 
Allegany County contracted with Evergreen Solutions to conduct a 
Comprehensive Compensation Study and analysis for the Office of the Sheriff. 
The Office of the Sheriff included the primary functional areas of Road Patrol 
and Correction Deputies at the county correctional facility. Evergreen 
understood that the Office of the Sheriff faced competitive pressure from other 
area law enforcement agencies.  To alleviate this pressure, Evergreen designed 
a salary survey instrument and distributed it to an approved list of local peers. 
The survey took into account total compensation, including supplemental pay, 
insurance benefits, retirement, leave, and other tangible benefits. 
The results of the survey and the subsequently prepared report provided the 
County with recommendations to improve their competitive position and ability 
to recruit the best and brightest available persons for these key areas. 
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Wages and Salary Scale Study 
Washington County, Maryland 
 
Evergreen Solutions was retained by Washington County to conduct a  
comprehensive study of the County’s wages as they related to neighboring 
jurisdiction’s wages and salariesthe purpose of which was to assure 
adequacy of pay and employee wages when compared to area private and 
public employees.  Evergreen met with each Division Director to gather 
information regarding pay issues that were unique to their departments.  
Evergreen conducted a brief review of the method of classifying positions to 
ensure its adequacy in today’s pay and classification environment. Using the 
current or revised classification system, Evergreen evaluated all positions 
and placed them in an appropriate "grade”.  Evergreen recommended a 
system the County could use in the years to come to evaluate job positions.  
 

 
 
Classification, Compensation, and Benefits Survey 
Kent County Levy Court, Delaware 
 
Evergreen Solutions was hired by Kent County Levy Court (KCLC) in Dover, 
Delaware to conduct a Classification, Compensation, and Benefits Study. 
Evergreen’s consultants reviewed all current classification specifications and 
analyzed, documented, and validated the same for distinguishing 
characteristics, position definition and purpose, knowledge, skills, abilities, 
essential job functions, minimum qualifications, education and experience 
relevance and hierarchal consistency, conformity with ADA language relative 
to essential job functions (including physical and intellectual requirements), 
working/environmental conditions, supervision received and exercised, 
standby/call back responsibilities, and special requirements including 
licensing, regulatory, and certification requirements.  
 
Evergreen conducted on-site interviews with employees, as well as 
appropriate supervisor and management personnel, to verify/clarify 
information received in the questionnaires and to ensure information 
regarding organizational structure, supervision, essential job duties, and 
working environment was accurately captured and reflected in the 
descriptions that were developed.  Evergreen recommended updates 
proposed a new system utilizing a standardized rating system that analyzed 
each position against multiple evaluation criteria.  
 
Evergreen also conducted a market salary and benefits survey of public 
sector organizations comparable to the County in size, population, economic 
climate, proximity to major cities, etc.  The market survey included the hours 
worked per week by employees in each position in those comparable 
communitiesin an effort to consider both internal and external equityand 
was used to compare base annual salary for each position included in the 
study by minimum, midpoint, and maximum.   
 
 



 

 
 
  

 Evergreen Solutions, LLC Page 2-12 

Utilizing the market survey results, comparable job descriptions, and other 
data collected, Evergreen prepared a recommended compensation plan 
design and salary schedule to correspond to the classification plan and 
customized to reflect the County’s pay progression policy and compensation 
philosophy.  Evergreen recommended the vertical salary relationship and/or 
differentials between classes in each class series.  In the end, Evergreen 
provided KCLC with a final report that included specific, itemized 
recommendations, including a discussion of the methods, techniques, and 
data used to develop the classification and compensation plan and benefits 
program.  

 
Salary Plan Review 
City of Suffolk, Virginia 
 
Evergreen Solutions was retained in 2015 by the City of Suffolk to review the 
Compensation and Classification Study Final Report completed in 2009 by 
another firm. The goal of this review was to assess the applicability of 
recommendations since the study’s completion, with an emphasis on 
reviewing: Phase 3 recommendations and applicability given time since 
completion of study; salaries of employees included in the 2009 study and 
those not included in the 2009 study (~300 employees hired after study 
completion) to assess internal equity; title changes recommended; and the 
City’s Compensation Philosophy.  In the end, Evergreen provided a final 
report that included: a comparison of current market compensation data 
(obtained primarily from TechNet database) to City compensation data; 
recommendation for placement of all employee salaries for both employees 
included and not included in the 2009 study; a recommended pay 
plan/salary schedule; and a recommendation to address compression 
caused by Phase in approach across all employee groups, including police 
and fire. 
 
Note: Evergreen Solutions was previously hired by the City of Suffolk to 
conduct a Compensation and Classification Study. Evergreen consultants 
assessed both internal and external equity of the City's compensation and 
classification plan, and provided recommendations for a new plan to cover 
the City's approximate 1,000 employees.  
 

 
 

Pay and Classification Study 
City of Williamsburg, Virginia 
 
Evergreen Solutions was retained by the City of Williamsburg to conduct a 
Pay and Classification Study. Employees participated in focus groups, 
interviews, and a job analysis was conducted to determine the best 
classifications for the work performed.  In addition, pay ranges were analyzed 
in the marketplace to determine the appropriate pay levels for all jobs.  
Recommendations were provided to improve the fairness and equity in the 
current classification and compensation system. 
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Classification and Compensation Study 
City of Fredericksburg, Virginia 
 
Evergreen Solutions was engaged with the City of Fredericksburg to conduct 
a Classification and Compensation Study.  Evergreen conducted a full job 
analysis of City positions and revised, if necessary, existing job descriptions 
based upon the findings of the job analysis. Evergreen also surveyed the 
local labor market to ensure that the City’s overall package of compensation 
and benefits was competitive and evaluated whether the City’s current 
human resources policies were affecting the City’s ability to compete in the 
labor marketplace. 
 
Evergreen assisted the City in updating its current classification and 
compensation plan and developing a strategy to increase employees’ pay to a 
competitive level that aligned with the results of the study.  Evergreen 
provided recommendations to the overall classification and compensation 
plan that provided internal equity and that was competitive in the marketplace 
to attract and retain qualified employees.   

 
 
Classification and Compensation Study 
County of Culpeper, Virginia 
 
Culpeper County retained Evergreen Solutions to assist with a 
comprehensive classification and compensation study of all its employees.  
The study involved conducting a job analysis through desk audits, interviews, 
and focus groups.  A more detailed analysis was performed on clerical and 
law enforcement staff.  A salary and benefits survey was also issued to peers 
to assess the County’s current market position.  Recommendations were 
made for all employees to address job and compensation changes. 
 

 
 

Classification and Compensation Study 
Gloucester County, Virginia 
 
Evergreen Solutions was retained by Gloucester County to conduct a detailed 
compensation and classification analysis of its non-faculty employees. 
Employees participated in focus groups, interviews, and job analysis to 
determine the best classifications for the work performed.  Pay ranges were 
analyzed in the public and private sector to determine the appropriate pay 
levels for all included jobs.  Recommendations were provided to improve the 
fairness and equity.   
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Compensation Study (Salary and Benefits) 
Louisa County, Virginia 
 
Evergreen Solutions was retained by the Louisa County to conduct a 
Compensation Study.  Evergreen’s consultants reviewed the effectiveness of 
the County’s current pay plan as it related to the market competitiveness for 
attracting and retaining quality employees.  Pay ranges as well as benefits 
were analyzed in the public and private sector to determine the appropriate 
pay levels for all included jobs.  Recommendations were provided to improve 
the fairness and equity in the current compensation system. 
 

 
 
Classification and Compensation Study 
Essex County, Virginia 
 
Evergreen Solutions was hired by Essex County to conduct a Classification and 
Compensation Study that will allow the County to be competitive in the 
marketplace in attracting and retaining qualified employees.  Evergreen’s 
consultants will perform the following: survey each unique job class to 
determine a definition of the job class, essential functions, education 
requirements, experience, knowledge, skills, and abilities, and review and 
update existing job descriptions, as needed; review the County’s current pay 
practices including overtime pay, awarding compensatory time, half-time pay 
for emergency services, and all other pay for public safety; prepare a cost 
analysis for employees in positions that fall below the proposed minimum 
salaries following reclassification; and recommend appropriate salary range 
for each existing or proposed position based on the classification plan, the 
compensation survey results, and internal relationships and equity. 
 

 
 

Classification and Compensation Study (Phase I) 
Loudoun County, Virginia 
 
Evergreen Solutions was engaged with Loudoun County to conduct a 
Classification and Compensation Study.  Evergreen conducted a 
comprehensive review and evaluation of the County’s compensation 
philosophy and competitive market and made recommendations to retain, 
modify and/or change the compensation philosophy and/or competitive 
market.  Evergreen also conducted a comprehensive review and evaluation 
of policies governing the County’s total compensation program (pay and 
benefits offerings) and classification system; benchmarked the elements of 
the County’s total compensation and classification program against its 
current competitive market and other potential competitor jurisdictions; and 
made recommendations to retain, modify and/or change elements of the 
total compensation and classification program. 
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Evergreen further conducted a comprehensive review and an evaluation of 
the County’s performance plan system; benchmarked the County’s system 
against the job description systems of its competitive market and other 
potential competitor jurisdictions; and made recommendations to retain, 
modify, or change the current system.  In the end, Evergreen provided 
comprehensive recommendations for modifying classification and 
compensation policies and procedures. 
 

 
 
Classification and Compensation Study (Phase II) 
Loudoun County, Virginia 
 
Evergreen Solutions was again hired by Loudoun County to conduct a 
Classification and Compensation Study (Phase II).  Evergreen accomplished the 
objectives of the Phase II of the study by performing the following tasks: 

 developed recommendations on a strategy to implemented and 
administered a compensation philosophy range of 95 percent to 105 
percent of the comparator market.  

 conducted a comprehensive benchmark market analysis of all 
County jobs.  

 developed a new market competitive pay plan that included 
an open range pay plan for the general workforce and a 
“grade and step” pay plan for Public Safety positions.    

 provided recommendations for any additional pay incentives 
and supplements that would assist in maintaining 
competitive pay as described in Loudoun’s compensation 
philosophy.    

 developed a new comprehensive classification system that 
allowed for more levels and specificity within and across each 
job group, to and included the development of standardized 
job descriptions.  

 obtained an analysis of pay compression within the County 
and provided recommendations for addressing pay 
compression once a new pay plan was implemented; and  

 developed recommendations for revisions to the Board 
approved classification and compensation policies found in 
Chapter 5 of the Human Resources Handbook.  
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Classification and Compensation Study 
Chesterfield County, Virginia 
 
Evergreen Solutions was on contract with Chesterfield County to conduct a 
Classification and Compensation Study and Pay Plan Development for Public 
Safety. The study included an examination of the County’s classification and 
compensation system in order to make recommendations for compensation 
policies, practices, and procedures; and develop a Public Safety Pay Plan. 
Evergreen worked with the County to develop a comprehensive plan for 
County employees based upon an objective analysis and thorough evaluation 
of job content and internal equity. Evergreen reviewed current job 
descriptions, salary relationships, classifications, and grade methodology.  
Based on this review and a compression analysis, Evergreen recommended 
pay and classification strategies for the County. Evergreen also identified and 
recommended pay incentives and supplements for employees; and policies 
and procedures to administer the new Public Safety Pay Plan.  
 

 
Compression Analysis 
City of Raleigh, North Carolina 
 
City of Raleigh retained Evergreen Solutions to analyze compression in its fire 
and police pay plans and recommend conversion options for open range pay 
plans.  The study included a comprehensive review of employee placement, 
promotional practices, and systematic inequities.  Evergreen Solutions 
recommended several alternatives for improving current pay differentials and 
managing City pay practices in the future.  
 

 
 

Compensation and Classification Study 
City of Goldsboro, North Carolina 
 
Evergreen Solutions was engaged with the City of Goldsboro to conduct a 
Compensation and Classification Study.  Evergreen’s consultants evaluated 
the current compensation and classification systems for the City; conducted 
a market survey of comparable peer organizations; developed a Final Report 
that outlined the methodology used to conduct the compensation and 
classification study, documented the results of the study, including all market 
research; and developed recommendations for the administration of the new 
or updated compensation and classification systems.   
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Pay and Classification Study  
Buncombe County, North Carolina 
 
Evergreen Solutions was retained by Buncombe County to conduct a Pay and 
Classification Study.  Evergreen Solutions conducted a classification analysis 
using Evergreen Solutions’ Job Assessment Tool job evaluation methodology 
in addition to a statistical assessment of current conditions. Evergreen 
Solutions also analyzed local market and benefits data taken from peer 
organizations to determine the appropriate compensation levels for 
benchmark positions.  Recommendations for adjustments to the 
compensation and classifications plan were made and procedures for the 
continued maintenance of the plans were provided.  
 

