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INTRODUCTION 

The South Carolina Department of Natural Resources (SCDNR) is a state agency that is 

composed of five (5) divisions: Wildlife and Freshwater Fisheries (WFF), Land and Water 

Conservation (LWC), Marine Resources Division (MRD), Outreach and Support Services (OSS) 

and the Law Enforcement (LED) Division. The agency's mission is to serve as the principal 

advocate for and steward of South Carolina's natural resources. As part of that mission, the 

Law Enforcement division has the primary responsibility of enforcing hunting, fishing and 

boating statutes across the state. 

I have been with the agency since July 2, 1994, and throughout my twenty-two (22) 

years with the agency, I have worked in field operations (Aiken County), hunter and boater 

education as an instructor and a supervisor, and served as the Homeland Security and 

Emergency Management Coordinator. In October of 2016, I was promoted to Captain of Staff 

Operations within our agency's Law Enforcement Division. My management responsibilities 

include oversight of the LE Division's Aviation Unit, Communications Center, Homeland Security 

and Emergency Management Operations and Supply and Receiving. 

PROBLEM STATEMENT 

When acquainting myself with personnel in the Communications Center, I became 

acutely aware of an extremely high turnover rate in this critical section. I was briefed that as 

many as twenty (20) Telecommunication's Operators (TCO's) also known as dispatchers, had 

left their positions within our Communications Center within the last two (2) years. I found this 
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to be very disconcerting and initially thought this to be an exaggeration. However, since my 

taking over this section in January 2016, seven (7) additional dispatchers have left employment. 

With such a significant turnover rate, it is imperative to find out why our dispatchers are leaving 

the job and address that issue(s) to assist in maintaining qualified personnel for as long a period 

of time as possible, not only to sufficiently cover each shift, but the longer a dispatcher is 

employed, the more the knowledge they obtain, thus providing more experienced service to 

the public and the agency. 

CURRENT STATUS AND RESPONSIBILITIES 

As of the submission of this paper, the Communications Center is two (2) dispatchers 

short of a full staff, which consists of sixteen (16) personnel: twelve (12) dispatchers, three (3) 

shift supervisors and one (1) Communications Specialist who supervises the entire 

Communication Center. All personnel are dispersed within three shifts as follows: First Shift 

(0700- 1500 hours), Second Shift (1500 - 2300 hours) and Third Shift (2300 - 0700 hours). 

Three (3) shift supervisors and the communications specialist are the only full time salaried 

employees who receive benefits. The other twelve (12) employees are eligible for forty (40) 

hours a week but are considered part time because they must take a mandatory two (2) week 

furlough annually. They accrue no benefits afforded a permanent employee such as annual 

and sick leave. They have access to medical benefits, as are all other employees if desired, but 

must purchase the benefits through the department. 

Dispatchers are the life line and the immediate communication avenue for two hundred 

forty (240) plus Law Enforcement Conservation Officers (Game Wardens) patrolling all forty-six 
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(46) counties across the state twenty-four (24) hours a day, seven (7) days a week. Additionally, 

communication personnel periodically dispatch for the agency's other four (4) divisions, the SC 

Department of Health and Environmental Control (DHEC) for shell fishing operations and 

conduct NCIC/Criminal History checks for six (6) other local and federal law enforcement 

agencies 

Communication personnel job responsibilities include, but are not limited to, the 

following: maintaining radio contact with patrolling officers, responding to general public 

inquiries by phone, conducting background (NCIC) information checks for officers, manning the 

Litter Busters and Operation Game Thief Hotlines; maintaining SCDNR warrant files; 

maintaining and processing night hunting permits; answering and updating the TIP 411 

software program; documenting hunting and boating incidents; maintaining wanted persons 

information for SC Forestry, and coordinating numerous nuisance wildlife complaints for the 

entire state. By far the most important responsibility of the dispatcher is assisting the Law 

Enforcement Conservation Officer while on patrol. Should an officer become endangered or 

injured during an incident, it is the dispatcher that maintains contact and provides additional 

assistance by dispatching other law enforcement and medical personnel to the scene of the 

incident. 

Additionally, when the public is involved in an incident (hunting, boating or lost), it is the 

dispatcher who keeps the individual on the line gathering as much information as possible until 

assistance arrives on scene. Dispatcher personnel must be extremely responsible and it is not 

for the "faint at heart". All dispatchers complete a three (3) day NCIC course offered by the 
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State Law Enforcement Division (SLED) and also completes on the job training (OJT) with their 

shift supervisor. With such a variety of duties and responsibilities, much time is expended to 

develop competent and confident dispatchers who are able to work independently. 

To provide a little insight into the activity level within the Communications Center, in 

2016, the Center answered 14,661 calls for service. Of those 1,951 were Palmetto Pride calls, 

1,591 were injured animal related and 1,154 were trespassing related. General information 

requests related to hunting seasons and boating and fielding calls related to the other agency 

divisions, made up the majority of the other calls. 

DATA COLLECTION & DATA ANALSIS 

To determine why personnel were leaving, I created two categories of personnel to 

survey: Currently Employed Dispatchers1 and Formerly Employed Dispatchers 2• Both surveys 

included multiple choice and open-ended questions. 

Current TCO Survey 

Of the fourteen (14) survey invitations sent, twelve (12) responded. Attached are the full 

surveys with respondent answers, however, the questions asked were: 

• What is your age? 

• What is your gender? 

• How long have you been employed in the Communications Center? 

• How satisfied are you in the following areas? (see attachment as question is worded 

differently) Categories: Salary, Hours, Work Environment, Benefits and Shift Hours. 

• Are you likely to seek other employment within the next 6 months? 

1 Appendix A, Current TCO Survey Questions 
2 Appendix B, Former TCO Survey Questions 
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