 
 

Compensation and Classification Study  
Union County, North Carolina 
 
Evergreen Solutions was retained by Union County to conduct a 
Compensation and Classification Study.  Evergreen Solutions performed the 
following tasks: 

 conducted a comprehensive evaluation of every classification within 
the County to determine relative worth within the organization 
(internal equity), placement in the organizational pay plan and for the 
establishment of pay bands; 

 
 established appropriate benchmarking standards and included 

should be a comparison and analysis of salaries and wages of like or 
similar jobs (external equity) in comparable government and private 
employers in North Carolina, South Carolina and Virginia for which 
the County competed for a labor supply; 
 

 created class/position descriptions that included required 
knowledge, skills and abilities (KSA) for each position class in a 
standardized format. The analysis produced a sampling that 
produced statistical reliability and valid results; 

 
 recommended needed changes to the existing compensation & 

classification plan to alleviate salary compression issues;  
 

 provided a multi-year implementation plan to adjust compensation as 
identified in analysis; 
 

 provided a synopsis prepared for management review, covering the 
salient features of the proposal including overall costs and term of 
work; and  

 provided a procedure manual and training for Human Resources 
employees that enable them to maintain the recommended 
classification and compensation plan. 
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Compensation and Classification Study  
Transylvania County, North Carolina 
 
Evergreen was retained by the Transylvania County to conduct a 
Compensation and Classification Study. Evergreen evaluated the current 
compensation and classification plan and identified the classification of 
existing positions. Evergreen identified appropriate benchmarking standards 
and conducted a total compensation survey with comparable municipalities 
and private sector employers, when applicable. Survey data was provided to 
the County in a usable electronic format for analysis for each position. 
Evergreen conducted a solution analysis and developed strategic positioning 
recommendations. Evergreen reviewed the total compensation system, 
identified potential pay compression and/or inequities (both internally and to 
the market), and provided recommendations.  
 

 
 
Comprehensive Position Classification and Compensation Study 
Gaston County, North Carolina 
 
Evergreen Solutions was engaged with Gaston County to conduct a 
Comprehensive Position Classification and Compensation Study for its 
employees (1,410 full-time, 46 part-time, and 143 temporary).  The primary 
objective of the study was to implement a fair, consistent, competitive, 
equitable, and legally defensible classification and compensation system 
that allowed the County to attract, reward and retain qualified individuals.  To 
accomplish this, Evergreen Solutions’ consultants performed a 
comprehensive review of the County's classification and compensation 
system which included conducting an internal equity analysis of employee 
salaries.   
 
Evergreen Solutions provided recommendations to create a system that not 
only aligned with the State of North Carolina's substantially equivalency 
requirement, but allowed for flexibility so as not to inhibit those departments 
that were not required to have this alignment.   
 

 
 
Classification and Compensation Study and Benefits Survey 
New Hanover County, North Carolina 
 
Evergreen Solutions was retained by New Hanover County and the New 
Hanover Alcohol Beverage Control Board to conduct a Classification and 
Compensation Study for its employees. Evergreen Solutions’ consultants 
conducted an employee classification and compensation study of public and 
private employers who were providing equitable services and, based on that 
study and determined if individualized position/job descriptions were needed, 
and if so, assisted in the development of those descriptions.  Evergreen 
Solutions prepared a comprehensive analysis that identified New Hanover 
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County’s competitive position in the labor market and provided a 
recommendation for total salaries and benefits, including the total 
compensation package of insurance and other benefits (including paid leave), 
and prepared recommendations for compensation policies, including variable 
incentive pay options, to maintain competitiveness, reward employees, and 
ensure equity.  

Select County and ABC Board members were provided the necessary training 
and materials so that an understanding of the methodology and how to 
implement, administer, and maintain the recommended total classification 
and compensation system could be accomplished. 
 

 
 
Salary Equity Study 
Guilford County, North Carolina 
 
Evergreen Solutions was retained by Guilford County to assess pay equity 
based on race and gender for all County employees.  Evergreen’s consultants 
performed a review of approximately 1,500 plus positions for internal salary 
equity. This was accomplished by reviewing the incumbent’s related 
education and experience prior to County employment and related 
experience gained with the County.  Evergreen’s consultants also reviewed 
job descriptions, in conjunction with County Staff, to ensure that content and 
titles were current, accurate and were consistent with FLSA, EEO and ADA 
considerations.  At the conclusion of the study, Evergreen made 
recommendations by individual position/employee for internal salary equity 
pay adjustments and provided an analysis that included a statistical 
treatment of pay placement and progression. 
 

 
 
Compensation, Classification, and Benefits Study 
Haywood County, North Carolina 
 
Evergreen Solutions is retained by Haywood County to conduct a 
Compensation, Classification and Benefits Study.  Evergreen’s consultants 
will review the County’s current pay grades and classification information; 
conduct salary and benefits surveys of the County’s peers; make 
recommendations to update or restructure the County’s pay grades and 
classification system; and provide revised job descriptions for the 
updated/restructured classification system.  Note: This project is nearing 
completion. 
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Classification System and Pay Plan Development Study 
Franklin County, North Carolina 

 
Evergreen Solutions was retained by Franklin County to conduct a 
Classification System and Pay Plan Development Study.  The Evergreen Team 
worked with the County to obtain the current classification system and pay 
plans. After an initial assessment, Evergreen consultants collected data using 
the Job Assessment Tool© and conducted market salary and benefits surveys 
to develop recommendations for strategic positioning, a new job classification, 
and compensation and position evaluation system based on analyses of the 
data gathered. 

 
 
Employee Classification and Compensation Study 
Blount County, Tennessee 
 
Evergreen Solutions was retained by Blount County to conduct an Employee 
Classification and Compensation Study for its workforce.  Evergreen 
conducted focus groups and interviews with employees and employees 
completed a Job Assessment Tool (JAT) that identified work performed. 
Evergreen presented to the Human Resources Director and Mayor any 
resultant classifications recommended in the classification study and 
provided for the maintenance of the new structure, including periodic review, 
reclassification review procedure and promotion guidelines. 
 
For the compensation study, Evergreen identified survey labor market and 
benchmark classes to use for a market analysis; conducted a comprehensive 
compensation search utilizing other similar public sector employers; 
completed internal salary relationship analysis, including the development of 
appropriate internal relationship guidelines;  developed externally 
competitive and internally equitable salary recommendations for each class 
included within the study in order to maintain appropriate competitive 
position in relation to other employers within the region; and assigned a 
salary range to each classification which reflected the results of the market 
survey and the analysis of internal relationships.  Evergreen presented 
survey results to management to make a decision on overall pay philosophy.  
In the end, Evergreen recommended appropriate premium pay options to 
supplement the compensation plan. Examples included options for pay for 
certifications, professional licenses, special skills, temporary “acting” 
assignment at higher level duties, “on-call” and “callout” pay, pay 
alternatives for exempt level workers not normally eligible for overtime, and 
similar pay practices. 
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Compensation Plan Update 
Blount County, Tennessee 
 
Evergreen Solutions was again retained by Blount County in late 2017 to 
conduct a Compensation Plan Update.  Evergreen assessed the current 
conditions of the current pay plan; used County approved targets and 
benchmarks to conduct a salary survey; provided recommendations for 
updates/changes to the pay plan to compete with the labor market at a more 
competitive position (~ 70th percentile); provided recommendations for 
implementing the new pay structure; provided recommendations for 
revisions to pay practices as appropriate; provided recommendations for 
merit pay practice to differentiate salary increases based on employee 
performance; and prepared and delivered a draft and final report.   
 

 
 
Comprehensive Classification and Compensation Study 
Carter County, Tennessee 
 
Evergreen Solutions is retained by the Carter County Government to conduct a 
Comprehensive Classification/Compensation Study.  Evergreen’s consultants 
will work with County management to develop an employment/wage strategy 
consistent with the County’s employment goals.  To accomplish this, 
consultants will being by conduct focus groups and interviews with selected 
employees; review employees completed Job Assessment Tools (JAT).  A labor 
market survey of the County’s peers in the County’s target employment area will 
be conducted to assess the County’s market competitiveness.  Draft and final 
reports will be provided to the County summarizing the study.  Finally, 
Evergreen’s consultants will work with the County’s management to update or 
create accurate job descriptions, as needed. 
 

 
 

Salary and Benefits Study 
City of Bloomington, Indiana 
 
Evergreen Solutions was retained by the City of Bloomington to conduct a 
Salary and Benefits Study.  Evergreen examined the wages and benefits of 
the City’s employees (including transit) as compared to public and private 
sector entities in Indiana and surrounding areas to determine whether the 
City’s wages and benefits were competitive in the market.   
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Classification and Compensation Study Services 
City of Urbana, Illinois 
 
Evergreen Solutions is engaged with the City of Urbana to provide 
Classification and Compensation Study Services.  The City of Urbana seeks to 
achieve the following goals: 1. Maintain a high level of employee satisfaction 
by providing a classification and compensation system that is both fair and 
competitive. 2. Demonstrate fiscal responsibility to the community by 
providing a classification and compensation system that makes the best of 
The City’s financial resources. 3. Ensure a close alignment between pay and 
performance by providing a classification and compensation system that 
rewards merit.   
 

 
 
Employee Compensation and Classification Study 
Mahoning County, Ohio 
 
Evergreen Solutions was retained by Mahoning County to conduct an 
Employee Compensation and Classification Study for all the County’s 1,746 
employees.  Employees participated in focus groups, interviews, and a job 
analysis was conducted to determine the best classifications for the work 
performed.  Pay ranges were further analyzed in the public and private sector 
to determine the appropriate pay levels for all included jobs. Evergreen 
consultant’s also reviewed and updated existing job descriptions and 
determined FLSA designations for each job title/classification.  Evergreen 
designed an implementation strategy for the compensation system with the 
lowest financial impact on the County’s operating budget and with the 
greatest gain to positions that fell outside of a designated range.  In the end, 
recommendations were made to improve the fairness and equity in the 
current system.   

 
 
Compensation Study 
County of Montgomery, Pennsylvania 
 
Evergreen Solutions was retained by the County of Montgomery to conduct a 
Compensation Study.  The study included an examination of the County’s 
compensation plan in order to provide recommendations for compensation 
policies, procedures and practices that provided internal equity and allowed 
the County to be competitive in the marketplace for attracting and retaining 
qualified employees.  Evergreen recommended and identified a market 
position for Montgomery County by administering a comprehensive labor 
market salary survey to select public and private sector peers.  Evergreen 
also conducted a comparative analysis of benefits provided in the market 
that included PTO, health, dental, vision and prescription, including 
percentage of contribution between employee and employer, long term 
disability (LTD), life insurance and pension benefits. 
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Evergreen then recommended appropriate salary ranges (i.e., min, mid, and 
max) for all non-represented classifications.  Evergreen prepared a cost 
analysis for the recommended salary ranges.   
 

 
 
Classification and Compensation Study and Analysis 
Town of Bridgewater, Massachusetts 
 
Evergreen Solutions is retained by the Town of Bridgewater to conduct a 
Classification and Compensation Study and Analysis. The purpose of study is 
to address changes in Town operations and staffing over the past several 
years, which may have affected the type, scope, and level of work being 
performed and to also address Police and Fire compensation that takes into 
account the various benefits. 

The objectives of the study are to: 

 Attract and retain qualified employees;  

 Ensure positions performing similar work with essentially the same 
level of complexity, responsibility, authority, 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 general geographic 
areas. 

Note: This project is nearing completion. 

 
 

Compensation and Pay Classification Plan Study 
City of Foley, Alabama 
 
Evergreen Solutions was retained by the City of Foley to conduct a 
Compensation and Pay Classification Plan Study.  The objectives of the study 
were to conduct and implement a total compensation plan (including 
benefits) structure for the City’s workforce which would provide both internal 
and external equity, establish a classification system that accurately 
describes the duties, knowledge, skills, abilities and minimum qualifications 
required for each job class, determine and implement a program of accurate 
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job descriptions based on job analysis, and develop a maintenance program 
for job descriptions and classification recommendations.      
 
Evergreen conducted a wage and benefit survey among competing 
jurisdictions as well as public and private organizations to determine 
competitive wages in the appropriate labor market(s).  Using the survey 
results, Evergreen assigned each job to a pay grade with a view toward 
achieving proper internal relationships among classes and making salary 
ranges competitive with relevant markets with due consideration of the 
financial condition of the City.  Evergreen provided estimates of the cost to 
install and implement the new pay plan and recommended a methodology 
for implementation.  

 
 
Classification and Compensation Study 
Baldwin County, Alabama 
 
Evergreen Solutions was retained by Baldwin County to conduct a 
Comprehensive Classification and Compensation Study for its 973 employees.  
Evergreen consultants conducted a job analysis, evaluated and revised job 
descriptions, conducted a market salary survey, developed a new pay plan 
based on the market results and job analysis, and prepared and presented a 
final report that recommended a new classification and compensation structure 
for the County.   

 
 

Classification, Pay, and Benefits Study 
Lee County Commission, Alabama 
 
Evergreen Solutions was retained by the Lee County Commission to conduct 
a Classification, Pay and Benefits Study for approximately 436 employees. To 
begin this study, Evergreen Solutions conducted a comprehensive, 
preliminary evaluation of the County’s current pay scale and existing 
classification plan. Evergreen used its unique Job Assessment Tool© (JAT) to 
identify classifications of positions and perform job analyses, including an 
evaluation of supervisory comments. Follow-up interviews were conducted, 
as needed, and classification changes recommended.  

Benchmarks and targets were identified for a market salary and benefits 
survey. Survey data and internal equity (with proper consideration of the 
financial condition of the jurisdiction), was used to determine proper pay 
scale, identify highly competitive positions within the County, and to make 
strategic positioning recommendations. Evergreen Solutions completed the 
study by conducting a solution analysis, developing and administering an 
employee appeals process, developing and submitting final reports, and 
recommendations for compensation administration to ensure that staff could 
conduct audits/adjustments consistent with study methods until the next 
formal study is conducted.   
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Compensation and Benefits Study and Analysis 
City of Dahlonega, Georgia 
 
Evergreen Solutions was engaged with the City of Dahlonega to conduct a 
comprehensive classification, compensation, and benefit study and analysis 
of its workforce.  Evergreen’s consultants evaluated the City's present salary 
and benefit structure as compared to the relevant job market for comparable 
positions in both the private and public sectors. Evergreen reviewed all 
current job descriptions and analyzed the same for knowledge, skills, 
abilities, education and experience relevance and internal consistency, job 
definitions and summaries, distinguishing characteristics, supervision 
received and exercised, conformity with the ADA relative to essential job 
functions and special requirements, including licensing and certifications. 
Evergreen also analyzed all existing job family classifications, pay grades 
and salary ranges, and recommended modifications as necessary as well as 
analyzed all existing FLSA classifications and recommended 
modifications, as necessary.   
 

 
 
Classification and Compensation Study 
City of Douglasville, Georgia 
 
Evergreen Solutions was retained by the City of Douglasville to conduct a 
Classification and Compensation Study and Analysis of its workforce 
consisting of 225 full-time employees in approximately 96 job titles. 

Evergreen performed the following tasks:  
 

 Evaluated the City's present salary structure as compared to the 
relevant job market for comparable positions in both the private and 
public sectors. 
 

 Reviewed all current job descriptions and analyzed same for 
knowledge, skills, abilities, education and experience relevance and 
internal consistency, job definitions and summaries, distinguishing 
characteristics, supervision received and exercised, conformity with 
the ADA relative to essential job functions (including physical 
demands); and special requirements including licensing and 
certifications. 
 

 Reviewed the City's current Position Classification and Wage 
Administration Plans and provided recommendations for 
enhancement and specific guidelines for requests pertaining to the 
following: creating new positions, salary adjustments and 
reclassifications, retroactive pay, compensation for additional duties 
(temporary and permanent assignments) and internal equity 
adjustments. 
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 Analyzed all existing job family classifications, pay grades and salary 
ranges and recommended modifications as necessary.  

 
 Analyzed all existing FLSA classifications and recommended 

modifications as necessary. 
 

 Identified potential pay compression issues and provided alternative 
solutions. 

 
 
Compensation Analysis 
City of Alpharetta, Georgia 
 
Evergreen Solutions was engaged with the City of Alpharetta to conduct a 
competitive compensation analysis. The purpose and intent of the study was 
to compare and contrast the City’s current wage and benefit structure and 
levels with those of key competing employers both public and private. The 
analysis was based upon job descriptions and/or duties performed rather 
than upon job titles in order to ensure accurate comparisons and to consider 
all aspects of the City’s compensation package.  At the time of the study, the 
City of Alpharetta employed 414 full-time and five part-time positions, 
excluding senior management and elected officials, defined across 132 
position descriptions. The base salary ranges for these positions were 
divided among eight pay grades. 
 
The primary goals of this project were to: determine the City’s competitive 
position within the marketplace in terms of its overall compensation 
package; determine the relative value and competitive positioning of each 
compensation/benefit area; and identify any weaknesses within the 
components of the City’s existing compensation package that may negatively 
impact the organization’s ability to attract and retain talented employees.   
 

 
 

Employee Classification and Compensation Study 
City of Savannah, Georgia 
 
Evergreen was engaged with the City of Savannah to conduct an Employee 
Classification and Compensation Study for its workforce of 2,500 employees.  
Evergreen developed a comprehensive job classification system that 
accommodated the City’s need for a flexible, internally and externally 
equitable, defensible, market sensitive and easily administered system for all 
current and future jobs within the City.  Evergreen established career paths 
for occupations, provide clear distinctions in different job levels, established 
performance standards/job qualifications for all newly created job 
classifications, produced job descriptions that were legally defensible and 
are in accordance with ADA and FLSA, assigned classifications to pay ranges 
designed by the City that were labor market appropriate, and trained Human 
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Resource staff so that they could maintain, enhance, and use the 
classification system to identify and consistently apply the system to modify 
an existing position or classification or create a new position or classification 
scheme. 
 
Evergreen further assisted the City in formulating a formal compensation 
philosophy and developing a compensation system for all job classifications 
based upon the adopted compensation philosophy.  Evergreen identified 
comparable benchmark employers to guide the City’s future employee salary 
and benefit decisions in order to facilitate the retention and attraction of high 
performing staff members, while being financially sustainable.  
 

 
 
Comprehensive Classification and Compensation Study  
City of Garden City, Georgia 
 
Evergreen Solutions was retained by the City of Garden City to conduct a 
Comprehensive Classification and Compensation Study for its workforce.  
The primary objectives of the Classification and Compensation Study were to: 
attract and retain qualified workers who would be paid equitable salaries; 
provide fair salaries for all workers of the City; and provide a salary structure 
that enabled the City to maintain a competitive position with other cities and 
companies within the same geographic area.  To accomplish this, Evergreen: 
worked with the City’s management staff to identify a market position for the 
City; developed a comprehensive labor market salary survey for the Chatham 
County area and surrounding municipalities that reflected both cities and 
private industry; analyzed existing internal hierarchy based on job 
relationships, identified problem areas within the internal hierarch system, 
and proposed implementation methods to correct identified problems; 
reviewed current classification grade methodology, and proposed 
recommended strategies for the City of Garden City; and developed a pay 
plan identifying specific parameters (i.e., percent spreads between ranges 
and within ranges).  In the end, Evergreen prepared a cost analysis for 
positions that fell below the proposed minimum salaries following 
reclassification and developed recommendations and an instrument for the 
ongoing internal administration and maintenance of the proposed 
classification/compensation plan. 
 

 
 

Comprehensive Classification and Compensation Study  
City of Tybee Island, Georgia 
 
Evergreen Solutions was retained by the City of Tybee Island to conduct a 
Comprehensive Compensation and Classification Study.  Evergreen’s 
consultants reviewed the City’s current compensation plan (salary grade levels 
and steps) to understand the current challenges of recruiting and retaining 
employees and identified and recommended a consistent and competitive 
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market position that the City could strive to maintain based on a salary survey 
of both private and public sector peer organizations.  In the end, Evergreen 
recommended an appropriate salary range for each position in the City based 
on a review and analysis of the classification plan, the compensation survey 
results, internal relationships, and external and internal equity.  
 
Evergreen prepared a new salary structure based on results of the salary 
survey and best practices and developed 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.   Evergreen further provided 
recommendations for the ongoing internal administration and maintenance of 
the proposed compensation and classification plan.  
 

 
 
Salary and Benefits Survey 
City of Roswell, Georgia 
 
Evergreen Solutions was retained by the City of Roswell to conduct a Salary 
and Benefits Survey.  Evergreen examined wages and benefits of the City’s 
employees as compared to public and private sector entities in Georgia and 
surrounding areas to determine whether the City’s wages and benefits were 
competitive in the market.  
 

 
 
Compensation Study 
City of Statesboro, Georgia 
 
Evergreen Solutions was engaged with the City of Statesboro to review and 
update the City’s Classification and Compensation Plan for its 300 
employees.  The primary goals of this project was to: ensure job descriptions 
accurately reflect work performed; identify career ladders/promotional 
opportunities for each classification; determine the City’s competitive 
position within the marketplace; and identify any weaknesses within the 
components of the City’s existing compensation plan that may negatively 
impact the organization’s ability to attract and retain talented employees. 
Evergreen recommended appropriate salary ranges for existing or proposed 
positions based on the classification study and the compensation survey 
results.   
 

 
 
 
 
 



 

 
 
  

 Evergreen Solutions, LLC Page 2-29 

Classification and Compensation Plan Development 
City of Brookhaven, Georgia 
 
Evergreen Solutions was engaged with the City of Brookhaven to develop a 
Classification and Compensation Plan.  The primary goals of this project was 
to: ensure job descriptions accurately reflect work performed; identify career 
ladders/promotional opportunities for each classification; determine the 
City’s competitive position within the marketplace; determine the relative 
value and competitive positioning of each compensation area; and identify 
any weaknesses within the components of the City’s existing compensation 
plan that may negatively impact the organization’s ability to attract and retain 
talented employees. Evergreen recommended appropriate salary ranges for 
existing or proposed positions based on the classification study and the 
compensation survey results. Evergreen also recommended a performance 
management and evaluation program, including a comprehensive evaluation 
form and rating system for fiscal year 2016 implementation. The evaluation 
plan included a performance based component.  
 

 
 
Compensation and Benefits Study 
Forsyth County, Georgia 
 
Evergreen Solutions was engaged with Forsyth County to conduct a 
Compensation and Benefits Survey for the various departments/offices of the 
County. The objective of the survey was to provide Forsyth County 
Government a competitive position with other comparable government 
entities and private employers within the same geographic area to attract 
and retain qualified employees.  Evergreen’s consultants reviewed the 
current compensation plan and salary grade levels to understand the current 
challenges facing the County in recruiting and retaining employees. 
Evergreen surveyed comparable labor markets competing with the County for 
labor in the greater metro Atlanta labor market and comparable public 
organizations. The survey was designed to capture not only base salary 
information but comprehensive benefits information (inclusive of: deferred 
compensation; leave plans; employer paid medical, dental, vision, disability 
insurance, life insurance) to ensure that the County was competitive with 
other public organizations in the greater metro Atlanta labor market in its 
total compensation package. 
 
In the end, Evergreen prepared a final report of findings with written 
recommendations regarding specific classifications, salary market 
adjustments, and preferred benefit package and recommended any 
necessary salary range changes for the County’s job classifications.   
 

 
 
 



 

 
 
  

 Evergreen Solutions, LLC Page 2-30 

Classification and Compensation Study and Analysis 
Douglas County, Georgia 
 
Evergreen Solutions was engaged with Douglas County to conduct a 
Classification and Compensation Study and Analysis.  Evergreen evaluated the 
County’s present salary structure as compared to the relevant job market for 
comparable positions in both the private and public sectors.  Evergreen 
performed the following tasks:  
 

 reviewed all current job descriptions and analyze same for 
knowledge, skills, abilities, education and experience relevance and 
internal consistency, job definitions & summaries, distinguishing 
characteristics, supervision received and exercised, conformity with 
the ADA relative to essential job functions (including physical 
demands); special requirements including licensing and 
certifications;  
 

 reviewed the County’s current Position Classification and Wage 
Administration Plans and provided recommendations for 
enhancement and specific guidelines for requests pertaining to the 
following: creating new positions, salary adjustments and 
reclassifications, retroactive pay, compensation for additional duties 
(temporary and permanent assignments) and internal equity 
adjustments; 
 

 analyzed all existing job family classifications, pay grades and salary 
ranges and recommend modifications as necessary;  

 
 analyzed all existing FLSA classifications and recommended 

modifications as necessary; 
 

 established appropriate benchmarking standards and conducted 
salary surveys as needed for similar positions with comparable 
Georgia counties as required;  
 

 identified potential pay compression issues and provided alternative 
solutions; and  

 
 develop applicable classification/reclassification questionnaire.  

 

 
 
Classification and Compensation Study 
Lumpkin County, Georgia 
 
Evergreen Solutions was engaged with Lumpkin County to conduct a 
comprehensive classification and compensation study of its workforce which 
assisted the County in updating its current classification plan, revising salary 
administration guidelines, and developing a strategy to increase employees’ 
pay to a competitive level that would align with the results of the study.   
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Evergreen provided recommendations to the overall classification, 
compensation, and performance plan that provided internal equity and would 
be competitive in the marketplace to attract and retain qualified employees.  
Evergreen provided options on ways to keep the pay structure current in 
future years in order to avoid compression and provided the necessary 
training for the implementation of the new salary schedules and plans.  
Evergreen provided the County with multiple pay scales for both part- and 
fulltime employees, including pay scales for employees of the Sheriff’s Office 
and Emergency Services. 

 
 
Compensation Study 
City of Orlando, Florida 
 
Evergreen was retained by the City of Orlando to provide human resources 
consulting services by conducting a compensation study.  Evergreen 
reviewed the City’s compensation system, selected targets and benchmarks 
for market comparison, conducted a market survey, and developed strategic 
positioning recommendations to keep the City’s compensation plan 
competitive. 

 
 
Salary Survey Update 
City of Orlando, Florida 
 
Evergreen was retained again by the City of Orlando to conduct a Salary 
Survey Update for fire positions. Evergreen used the same targets and 
positions used for the original salary survey conducted in 2016 and collected 
the following additional information:  
 

 Do they provide a supplement for paramedic or EMT?  
 Is an EMT a minimum requirement for firefighters?  
 What is their hourly schedule?  
 Do they have a step plan?  
 Do they move a step and the plan min and max each year?  
 What do they do when a fire staff member is maxed out?  

 

 
 
Compensation Consulting 
City of Orlando, Florida 
 
Evergreen was again retained by the City of Orlando to provide compensation 
consulting services.  Evergreen analyzed the current labor market trends in 
the Orlando metro area, including the pay increases being offered by Disney 
between now and 2020; collected information from public entities in the 
Orlando metro area regarding how they were responding to turnover and 
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talent shortages; examined best practices on implementing wage floors to 
address local market changes; proposed several alternatives to the City to 
address local market changes, especially those related to the increase in the 
minimum wage to $15 per hour by some private organizations; worked with 
the City HR staff to model and cost different implementation scenarios; and 
provided a short summary of the analysis and recommendations. 
 

 
 
Job Classification and Compensation Study 
City of Melbourne, Florida 
 
Evergreen Solutions was retained by the City of Melbourne to conduct a Job 
Classification and Compensation Study.  Evergreen reviewed the City’s salary 
and benefit structure and assist in updating information on essential job 
functions, responsibilities, required knowledge, skills and abilities, and 
physical demands of each position.  Evergreen examined all job descriptions 
to include a review of position FLSA designations; essential functions; 
minimum qualifications, license requirements, working conditions, etc.., 
provided recommended updates and/or changes, established criterion for 
the selection of survey participants with City staff members, prepared a 
survey to send to the participants, and prepared recommendations based on 
the results. 
 
Evergreen addressed compression/equity issues between pay grades and 
classifications and established an equitable classification methodology and 
salary ranges to provide for the recruitment and retention of qualified staff as 
well as the equitable relationships of one job to another within the 
organization.  Recommendations were provided to classify/reclassify 
positions as appropriate.  In addition, a recommendation was made for a 
new compensation plan that is fair and equitable in order to attract, 
motivate, and retain a quality workforce. Evergreen provided three (3) 
separate proposed pay plan structures based on salary scales that are 90%, 
100% and 110% of the surveyed labor market. 

 
 
Compensation Study 
City of Hollywood, Florida 
 
The City Hollywood retained Evergreen to conduct a compensation study of 
all non-represented employees (Executive; Managerial; Legal; Technical; and 
Confidential Administrative Support).  A job-task analysis/job audit was 
conducted to determine whether classifications were correctly placed in the 
organizational hierarchy and whether individual job positions were classified 
correctly.  Evergreen reviewed job descriptions using the Job Assessment 
Tool job valuation methodology and conducted a statistical assessment of 
current conditions to ensure compliance with federal and state laws 
including proper designation of classifications as "exempt" vs. "non-exempt".    
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Evergreen conducted a comprehensive survey to ensure that the City of 
Hollywood's compensation plan was equitable and competitive in its total 
compensation package relative to internal factors and external markets (The 
City’s goal was to be in the top 25% in salary).  Evergreen’s consultants 
reviewed existing salaries to determine proper placement within proposed 
classifications, and recommend appropriate "equity adjustments" as needed, 
based upon the results of the salary survey and the recommended pay plan. 
 
Evergreen concluded the study with recommendations designed to alleviate 
any strains on the current compensation and classification system.  
Evergreen further recommended procedures, policies, and methods to 
maintain an on-going Classification & Compensations Plan that was 
performance based, fair and competitive.  In addition, Evergreen’s 
consultants developed policies and procedures for developing and 
maintaining a career track/progression/retention program and reviewed 
existing performance appraisal system in order to make recommendations to 
integrate the performance appraisal system with new Classification & 
Compensation Plan.  Note: At the conclusion of the study Evergreen was 
hired again to conduct a compensation study of all AFSCME employees (i.e., 
Professional and Supervisory employees).   
 

 
 

Compensation, Classification, and Performance Management Study - 
Manatee County, Florida 
 
Evergreen Solutions was hired by Manatee County to assist with a county-wide 
Compensation and Classification Study.  At the time of the study, Manatee 
County was a growing county with a population of over 300,000 located on the 
southwestern coast of FL between Pinellas and Sarasota Counties. An 
appointed County Administrator oversaw 16 departments, with approximately 
2,900 employees within approximately 600 classifications and 58 pay 
ranges/grades. 
 
The study included all employees that serve in capacities for the Board of 
County Commissioners.  As part of the review, orientation sessions, focus 
groups, and interviews were conducted in throughout the county.  All employees 
were asked to complete the Job Assessment Tool (JAT) and job analysis was 
conducted with the results in order to create a classification plan.  A salary 
survey was issued to local and regional employers to assess competitiveness.  
Based on the classification and compensation findings, a new pay plan as well 
as policies and procedures were recommended to the County.  Evergreen 
Solutions helped the County attain their goal of maintaining a sound process 
providing a classification and pay structure that is fair, equitable, and 
systematic with a compensation plan comparable with other governmental 
jurisdictions and the private sector.   In addition, Evergreen reviewed the 
performance management system in place within the County, and provided 
recommendations for improvement. 
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Compensation and Classification Study Services  
Monroe County, Florida 
 
Evergreen was retained by Monroe County to conduct a Compensation and 
Classification Study for 265 non-union employees in 178 classifications as 
well as 124 union employees in 46 classifications who are represented by 
the Teamsters bargaining unit.  Employees participated in focus groups, 
interviews, and a job analysis to determine the best classifications for the 
work performed. Evergreen’s consultants compared the County’s positions to 
other similar positions within other County departments to determine the 
relative value of each position to every other position in the County. 
Comparisons were made with regard to the actual work being performed and 
based on the current job description.  In addition, positions were compared 
to other similar positions in other private and public sector organizations 
throughout the Florida Keys and South Florida. Characteristics such as size 
of the organization, geographic proximity, economic and budget 
characteristics, and other appropriate demographic data were taken into 
consideration when making comparisons. Evergreen’s consultants also 
analyzed pay ranges in the public and private sector to determine the 
appropriate pay and benefit levels for all included jobs.   
 
Recommendations were provided to improve fairness and equity of all jobs 
within the County.  Select County staff were provided the necessary training 
and materials so that an understanding of the methodology and how to 
implement, administer, and maintain the recommended total classification 
and compensation system could be accomplished.   

Note: Evergreen was again retained in 2018 to conduct an update of the 
County’s Classification and Compensation Plan to include fire and rescue. 

 
 

Classification and Compensation Study 
Alachua County, Florida 
 
Evergreen Solutions was engaged with Alachua County to conduct a 
Compensation and Classification Study of jobs under the Board of County 
Commissioners, the Sheriff, Tax Collector, Property Appraiser, Supervisor of 
Elections, and the Library District.  Specifically, the County desired the 
following services to be performed by Evergreen: 
 

 develop and administer a job analysis questionnaire for the purpose 
of having employees state their job duties and qualifications 
including education, experience, licenses and certificates; working 
conditions (physical and environmental) and all other pertinent 
information; 

 
 prepare and present to the Board of County Commissioners a report 

documenting the results of the job analysis by classification and 
recommendations concerning a classification structure and pay 
adjustments; 
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 allocate each employee with regard to the new classification 
structure;   

 
 identify benchmark classifications to be used to determine 

appropriate markets for salary survey purposes, as well as to 
determine the position of the county with regard to salaries for 
comparable jobs in appropriate markets;  

 
 administer a salary survey for the purpose of recommending 

appropriate salaries based on external (market) and internal (equity) 
considerations; 

 
 recommend a salary structure, including the number of pay grades, 

and pay ranges; 
 

 recommend salaries for each classification, as well as recommended 
salaries for each employee;   

 
 provide a classification maintenance plan;  

 
 provide guidelines and procedures for administering the resulting 

classification plan to include the following: Initial placement in the 
salary range and means for movement through the range; and  

 
 train HR and departmental staff on the methodology and 

maintenance of the recommended classification and pay plan.    
 

 
 
Classification and Compensation Study 
Palm Beach County, Florida 
 
Evergreen Solutions was retained by Palm Beach County to conduct a 
Classification and Compensation Study in order to update the current 
classification and compensation structure.  Evergreen performed the 
following tasks: 
 

 conducted a job analysis across the County to ensure job 
descriptions matched the duties performed by the employee;  

 
 provided an analysis of all positions assigning an appropriate 

salary grade to ensure fairness and equityand included 
recommendations for all positions that were found to be above or 
below the assigned salary grade; and  
 

 conducted a market compensation analysis of salaries and wages of 
like or similar jobs of comparable Florida public organizations with 
similar position and organizational characteristics.   
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Classification and Compensation Study 
Pinellas County, Florida 
 
Evergreen Solutions was retained by Pinellas County to conduct a 
comprehensive classification and compensation study that included 
recommendations and suggestions for an implementation and maintenance 
process that effectively provided the County with the resources and expertise 
to further enhance its classification and compensation program.  A 
comprehensive job classification and pay study hadn’t been conducted since 
2004 so the County believed it was important to invest in a study that would 
look at both internal and external equity.  
 
The objective of the study was to have a credible classification and 
compensation plan that: allowed positions performing similar work with 
similar levels of complexity, responsibility, and knowledge, skills and abilities 
to be classified appropriately; identified salaries for assigned duties; outlined 
promotional opportunities and possible compensation growth; identified pay 
differential between individual classifications; and identified relevant labor 
markets. 
 

 
 
Classification and Compensation Study 
Sedgwick County, Kansas 
 
Evergreen Solutions was retained by Sedgwick County to conduct 
classification and compensation study for approximately 2,766 employees.  
Employees participated in focus groups, interviews, and job analysis to 
determine the best classifications for the work performed.  Classifications 
were reviewed, as needed, and FLSA determinations were made.  Evergreen 
consultants reviewed pay policies and practices and pay ranges in the public 
and private sector were analyzed to determine the appropriate pay levels for 
all included jobs.   
 
Recommendations were provided to improve the fairness and equity within 
the County and a plan was provided to address maintenance of implemented 
changes to the County’s classification and compensation system.  In 
addition, Evergreen provided County staff with the necessary training and 
materials so that an understanding of the methodology and how to 
implement, administer, and maintain the recommended total classification 
and compensation system would be accomplished.   
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Classification and Compensation Study and Analysis 
City of Broken Arrow, Oklahoma 

Evergreen Solutions was retained by the City of Broken Arrow to conduct a 
Classification and Compensation Study and Analysis to evaluate the present 
salary structure as compared to the specific job market for comparable 
positions in the public sectors. Evergreen performed the following: reviewed 
all current job classifications, confirmed and recommended changes to 
hierarchical order of jobs using The City’s evaluation system; established 
appropriate benchmarking standards and conducted salary surveys as 
needed for similar positions as required (prefer to assess duplicate 
benchmarks – both municipalities as well as local employers); identified 
potential pay compression issues and provided potential solutions; analyzed 
and recommended changes to the present compensation matrix and/or 
structure to meet the market analysis; and assessed potential impact of 
pending DOL changes.   

 
 

Comprehensive Classification and Compensation Study 
City of Branson, Missouri 
 
The City of Branson hired Evergreen Solutions to conduct a Comprehensive 
Compensation and Classification Study to determine whether the City 
possessed a compensation and classification system that was both equitable 
as compared to the external competitive employment market as well as 
equitable internally. The study included a complete classification analysis 
using the Job Assessment Tool job valuation methodology as well as a 
statistical assessment of internal conditions and an assessment of external 
equity including a salary survey of competing organizations. The report 
culminated with a series of findings and recommendations that were 
designed to alleviate any strains on the system and, if necessary, redesign or 
augment the existing system in place at the City of Branson. 
 

 
 
Compensation Study 
City of Lee’s Summit, Missouri 
 
The City of Lee’s Summit retained Evergreen Solutions to conduct a 
Compensation Study to determine whether the City possessed a 
compensation and classification system that was equitable as compared to 
both the external competitive employment market as well as being internally 
equitable.  The study included a complete classification analysis using the 
Job Assessment Tool and Management Issues Tool job valuation 
methodology as well as a statistical assessment of internal conditions and an 
assessment of external equity including both benefits and salary surveys of 
competing organizations.  
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The report culminated with a series of findings and recommendations that 
were designed to alleviate any strains on the system and, if necessary, 
redesign or augment the existing systems in place at the City of Lee’s Summit. 
Also included in this study was an evaluation of the City’s performance 
evaluation system to include recommendations for improvement, revision of 
evaluation instruments and development of a brief training manual for the 
program. 

 
 
Classification and Compensation Study 
Jackson County, Missouri 
 
Evergreen was retained by Jackson County to conduct a classification and 
compensation study. Evergreen performed a job and analysis to ensure 
employee’s duties and responsibilities were accurate. Evergreen updated job 
descriptions and reviewed the County’s compensation structure, and 
provided recommendations to optimize the attraction and retention of 
employees.  Evergreen prepared a report with findings and 
recommendations.  
 

 
 
Comprehensive Compensation and Classification Study 
Jefferson County, Missouri 
 
Jefferson County retained Evergreen Solutions to conduct a Comprehensive 
Compensation and Classification Study to analyze the County’s market 
competitiveness and internal equity.  Located just 40 miles southwest of the 
City of St. Louis, the County possessed a unique set of challenges being on 
the border of more rural, suburban, and even metropolitan markets. 
Maintaining market competitive compensation and classification plans in 
these environments required special effort. With this in mind, this study 
included a comprehensive classification analysis using the Job Assessment 
Tool job valuation methodology in addition to a statistical assessment of 
current conditions. An assessment of external equity including a salary 
survey of competing organizations was conducted. The project concluded 
with a series of findings and recommendations that were designed to 
alleviate any strains on the system and, if necessary, redesign the existing 
system in place for the County. 
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Classification and Compensation Study 
St. Charles County, Missouri 
 
Evergreen Solutions was engaged with the St. Charles County Government to 
conduct a Classification and Compensation Study.  The primary purpose of 
the study was to assist the County in the evaluation of its overall employee 
compensation and pay structure as compared to the market; to perform a job 
audit and analysis for each full-time position to determine appropriate 
classification; and to update/develop job descriptions in a standardized 
format that is ADA and FLSA compliant.  
 
At the conclusion of the study, Evergreen provided a recommended job 
evaluation plan that will allow the County to evaluate positions every two 
years as well as provided an administration manual with plan maintenance 
procedures and a summary document that could be used to communicate 
the compensation system change to current and future employees.   
 

 
 
 

Classification, Compensation, and Benefits Study 
Ogden City Corporation, Utah 
 
Evergreen Solutions was engaged with Ogden City Corporation to conduct a 
Classification, Compensation and Benefits Study. The goals of this study 
were to ensure that job descriptions accurately reflected actual duties and 
maintained compensation levels that were both internally and externally 
equitable.  

 
Evergreen Solutions worked with Ogden City Corporation throughout four 
project phases that involved: 

 conducting a job analysis, including building a classification plan;  

 documenting a compensation philosophy; 

 reviewing and analyzing the City’s total compensation plan, including 
a market salary and benefits survey; and  

 providing a comprehensive report containing recommendations, an 
implementation approach, and guidelines for maintaining 
classification and compensation policy updates and changes. 
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Pay for Performance Study and Salary Survey 
City of Manitou Springs, Colorado 
 
Evergreen Solutions was retained by the City of Manitou Springs to develop a 
performance-based pay structure and conduct a salary survey. Evergreen 
made recommendations regarding enhancements needed to the City’s 
current performance evaluation system and provided the City with a 
performance evaluation tool.  
 

 
 

Classification and Compensation Study 
Ouray County, Colorado 
 
Evergreen Solutions was engaged with Ouray County to conduct a 
Classification and Compensation study, including wages and benefits, for full-
time and part-time employees of Ouray County. A job analysis was conducted 
using existing job descriptions to determine the best classifications for the 
work performed. Evergreen recommended the deletion of outdated or 
unnecessary jobs descriptions as well as the revision to current positions, if 
needed. In addition, a salary survey was conducted to ensure external 
market equity by comparing Ouray County to other county governments, local 
municipalities and local businesses as appropriate. Recommendations were 
provided to improve the fairness and equity in the current classification and 
compensation system. 
 

 
 
Classification and Compensation Study 
City of Seguin, Texas 
 
Evergreen Solutions was hired to assist the City of Seguin in designing and 
implementing a comprehensive classification and compensation plan for its 
workforce of 330 full-time employees. The scope of the project included two 
major components:  (1) Working with a City management team to revise the 
existing pay plan and structures; and (2) Evaluating current salary structure 
and compensation levels for all regular, classified positions and 
recommending appropriate adjustments.   
 
Specifically, Evergreen’s consultants reviewed the City’s current 
classification/compensation plan; surveyed management and identified 
problem areas regarding the classification and compensation system; 
conducted a salary survey to ensure external equity; reviewed current 
policies and procedures; reviewed salary structure to determine 
appropriateness; and provided technical assistance and training to City staff 
to facilitate the implementation and the maintenance of the recommended 
system and procedures.  
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Comprehensive Compensation and Benefits Study 
City of Sachse, Texas 
 
Evergreen Solutions was hired by the City of Sachse to conduct a 
Comprehensive Compensation and Benefits Study.  The study measured and 
provided an analysis on base salary, pay/step plans, employer-provided 
medical benefits packages and any other incentive-based compensation 
options, including “on call” pay. To ensure the project’s validity and 
applicability, Evergreen conducted a compensation analysis using similar-
sized local municipalities for comparison and recommended comparator 
cities for consideration.  
 
The following study components were compared:  
 

 pay ranges with comparator cities performing the same or similar 
functions;   

 
 actual employee pay with comparator cities performing the same or 

similar functions; 
 

 pay/step plans/special assignment pay with comparator cities 
performing the same or similar functions; and 

 
 city-provided comprehensive employee benefits packages with 

comparator cities performing the same or similar functions. 
 
Evergreen recommended pay structure features that provided opportunities 
for advancement while minimizing salary overlap between levels of 
responsibility. 
 

 
 
Classification and Compensation Study 
City of Pflugerville, Texas 
 
Evergreen Solutions was hired by the City of Pflugerville to conduct a 
Classification and Compensation Study for its workforce of over 300 full- and 
part-time employees. Evergreen analyzed each position within the City by 
conducting interviews and job audits; evaluated employee position 
descriptions and duties; interviewed department heads and managers; and 
assessed classifications within positions (I, II, III, or Lead, Foreman).   
 
Evergreen reviewed current job descriptions, focusing on the purpose, job 
scope, essential duties and responsibilities, education/training 
requirements, physical job requirements, and working conditions, 
determined FLSA status (exempt/non-exempt) for positions under federal 
regulations, and recommended which positions were essential positions in 
the event the City had a temporary closure.  Based on this review, Evergreen 
presented a proposed classification structure to City management and 
incorporated input into the final classification document, including a cost 
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analysis for positions that would require adjustments.   
Evergreen surveyed the cities of Georgetown, Round Rock, Hutto, Cedar 
Park, Leander, San Marcos, and College Station to compare compensation 
and benefit structures in addition to minimum and maximum rates of pay for 
select positions and will soon make recommendations toward appropriate 
ranges for rates of pay for each position identified.  This included a 
minimum, mid-point, and maximum, with 1st and 3rd quartile designations.  A 
Salary Grade Chart was prepared based on these recommendations and was 
presented to management for final approval.   
 

 
 

Comprehensive Compensation and Benefits Study 
City of Rowlett, Texas 
 
Evergreen Solutions was engaged with the City of Rowlett to conduct a 
comprehensive compensation and benefits study. The primary goal of the 
study was to ensure that the City was recognized as an employer of choice 
that provides a viable, cost effective and competitive pay structure. The study 
measured and provided a compensation analysis on (a) base salary, (b) 
pay/step plans, (c) employer-provided medical benefits packages and (d) any 
other incentive-based compensation options, to include “on call” pay.  
Evergreen’s consultants identified any weaknesses within the components of 
the City’s existing compensation package that would negatively impact the 
organization’s ability to attract and retain talented employees. 
 

 
 

Pay Structure Study 
City of Fate, Texas 
 
Evergreen was hired to develop a new pay plan for the City of Fate.  
Evergreen performed the following tasks: reviewed the City’s salary data; 
created a new pay plan for the City; slotted current jobs into the new play plan; 
and verified the internal equity of the new pay plan. 
 

 
 

Job Classification, Salary Survey, Compensation Plan Study Services 
City of Duncanville, Texas 
 
Evergreen Solutions was engaged with the City of Duncanville to provide 
professional Job Classification, Salary Survey, and Compensation Pay Plan 
Study Services that allowed the creation of a comprehensive job 
classification and compensation system and pay plans for employees within 
the City.  Evergreen’s consultants reviewed and analyzed the City’s current 
structure and practices of job classifications and job descriptions including: 
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conducting orientation sessions; providing questionnaires; conducting 
management and employee interviews; reviewing questionnaire responses 
with supervisory and management staff; performing a job analysis; and 
developing and/or revising job descriptions.  
 
Evergreen prepared a customized market survey of salaries of the local and 
area municipalities that included all of the competitive markets where the 
city recruited employees. Evergreen established a system for an ongoing and 
easily understood maintenance of the new, or updated, pay plan that was 
easy for employees to understand and for managers to administer.  The 
recommended pay plan effectively balanced market and internal equity, 
supported the classification system, and promoted an employee’s perception 
of organizational fairness and equity in the City.  
 

 
 

A Classification and Compensation Pay Plan 
City of Amarillo, Texas 
 
Evergreen Solutions was engaged with the City of Amarillo to develop a 
Classification and Compensation Pay Plan for 2,200 employees. Evergreen’s 
consultants: reviewed the City's existing classification/compensation system; 
worked with the City's Human Resources Director and staff to identify a 
market position for the City; gathered necessary information through the use 
of questionnaires, job audits, some personal interviews; discussed and 
determined the appropriate labor market for the compensation survey; 
analyzed existing internal hierarchy based on job relationships and proposed 
implementation methods to correct any identified specific problems; 
developed a pay plan identifying specific parameters; and reviewed and 
assigned all positions to an appropriate pay grade.  
 
In the end, Evergreen recommended implementation strategies including 
calculating the cost of implementing the study and provided the Human 
Resources staff with training to maintain and revise the system, as needed. 
 

 
 
Comprehensive Classification and Compensation Study 
City of Farmers Branch, Texas 
 
Evergreen Solutions was engaged with the City of Farmers Branch to conduct 
a Comprehensive Compensation and Classification Study.  The primary 
objectives of the study were to: review and revise current classification 
system; determine relevant competitive markets; develop a custom 
compensation survey to distribute to peer organizations; propose guidelines 
for an improved or new compensation program and step/grade plan; and 
provide recommendations to keep the current pay structure competitive. 
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Comprehensive Compensation Plan 
City of Padre Island, Texas 
 
Evergreen Solutions is retained by the City of South Padre Island to design 
and implement a comprehensive compensation plan for the City of South 
Padre Island that includes a pay for performance component. The scope of 
this project includes:  
  

 work with an assigned committee to determine specific needs related 
to the City in regards to compensation;  

 
 work with the committee to review and establish benchmark cities to 

be used in determining the City’s “competitive market”; 
 

 conduct a job analysis to establish pay grades/classification groups 
for all City positions; 
 

 review current compensation philosophy, policies and plan and work 
with assigned committee to determine City’s compensation 
philosophy;  

 
 conduct a customized market salary and benefit analysis for all full-

time positions that includes additional pay types (i.e. assignment pay, 
certification pay, education pay, etc.); 

 
 recommend and identify a competitive position within the market (i.e. 

percentile of market); 
 

 recommend pay structures (grades/classification groups and pay 
ranges; 
 

 develop a complete, market-sustainable compensation plan that 
includes a pay for performance structure that rewards those 
employees with high performance; 

 
 coordinate with the City to illustrate initial (single) and/or multi-year 

implementation cost scenarios; 
 

 meet with the assigned committee and prepare and present to City 
Council, as required;  

 
 create and provide administrative policies related detailing the 

complete compensation plan for insertion into the Employee 
Handbook; and  

 
 provide comprehensive training for key City staff members for 

implementation and ongoing maintenance of the approved 
compensation plan.    

 
Note: This project is nearing completion. 
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Employee Compensation Consulting Services 
Fort Bend County, Texas 
 
Evergreen was retained by Fort Bend County to provide employee 
compensation consulting services.  Evergreen conducted the following tasks: 
 

 reviewed current compensation plan including policy groups and 
salary structures; 
 

 conducted Fair Labor Standards Act (FLSA) exempt/non-exempt 
status review of all positions;  

 
 analyzed internal equity and possible compression issues;  

 
 completed salary survey of City and County governments in the State 

of Texas as designated by the County;  
 

 designed and executed a salary survey, analyzed results and made 
recommendations; and  
 

 evaluated and determined each employee’s proper step placement 
on the newly approved salary grade structure. 

 

 
 

Compensation and Classification Study 
Brazoria County, Texas 
 
Evergreen was retained by the Brazoria County to conduct a Compensation 
and Classification Study.  Evergreen developed a compensation program for 
the County, evaluated current pay grades, and developed a classification 
system to facilitate the ongoing compensation analysis. Evergreen assessed 
position titles and identified appropriate employee status in accordance with 
FLSA.  Evergreen also developed multiple alternative recommendations and a 
communication plan. 
 

 
Compensation Study 
City of Carlsbad, New Mexico 
 
Evergreen Solutions was retained by the City of Carlsbad to conduct a 
Compensation Study.  The study included evaluating 50 administrative 
positions and three elected official positions as benchmarks against the 
private and public labor market in the State of New Mexico, and making 
recommendations to improve competitiveness in alignment with the City’s 
strategic goals.  Evergreen’s recommendations improved the City’s 
competitiveness and helped prepare it for future recruitment challenges. 
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Comprehensive Compensation and Classification Study 
City of Santa Fe, New Mexico 
 
Evergreen Solutions was engaged by the City of Santa Fe to conduct a 
comprehensive compensation and classification study for all City 1,326 
employees, including non-bargaining employees and those covered by 
collective bargaining agreements. Evergreen conducted orientations and focus 
groups with general employees, and interviewed department directors and 
other executive managers. Employees completed Job Assessment Tools, and 
supervisors completed Management Issues Tools, as needed. The data 
gathered through this process resulted in JAT scores for each job title, 
placement of each job into an internal hierarchy, and recommendations as 
needed for revisions to the current classification structure.  
 
Evergreen also worked with City Human Resources staff to conduct a 
comprehensive salary survey. The results were combined with the internal 
hierarchy analysis to generate recommendations for a comprehensive 
compensation and classification structure. Evergreen provided detailed 
recommendations for the implementation of a new structure and related 
employee salary adjustments. Evergreen also assisted the City with 
implementation of a revised performance assessment system which include 
training with supervisors and staff, and creating and distributing performance 
appraisal factor weighting forms.      

 
 
Classification Study and Compensation Survey 
City of Page, Arizona 
 
Evergreen Solutions was engaged with the City of Page to conduct a 
Classification Study and a Compensation Survey for all employees.  As part of 
the study, Evergreen conducted orientation sessions, focus groups, and 
interviews.  Employees completed a Job Assessment Tool (JAT) in order to 
analyze job duties and revise the current classification structure.  A salary and 
benefits survey was issued to local and regional employers to assess market 
competitiveness.  Based on the findings from the classification and 
compensation review, a new pay plan as well as policies and procedures were 
recommended to the City.   

 
 
Compensation Study 
City of Flagstaff, Arizona 
 
City of Flagstaff has hired Evergreen Solutions to conduct a Compensation 
Study. Evergreen Solutions’ consultants will: 

 evaluate the current broadband pay plan structure; 

 evaluate the current skill-based pay plan, public safety, and general 
2080 pay plan structures; 
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 conduct a market salary survey of at least five other local government 
and private sector peer organizations; 

 develop a plan for the City’s strategic improvement, including the 
identification of highly competitive positons within the City; and  

 develop recommendations and guidelines for the continued 
administration and maintenance of the compensation system. 

Note: This project is nearing completion. 
 

 
 

Classification and Compensation Study 
City of Prescott, Arizona 
 
The City of Prescott retained Evergreen Solutions to conduct a Classification 
and Compensation Study, including the development of a compensation 
philosophy, to design and implement a comprehensive total compensation 
plan and to classify all positions appropriately within the plan structure. The 
study included a complete classification analysis using the Job Assessment 
Tool job valuation methodology as well as a statistical assessment of internal 
conditions and an assessment of external equity including salary and 
benefits surveys of competing organizations. The final report culminated in a 
series of findings and recommendations that were designed to alleviate any 
strains on the system and, if necessary, redesign or augment the existing 
system in place at the City of Prescott.  Note: This project is nearing 
completion. 

 
 
Compensation Study 
Town of Sahuarita, Arizona 
 
Evergreen Solutions was hired by the Town of Sahuarita to conduct a 
Compensation Study that is in alignment with the Town’s Strategic 
Management Plan.  Evergreen assisted the Town in developing a highly 
competitive pay philosophy to recruit and retain quality professional staff and 
surveyed the market to identify proper pay ranges in the public and private 
sector for similar classifications. 

 
 
Classification and Compensation and Equal Pay Study 
City of Albany, Oregon 
 
Evergreen Solutions was retained by the City of Albany to conduct a 
Classification and Compensation and Equal Pay Study.  Evergreen’s 
consultants reviewed current job descriptions and compensation structures 
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to determine the need for modifications to assure external competiveness 
and internal equity by performing the following tasks:  
 

 reviewed current job descriptions to analyze knowledge, ability, 
education, experience, relevance, and hierarchical consistency; 

 
 developed, distributed, and analyzed job specific questionnaires, as 

needed, and conducted in-person interviews of select staff to 
complete analysis; 

 proposed, where appropriate, broad-banding of classifications, or 
combining classifications into a series, if beneficial to achieve 
alignment of similar positions; 

 recommended additions, deletions, or modifications to existing 
classifications and made FLSA determinations (exempt or non-
exempt status) for positions;  

 surveyed comparator jurisdictions for both wages and total 
compensation; 

 analyzed results and developed appropriate pay structures for City 
taking into account compression and internal equity; 

 conducted equal pay analyses of recommended pay structures 
that complied with House Bill (HB) 2005 and its implementing 
administrative rules; and 

 trained City HR staff on the methodology used to assess job 
classifications in order to maintain internal equity when adding, 
deleting, or modifying jobs in the future.   

 
 
Compensation and Classification Study and Equal Pay Analysis 
Columbia County, Oregon 
 
Evergreen Solutions was retained by Columbia County to conduct a 
Compensation and Classification Study.  Evergreen Solutions worked with the 
Compensation Study Committee (CoSC) to develop a compensation system 
for the County, evaluated current pay grades, conducted an equal pay 
analysis in compliance with the Oregon Equal Pay Law, and developed a 
classification system to facilitate the continued administration of the 
compensation analysis. Evergreen’s consultants assessed position titles and 
identified appropriate employee status in accordance with FLSA. Evergreen’s 
consultants will then developed multiple alternative recommendations and a 
communication plan. Finally, Evergreen reviewed and developed different 
policies procedures and proposed different recommendations. 
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Total Compensation Study 
Spokane County, Washington 
 
Evergreen Solutions was retained by Spokane County to conduct a Total 
Compensation Study.  Evergreen reviewed total Compensation 
(compensation and benefits) for 1,950 regular, full-time employees in 225 
positions and recommended possible wage adjustments that align with the 
County’s compensation philosophy. Additionally, Evergreen compared the 
County’s benefits package with those offered in the same local market 
identified in the pay analysis.   
 

 
Classification Study 
Spokane County, Washington 
 
Evergreen Solutions again retained again by Spokane County to conduct a 
Classification Study.  Evergreen will conduct a job analysis to determine 
internal equity and will provide recommendations regarding the appropriate 
classification structure.  Evergreen will review and revise job descriptions 
and make FLSA determinations. 
 

 
 
Classification and Compensation Study 
City of Ridgefield, Washington 
 
Evergreen Solutions is engaged with the City of Ridgefield to conduct a 
Classification and Compensation Study.  The City desires to maintain an 
internally and externally equitable, yet market competitive, classification and 
compensation plan. The City strives to competitively recruit and retain 
employees who will provide the best service to the community. The City has 
not conducted an in-depth review of the classification and compensation 
structure since 2015-16 and since that time has grown from 37 to 52 FTE’s, 
including seven (7) new classifications. 
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3.0 Work Plan 
 
 
In this section we provide our approach to conducting the Compensation Study for the Town of 
Kiawah Island, a detailed work plan─ identifying the tasks, activities, and milestones necessary to 
accomplish the deliverables included in the scope of work of the Request for Proposal (RFP)─and a 
proposed timeline for completing the study. 

 
3.1 
Approach and 
Methodology 

Evergreen Solutions is uniquely qualified to conduct a Compensation Study for 
the Town of Kiawah Island as our team includes recognized experts in local 
government human resources management and understands that there is not 
a “one size fits all” solution to compensation management. Our approach is 
built on working collaboratively with all parties to make sound, 
implementation-focused recommendations.  

Specifically, we have developed a methodology that: 

 focuses on market competitiveness; 

 is based on the organization’s compensation philosophy; 

 recognizes that compensation is comprised of more than just base 
pay levels; 

 reflects changes in recent compensation strategies; 

 designs custom solutions that take into account the diversity of needs 
present in the organization and allows you to select the components 
and options that best meet your overall needs; and 

 produces a structure that improves the organization’s ability to recruit, 
reward, motivate, and retain talent in a competitive environment that 
includes both public and private sector employers.   

We will work closely with the Town’s designated Project Manager, Mayor, and 
the Human Resources Department throughout the process to ensure 
constant communication of issues, concerns, and potential outcomes.  Our 
consultants work closely with your staff to gain a solid understanding of your 
current operational realities, challenges, and desired outcomes.  Moreover, 
Evergreen Solutions will work with you to balance your need to meet your 
performance goals while carefully managing the organization’s resources. 

Compensation management has undergone significant transformation in the 
private sector and over time public sector organizations have mirrored these 
changes.  While compensation once centered on the separate administration 
of base pay and core benefits, a shift has occurred that has transformed 
compensation management.  
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Progressive organizations now recognize that to effectively recruit, reward, 
motivate, and retain employees, compensation management requires 
strategic thinking and planning.  Compensation management must support 
an organization’s overall strategic direction. To accomplish this, effective 
organizations design a compensation philosophy that details where an 
organization wants to be in relation to the market in key areas. These key 
areas include cash compensation, benefits, and work/life balance. 
Compensation is thus a reflection of the organization’s philosophy. 

Evergreen realizes that we will need to tailor our approach to fit the 
operating, fiscal, and competitive needs of the organization. 
Recommendations must always reflect competitive needs while supporting 
the organization’s overall mission.  

Listed below is an overview of the typically recommended approach that 
Evergreen takes when conducting a study of this nature.   

Kick Off Meeting 
 

Evergreen begins each engagement by meeting with our client’s leadership 
team.  Frequently, this initial meeting will accomplish several goals, 
including: 

 finalizing the project work plan; 
 identifying milestone and deliverable dates; 
 gaining insight into the management structure and approach; 
 collecting compensation and benefits data; 
 identifying additional data needs; and  
 developing preliminary schedules for subsequent tasks. 

At this time, we will also request a copy of the employee database that 
reflects current compensation and classification data. 

Communication 
Plan 

 

Communication is a critical component of any Compensation Study.  
Communicating with employees directly and early in the process builds 
support for the process and the accompanying outcomes.  As part of our 
communication plan, we meet first with key project staff to fully understand 
the nature and scope of the project. Regular updates are provided to the 
client’s Project Manager and can be posted on the client’s intranet site, if 
available and desired. Additionally, the communication plan for the 
distribution of the end product, particularly how the results will be distributed 
to employees, is also critical. 

Developing the 
Compensation 

Philosophy 

An organization’s compensation philosophy is designed to support the overall 
business strategy. It can take many forms, but ultimately the compensation 
philosophy selected will guide the structure of the overall compensation 
system. Evergreen will meet with the client’s leadership team to ascertain 
the organization’s overall business strategy and document the various 
alternatives that are available to support that strategy. Based on the client’s 
needs, Evergreen will provide the client with a comprehensive compensation 
philosophy to guide subsequent decisions. Typically, a consultant can 
facilitate the process and make recommendations for the compensation 
philosophy, but the decision will ultimately rest with the organization itself. It 
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is imperative for the client to agree upon a compensation philosophy prior to 
establishing the remaining components of the compensation system. 

Compensation 
 

Our approach to pay plan analysis is based on the belief that compensation 
should be organization-specific, fair, equitable, and directly tied to strategic 
goals. To ensure that all these criteria are met, we will conduct an extensive 
analysis on the relevant labor market, the internal structure and inter-
relatedness of jobs within the organization, and the relative worth of jobs 
within the organization vis-à-vis the compensation philosophy.   

Market and 
Benefits Survey 

A key component of assessing compensation is to consider market position, 
which is sometimes referred to as external equity or competitiveness. 
Evergreen’s consultants wait until well into the classification analysis to 
design the market survey to ensure that jobs are understood, anomalies in 
classification characteristics are documented, and sufficient input has been 
received. The market survey will obtain standard range information related to 
minimum, midpoint, and maximum salaries. Data collection will focus on the 
public sector, but will include information from the private sector where 
applicable.  Further, we will look to include any employers to whom the 
organization has recently lost employees. 

In addition, a benefits survey will also be administered in tandem with the 
market survey.  Special consideration can be given to select highly 
competitive, market-driven positions if necessary. 

Benchmarks 
 

One of the most important components of the external assessment is in the 
selection and utilization of benchmark positions for the labor market survey 
of salary. We will work with the client to identify the appropriate number of 
benchmark positions to best suit the client’s needs in the labor market 
survey.  Based on our experience, we have found that it is simply not 
practical to survey all positions within the organizationthe resulting surveys 
become too cumbersome for labor market peers to complete, and the 
response rate on the whole suffers. We ensure, through multiple checks and 
balances, that the benchmark positions chosen will represent a broad 
spectrum of positions across the organization, from all job families, pay 
levels, and functional areas. 

Targets 
 

To conduct an external labor market assessment we work with the client to 
identify the most appropriate targets to survey. Evergreen selects peer 
organizations based on the local labor competition, regional markets, and 
class-specific markets. Peer organizations should be those organizations that 
compete with the client for labor in at least one job family.  An appropriate 
mix of peers in the public and private sectors will be included in the survey, 
and if necessary, augmented with published secondary data sources. 

An important factor of our methodology is that the client has the final 
approval of all aspects of the study.  We will not proceed with the analysis 
unless the client is completely comfortable with the survey targets chosen. 
Often, there are different factors impacting an organization, such as 
proximity to a major metropolitan area, technology corridor, or specific 
market (i.e., military base), that have a direct effect on its ability to recruit 
and retain employees in specific positions.  These factors have to be taken 
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into account when selecting survey targets.  Once the targets are selected 
and approved, the survey instrument is developed and sent to the client for 
final approval. Subsequent to client approval, the survey is then distributed 
to the targets in both paper and electronic formats.  

Evergreen uses a four-fold method of communicating with respondents.  Our 
staff notifies the target group that the survey is being sent or made available, 
confirms receipt, and encourages participation. Once the data are received, 
they are cleaned, validated, and summarized.  A separate report is issued 
that shows the results of the salary survey. 

Unifying the 
Solution 

After determining the appropriate division of work and market position, the 
compensation structure can be created.  There is not a single, perfect 
solution for every client partner.  The nuances and unique characteristics of 
each client necessitate a customized solution to best meet the organization’s 
needs.   
 
The Evergreen Team has considerable experience in developing multiple 
solutions and working with client partners to determine the one that best 
meets their needs. Our analytical team uses a variety of tools to produce 
various potential solutions: regression analysis, market thresholds, and other 
human resource models. Several major options are presented to the client’s 
team before the implementation plan is created. 

It is at this stage in the process that we typically meet with the client to 
identify the direction of the final solution.  We will present to the client a draft 
report for review and comment.  We typically ask the client to examine the 
draft solution objectively and provide insights and recommendations on the 
direction of the report.  When this process is completed, Evergreen’s 
consultants will proceed with the final solution.  The solution also contains 
information regarding fiscal impact and implementation. 

Compensation 
Administration 

Guidelines 

In order for clients to maintain the recommended compensation system, 
Evergreen develops compensation administration guidelines for use by the 
client after completion of the study. The guidelines will include 
recommendations on installation and continuing administration of the 
system.  The team first conducts a review of current practices and 
procedures then assesses their effectiveness, compliance with legal 
guidelines, and applicability to the recommended system.  

Once this review and assessment are complete, revisions to the current 
practices and/or new guidelines can be recommended, as needed. At a 
minimum, the recommendations will address areas such as: 

 how employees will move through the pay structure/system as a 
result of transfers, promotions, or demotions; 

 how to pay employees whose base pay has reached the maximum of 
their pay range or value of their position; 

 the proper mix of pay; 
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 how often to adjust pay scales and survey the market; 

 timing of implementation; and  

 how to keep the system fair and competitive over time. 

System 
Maintenance 

Our goal is to produce recommendations that are effective and that can be 
maintained by our clients.  We are strongly committed to providing 
transparent and replicable solutions. In essence, when we complete our core 
assignment, our goal is that our client’s staff can maintain and update the 
system on their own.  We are readily available to provide assistance, but our 
goal is to give our clients all the tools and training that are needed.  Towards 
this end we will provide the Human Resources Department with all necessary 
tools and training to maintain the system over time. 

  

3.2 
Detailed Work 
Plan 

Evergreen has provided a detailed work plan to conduct a Compensation 
Study for the Town of Kiawah Island in this section.  Evergreen understands 
that the Town has 18 unique positions that will be assessed for this study. 

Our work plan consists of the following nine tasks: 

Task 1: Project Initiation 
Task 2: Evaluate the Current System 
Task 3: Identify List of Market Survey Benchmarks and Approved List of 

Targets 
Task 4: Conduct a Market Salary Survey and Provide External 

Assessment Summary 
Task 5: Conduct a Benefits Survey 
Task 6: Develop Strategic Positioning Recommendations 
Task 7: Conduct Solution Analysis 
Task 8: Develop and Submit Draft and Final Reports  
Task 9: Develop Recommendations for Compensation Administration 

  

Task 1.0 
Project Initiation  
 

TASK GOALS 

 Finalize the project plan with the Town of Kiawah Island (Town). 

 Gather all pertinent data. 

 Finalize any remaining contractual negotiations. 

 Establish an agreeable final time line for overall process, milestones, 
and deliverables. 

TASK ACTIVITIES 

1.1 Discuss with the Town’s Project Manager the following objectives: 

 understand the objectives for this project, mission and current 
compensation philosophy (if any); 
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 review our proposed methodology, approach, and project work plan 
to identify any necessary revisions;  

 reach agreement on a process and timeline for the project 
including all assignments and project milestones/deliverables, 
beginning and end dates for each phase and additional meetings; 

 establish an agreeable communication schedule.  

1.2 Identify potential challenges and opportunities for the study. Discuss 
the strategic direction of the Town and some of the short- and long-
term priorities. This activity serves as the basis for assessing where 
the Town is going and what type of pay scale will reinforce current and 
future goals. 

1.3 Obtain relevant materials from the Town, including:  

 related background documents; 

 any previous projects, research, evaluations, or other studies that 
may be relevant to this project; 

 organizational charts for the departments and divisions, along with 
related responsibility descriptions; 

 current position and classification descriptions and salary 
schedule(s); benefits information; and 

 personnel policies and procedures. 

1.4 Review and edit the project work plan and submit a schedule for the 
completion of each project task. 

KEY PROJECT MILESTONES 

 Comprehensive project management plan 

 Comprehensive database of Town employees 
  

Task 2.0 
Evaluate the 
Current System  

TASK GOAL 

 Conduct a comprehensive preliminary evaluation of the current 
compensation plan for the Town of Kiawah Island. 

TASK ACTIVITIES 

2.1 Obtain the existing pay structure and compensation philosophy (if any) 
for the Town. Look for potential problems and issues to be resolved.  

2.2 Conduct stakeholder meetings with the Town’s Project Manager, 
Mayor, and Department Heads to identify compensation goals, 
including, compensation, benefits, merit raises, one-time incentives 
balancing merit/productivity with retention of experience employees. 
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2.3 Determine the strengths and weaknesses of the current pay plans for 
the Town and discuss any pay compression issues that need to be 
addressed and resolved.   

2.4 Discuss with the Town’s Project Manager a compensation philosophy 
of where the Town desires to be in the market as it relates to 
employee salaries. 

2.5 Complete an assessment of current conditions that details the pros 
and cons of the current system for the Town as well as highlights areas 
for potential improvement in the final adopted solution. 

KEY PROJECT MILESTONES 

 Review of existing compensation plan(s) 

 Preliminary compensation philosophy 

 Assessment of current conditions 
  

Task 3.0 
Identify List of 
Market Survey 
Benchmarks and 
Approved List of 
Targets 

TASK GOALS 

 Reach an appropriate number and identify the proper benchmark 
positions for the external labor market assessment of salary.   

 Identify and develop a comprehensive list of targets for conducting a 
successful external labor market salary and benefits assessment.   

TASK ACTIVITIES 

3.1 Identify the list of classifications to include in the labor market 
assessment, taking into consideration geographic applicability, 
specific job comparability, and departmental structure. Note: 
Evergreen will use all 18 classifications as benchmarks for the salary 
survey.  

3.2 Review current duties with employee questionnaires to identify and 
review each of the 18 individual job titles. 

3.3 Finalize the list of positions with the Town’s Project Manager. 

3.4 For each employee group review with the Town’s Project Manager 
peer organizations to use as targets for the salary and benefits 
survey. Note: Evergreen will work with the Town’s Project Manager to 
select up to 20 targets for the salary and benefits survey. 

3.5 Develop a preliminary list of organizations for the external labor 
market survey of salary, placing a comparative emphasis on 
characteristics such as: 

 size of the organization; 
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 geographic proximity to the Kiawah Island area;  
 economic and budget characteristics; and 
 other demographic data. 

3.6 Develop a list of survey targets by employee group. Develop a system 
for use of secondary data including potential sources and weighting 
of secondary data, if necessary. 

3.7 Review survey methodology with the Town’s Project Manager and 
refine survey methodology prior to distribution of survey. 

3.8 After approval of survey methodology, develop contact list of peer 
organizations and notify peers of impending survey. 

KEY PROJECT MILESTONES 

 Final list of benchmark positions for the external labor market 
assessment salary survey 

 Initial list of survey peers 

 Survey methodology 

 Final list of survey organizations and contacts 
  

Task 4.0 
Conduct a Market 
Salary Survey and 
Provide External 
Assessment 
Summary  
 

TASK GOALS 

 Conduct the external labor market salary survey. 

 Provide a summary of the market salary survey results to the Town’s 
Project Manager for review. 

TASK ACTIVITIES 

4.1 Prepare a customized, comprehensive external labor market salary 
survey for the Town Project Manager’s approval.  Discuss questions 
and categories for the market survey.  

4.2 Contact the targets for electronic completion of the survey. Provide 
paper copies by fax, if requested. 

4.3 Conduct necessary follow-up through e-mails, faxes, and phone calls. 

4.4 Collect and enter survey results into Evergreen’s electronic data 
analysis tools. 

4.5 Validate all data submitted. 

4.6 Develop summary report of external labor market salary assessment 
results. 
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4.7 Submit summary report of external labor market salary assessment 
results to the Town’s Project Manager. 

KEY PROJECT MILESTONES 

 Market survey instrument 

 Summary report of external labor market salary assessment results 
  

Task 5.0 
Conduct a Benefits 
Survey 

TASK GOALS 

 Conduct an external labor market benefits survey. 

 Provide a summary of the survey results to the Town’s Project 
Manager for review. 

TASK ACTIVITIES 

5.1 Develop a listing of the current benefits provided by the Town’s 
Project Manager. 

5.2 Analyze how the Town divides its benefits between employee and 
employer cost-sharing as compared to its competitors (i.e., health 
insurance premiums).   

5.3 Using the list of Town provided benefits and major benefits offerings 
not provided by the Town develop a list of benefits to include in the 
external labor market survey.   

5.4 Prepare benefits survey to be included with salary survey developed in 
Task 4.0.   

5.5 Conduct a survey of benefits in use by competitive employers, to 
include both private and public employers. 

5.6 Submit benefits survey to the Town’s Project Manager for review. 

5.7 Revise benefits survey. 

5.8 Distribute benefits survey in conjunction with salary survey. 

5.9 Develop summary report of external labor market benefits results. 

5.10 Submit summary report of external labor market benefits results to 
the Town’s Project Manager. 

KEY PROJECT MILESTONES 

 Benefits survey instrument 

 Summary report of external labor market benefits results 



 

 
 
  

 Evergreen Solutions, LLC Page 3-10 

Task 6.0 
Develop Strategic 
Positioning 
Recommendations 
 

TASK GOALS 

 Assess the appropriateness of the existing compensation philosophy. 

 Develop a plan for all employees, providing issue areas and 
preliminary recommendations for strategic improvement. 

TASK ACTIVITIES 

6.1 Identify the accepted compensation philosophy and accompanying 
thresholds. 

6.2 Using the market salary and benefits survey data collected in Tasks 
4.0 and 5.0, and the compensation data reviewed in Task 2.0, 
determine the proper pay scale including number of grades and 
ranges. 

6.3 Identify highly competitive positions within the Town and customize 
recommendations for compensation where required. 

6.4 Produce a pay scale(s) that best meets the needs of the Town from 
an external equity standpoint. 

6.5 Provide recommendations that accomplish the stakeholder meetings’ 
compensation goals in Task 2.0.   

KEY PROJECT MILESTONES 

 Proposed compensation strategic direction, taking into account 
external equity 

 Plan for addressing unique, highly competitive positions 
  

Task 7.0 
Conduct Solution 
Analysis 
 

TASK GOALS 

 Analyze survey results for the benchmark positions in relation to 
internal hierarchy of classifications. 

 Slot classifications in the recommended pay plan(s). 

 Propose several possible options for implementation of the 
revised/new pay system.   

TASK ACTIVITIES 

7.1 Use a market based approach, or other appropriate techniques, to 
properly slot each classification into the proposed pay scale. 

7.2 Place all classifications into pay grades based on Task Activity 7.1.  
Sort alphabetically by job class title, in descending order by range, 
and by old class title and new class specifications. 
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7.3 Propose changes for consideration to the overall pay scale that takes 
into consideration geographic applicability, specific job comparability, 
and departmental structure; as well as the findings from the salary 
analysis. 

7.4 Meet with the Town’s Project Manager to discuss the proposed 
changes to the overall pay scale. 

7.5 Determine the best solution to meet the needs of the Town In the 
short- and long-term. 

7.6 Document the accepted solution. 

KEY PROJECT MILESTONES 

 Initial regression analysis 

 Potential changes 

 Documented final solution 
  

Task 8.0 
Develop and 
Submit Draft and 
Final Reports  

TASK GOALS 

 Develop and submit a draft and final report of the Compensation Study 
to the Town of Kiawah Island. 

 Present the Final Report. 

TASK ACTIVITIES 

8.1 Develop a comprehensive draft report that outlines the results of 
each previous step. The draft report will include an estimate of the 
cost to implement all recommendations.   

8.2 Submit the comprehensive draft report to the Town’s Project 
Manager for review and approval. 

8.3 Make edits and submit necessary copies of the final report.  

8.4 Present the final report. 

8.5 Develop a communication plan for sharing study results with 
employees. 

8.6 Develop implementation database to communicate the process and 
progress of this project to the Town’s Project Manager.  

8.7 Develop a plan for maintaining recommendations over time. 
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KEY PROJECT MILESTONES 

 Draft and final reports 

 Final presentation 

 Communication plan 

 Implementation and maintenance database 
  

Task 9.0 

Develop 
Recommendations 
for Compensation 
Administration  

TASK GOAL 

 Develop recommendations for a maintenance program so 
administration by Town staff may sustain the recommended 
compensation system. 

TASK ACTIVITIES 

9.1 Develop recommendations and guidelines for continued 
administration and maintenance of the compensation system, 
including recommendations and guidelines related to: 

 how employees will move through the pay structure/ system as a 
result of transfers, promotions, or demotions; 

 how to pay employees whose base pay has reached the 
maximum of their pay range or value of their position; 

 the proper mix of pay; 

 how often to adjust pay scales and survey the market; 

 the timing of implementation; and  

 how to keep the system fair and competitive over time. 

9.2 Recommend recruitment/retention strategies, where appropriate. 

9.3 Finalize and present recommendations to the Town’s Project 
Manager for review. 

KEY PROJECT MILESTONES 

 Recommendations for compensation administration 

 Recommendations for recruitment/retention policies 
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3.3 
Proposed 
Timeline 

Evergreen possesses the ability, staff, skills, and tools to conduct the 
Compensation Study for the Town of Kiawah Island in three months of the 
project start date and following signing of the contract. This timeline is based 
on a tentative start date of April 15, 2020, and a completion date of July 15, 
2021.   

Our timeline can be modified in any way to best meet the needs of the Town of 
Kiawah Island. 
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4.0 Pending Legal Actions and W-9 Form 
 
 
There are no pending legal actions against Evergreen Solutions or its employees. 

Attached is a signed W-9 Form. 
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5.0   Cost and Outsourcing Statement 
 
 
Evergreen Solutions, LLC is pleased to present our proposed cost to conduct a Compensation Study 
for the Town of Kiawah Island.  We are committed to providing the highest quality consulting services 
to our client partners for a reasonable price. Our firm is fortunate that our overhead is minimal and 
our expenses are reasonable so we can pass that cost savings on to our clients. 

Our total, not-to-exceed, fixed cost to complete all tasks identified in our detailed work plan in    
Section 3 of our proposal is included on the Submittal Form which is attached along with the other 
forms with our cover letter.  Our cost is all inclusive, and includes travel costs (meals and lodging), 
transportation, fringe benefits, indirect costs (overhead), clerical support, and all other out-of-pocket 
expenses.  Our cost includes two separate onsite visits to Kiawah to perform the requested work.   

Our preferred payment schedule is as follows: 

 33% - upon completion of Tasks 1 – 2 
 33% - upon completion of Tasks 3 – 5 
 34% - upon completion of Tasks 6 – 9  

 
We are willing to negotiate the time, scope, and cost of the basic tasks, or any other options that the 
Town of Kiawah Island wishes to identify.  Evergreen Solutions federal employer identification 
number is 20-1833438.  

 

Note: Evergreen will not be outsourcing any of the work under this contract.  All work will be 
performed by in-house staff located at 2878 Remington Green Circle, Tallahassee, FL 32308. 
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Agenda Item 



 
Request for Ways and Means 
Committee Recommendation 

         
 

 
 
TO:        Ways and Means Chairman and Committee Members 
 
FROM:   Brian Gottshalk, Public Works Manager 
 
SUBJECT:    Request for Recommendation for Installation of New Kiawah Island Sign 
 
DATE:       22 March, 2021 
 
 
BACKGROUND:    
The current Kiawah Island sign just before the main gate has become noticeably weathered and 
continues to be impacted by natural elements. In light of the upgrades to the rest of the parkway, 
Town Staff feels the need to upgrade this sign as well, creating a more welcoming entrance to the 
island for residents and guests. 
 
 ANALYSIS: 
We procured a master design plan from the Community Association for the new sign that maintains 
the look and feel of the new signage that has been implemented throughout the island. This design 
plan was sent out to 4 vendors. Three vendors responded with quotes for the fabrication and 
installation of the new sign. The estimates are as follows: 
 
Southwood: $27,931.00 
 
Lowcountry Signs: $17,467.00 
 
Fast Signs: $15,000.000 
 
I would like to note that Fast Signs explained that this is a “ballpark” estimate and also noted that 
the Western Red Cedar wood that is part of the design plan can be difficult to source. Further, I will 
meet on site with any contractor that is selected to carry out this work to make sure that the scope 
their scope is consistent with our expectations. 
 
 
ACTION REQUESTED: 
Town Staff requests that the Ways and Means Committee recommend to Town Council the approval 
for Fast Signs for the fabrication and installation of a new Kiawah Island entrance sign. 
 
BUDGET & FINANCIAL DATA: 
The estimated cost of $15,000 for this work would be sourced from the General Fund. 



KIAWAH ISLAND COMMUNITY ASSOCIATION    MASTER SIGN PLAN 25

SIGN DESIGNS

Location Plan

Primary Identity Sign

Type A

primary identity

design rationale

The purpose of  these signs are to provide visitor’s with a “sense of  
arrival.” It sets the stage for their Kiawah Island experience and 
conveys the island’s brand.  The use of  large scale timbers reflects 
the previous signage design, yet with a more contemporary look.  
The dimensional metal letters signify the quality and lasting value 
of  Kiawah Island while reflecting the surrounding beauty of  its 
environment.

message criteria

Only the Kiawah Island script logo is to be used on these 
signs.

placement & orientation

These signs are to replace the existing primary identity signs; 
one at the roundabout to guide visitor’s on to the parkway 
and one at the Main Entrance gate.  The sign on the round-
about is to be tangent to the roundabout.  The sign at Main 
Entrance gate is to be perpendicular to roadway.

ElevationElevation



12. DESIGN INTENT DRAWINGS

1'-5 1/4"

1/4"
Reveal

1'-5 1/4"

8'-5" nom.
3"

Concrete base, gray color
with travertine texture finish

11'-6"

18” X 18” western red cedar
timbers, stained gray

Mount to 3000 psi concrete base

10 11/16"

11 1/2"

1/2” thick dimensional metal logo; 
satin finish; pin-mounted on 1 1/2”
standoffs

Finish Grade

© Rodger Motiska Design, LLC

THIS DRAWING REPRESENTS DESIGN INTENT ONLY
CLIENT/PROJECT: PROJECT NO.

DATE: REVISIONS: SCALE:

 

Kiawah Island Community Association
Master Sign Pla n

KI-327

Sign Type A1

7/18/15 As Shown

Construction Details

INSTALLATION :  

 

Fabricator responsible for engineering framing, footings and 
concrete base .

MATERIALS: Sign fabricated from S4S smooth finished Western Red 
Cedar timbers; logo is 1/2” titanium with lightly brushed 
finish, pin-mounted to face with 1 1/2” stainless steel  
standoffs; base is colored textured concrete with stain  
finish.

Sign is installed onto internal steel tubes directly buried 
into poured concrete footers. Footer to have concrete 
pad; top of pad is to be level with finish grade level .



22. DESIGN INTENT DRAWINGS

P11 Stain finish

P6

© Rodger Motiska Design, LLC

THIS DRAWING REPRESENTS DESIGN INTENT ONLY
CLIENT/PROJECT: PROJECT NO.

DATE: REVISIONS: SCALE:

 

Kiawah Island Community Associatio n
Master Sign Plan

KI-327

Sign Type A1

As Shown

WING S

7/18/15

Graphics Detail s
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WAYS AND MEANS 

Agenda Item 



 
NARRATIVE HIGHLIGHTS 

 
EXPENDITURES 
 

 
 The personnel cost shows 9%, or 160K increase compared to FY2021 projections.  This increase is 

attributable to the following items: 
 
1. The budget includes funding for 20 regular, full-time employees compared to 19 employees 

in FY21. It includes a request for a new position -PW Assistant/Groundskeeper ($35K 
annually). It also includes a request for PT help with deer surveys ($4K), social media 
contributor-(2.5K), and an intern for Planning Department-($12K).   

2. The budget assumes 5%, or $65K merit increase (included in Administration Department).   
3. The budget includes 0.9%, or $22K increase in SC Retirement System effective July 1, 2021. 
4. This budget includes estimated 2% increase in Town’s health insurance contributions 

effective January 1, 2022.   
 

 This budget includes continued funding for law enforcement coverage on the Island. There are no 
changes to the contract for the Off-Duty Deputies and 2%, or $10K payroll increase, announced by 
CCSO for deputies contracted with the County on the first shift.  
 

 STR Code Enforcement is budgeted with no change based on the contract with Island Beach 
Services. The negative 3%, or $10K variance related to additional staffing to help with emergency 
ordinance compliance in the current year.  
 

 Utilities and Supplies show an increase of 10%, or $23K and consist of following line items: 
 

1. Utilities general office supplies are budgeted with no change.   
2. Minor Assets show 186%, or $23K increase to account for landscaping equipment, additional 

deer removal equipment and computers upgrades. 
 

  Advertising cost shows 47%, or $4.5k increase when compared to current year projections.  
 
  Communication cost shows an increase of 1%, or 500 when compared to FY2021 projections.  

 
 Waste management is budgeted with no change.  

 
 Insurance cost shows an increase of 15%, or $19K attributable to the estimated increase in 

premiums and  
 

 Professional Services show an increase of 4%, or $5.1K and include the following: 
 

1. $100K for Town Attorney ($90K -contract and $10k for additional services not covered under 
contract) 

2. $10K for the Town Prosecutor 
3. $26K for annual audit  
4. $5K for Misc. 

 
 Consultant cost has decreased by 13%, or $26K. Under the line-item Consultants, funding was 

budgeted for various services including: 
 
1. $16K for miscellaneous legal and consulting services  
2. $16K for deer removal/ processing  
3. $30K for marsh management plan 



4. $70K for website design (carryover from current year) 
5. $6K for stenographers  
6. $13k for structural consultants to be used on Parcel 13 and Senior Living Facility 
7. $13K for documents management  
8. $10K placeholder for work on Beachwalker Drive 

 
 Maintenance cost shows 8%, or $36K increase when compared to FY2021 projections and consists 

of the following: 
1. Software Maintenance shows 1%, or $1.1K increase when compared to current year             

projections. 
2. Building and Vehicle Maintenance shows 17%, or 16K decrease related mostly to installation 

of air purification system in the current year.  
3. Landscaping Maintenance shows 24%, or $51K increase attributable to a request of $50K for 

MC landscaping modifications.   
 

 Travel & Training shows 66%, or approximately $22K increase when compared to current year  
projections.  The increase relates to the assumption live conferences and seminars will resume in 
FY2022. 
 

 Rental cost for the copiers and postage machine shows 10%, or $4k increase due to an upgrade in 
postage machine.  

  
 Tourism & Recreation shows 47%, or approximately $760K increase compared to current year 

projections.  The line item consists of funding for the following items: 
 

Funding Sources:   GF       SATAX    CATAX    LATAX    HTAX               Total  
Arts & Cultural          $115,000                 $140,000 $22,000 $297,000 
an increase of $242K when compared to current year projections.   
Promotional Fund           $459,751       $459,751 
A decrease of $100k when compared to current year projections. 
SATAX Applicants*              $1,046,432                            $1,046,432 
An increase of $316K when compared to current year projections. 
Beach patrol    $100,000   $227,674     $327,674 
No change  
Beach monitoring         $50,000       $50,000 
An increase of $10K when compared to current year projections. 
Wildlife         $123,100             $6,000               $129,100 
An increase of $52K when compared to current year projections. 
KI Conservancy       $50,000       $50,000 
A decrease of $48K when compared to current year projections.  The decrease relates to Ground Water  
study, phase II being conducted in current fiscal year ($49K) 
 
* Total for SATAX applicants does not include funding for deputies and beach patrol as included in other cost categories already. Also, 
assuming same as in FY2019 SATAX  funding for the Town applications.   

 
 Other Cost line item shows 103%, or $168k increase and includes banking and credit card cost, 

printing, catering, community activities and outreach, dues and subscriptions, contingency, and 
miscellaneous expenditures.  The increase is mostly attributable to $100K in contingency.  

 
 The budget reflects requests for the following capital expenditures: 
 

1. $150K- Garage renovations  
2. $80K -2 new vehicles 
3. $100K-placeholder for Beachwalker Dr 

 
 



 The budget includes the following interfund transfers:  
 
1. $118,000 from GF to AC for Arts Council events  
2. $236,538 from LATAX to AC for cultural events and partial salaries   
3. $197,279 from LATAX to Capital Fund for future beach renourishment  
4. $197,279 from LATAX to Capital Fund to an emergency fund   
5. $49,500 from LATAX to GF for 45% of the cost for Beachwalker Dr. improvements 
6. $50,000 from Beverage Tax Fund to Capital Fund for future infrastructure repairs  
7. $22,000 from Hospitality Tax Fund to AC for cultural events  
8. $115,377 from Hospitality Tax Fund to Capital Fund for future infrastructure repairs 
9. $115,377 from Hospitality Tax Fund to Capital to emergency fund 
10. $44,000 from Hospitality Tax Fund to GF for 40% of the cost for Beachwalker Dr. 

improvements  
  
 
 

 
 
 
 

 
 

 



ITEMS TO DISCUSS 
 
 
 
1. New position- Public Works Assistant/Groundskeeper - The request is for full time position to 

oversee MC groundskeeping (reduction in the Greenery contract of $40K) and overflow trash on the 
beach and KI Parkway.  Payroll cost for the employee including benefits and FICA - is $55K and 
one-time initial cost for the vehicle-$50K and landscaping equipment - $10K. 

 
2. Garage Renovation and Car Wash Modifications - The request of estimated $150K is for 

converting/finishing up part of the garage into working space for wildlife department and improve the 
car washing area next to the garage.  

 
3. Municipal Center Landscaping Improvements - The request of $50K is a place holder for 

modifications to the landscaping around MC.  
 
4. Beachwalker Drive Improvements - The budget includes a placeholder of $100K for the safety 

improvements pending the results of Kimley-Horn study.    
 
5. Wildlife Research and Programs - These line items are funded from CATX.  
 

a) Wildlife Research has the total budget of $79K and include following initiatives: 
- Fall Migration Banding-($22K) 
- Marsh Sparrow Banding ($1K) 
- Painted Bunting Banding ($1K) 
- Bobcat GPS project ($13K) 
- Wildlife Toxicology Study ($7K) 

 

b) SGA Study with Clemson collaboration ($50K)- This PhD research project has been developed 
collaboratively with Clemson University’s Wildlife and Fisheries Department and Town 
Biologists.  The study will last 4 years, including 3 years of intensive field work.  The overall 
goal of the project is to better understand the health and future viability of Kiawah’s bobcats 
and other wildlife, quantify the impacts from rodenticides, and develop long-term solutions.   
 

The project has 5 major objectives : 
 

- Monitor SGA rodenticide concentrations in bobcats, and patterns in bobcat behavior 
and survival over the next 3 years on Kiawah and Yawkey Islands. 

- Assess historical patterns in bobcat behavior and demography on Kiawah Island over 
time using existing data. 

- Assess patterns in bobcat diet. 
- Continue monitoring of SGA concentrations in small carnivores other than bobcats 

over the next 3 years on Kiawah Island. 
- Quantify rodent species distribution/density and SGA concentrations on Kiawah 

Island. 
 

The total cost of this study is $965,450.  Significant funding has already been secured from 
Clemson’s Public Service and Agricultural Department (PSA) and Clemson’s Department of 
Pesticide Regulation (DPR) totaling $280,000.  SCDNR has committed $120,000 and 
additional funds will likely come from the pest control industry and other sources.  A Town 
commitment of $200,000 ($50k for 4 years) is essential to the project’s success and would 
make the Town an equal partner in this vital research project. 

 

c) The wildlife programs have a budget of $20K include the following:  
- Dolphin Stewardship Program – Collect data on dolphin behavior at Captains Sams inlet 

and educate beachgoers about proper dolphin viewing etiquette. ($9k) 
 



- Shorebird Stewardship Program – Volunteers educate beachgoers regarding nesting     
and migratory shorebirds.  Provide equipment and T shirts ($1K) 
 

- Bluebird Box Program – Volunteers build, maintain, and monitor more than 200 nesting   
boxes on the island.  Materials and equipment ($1K) 
 

- Placeholder for projects that may come up next year ($9K) 
 

- Fish Studies and Equipment ($4K) 
 

- Pond Management (5K) 
 

- Turtle Patrol ($6K) 
 
6. KI Conservancy - The Town continuously supports Conservancy by funding some of their projects.  

FY22 budget has a request of $50K. 
 
7. Vehicle purchase for Building Department-$40K.  The staff will provide comparison of leasing versus 

purchasing once the information is available.   
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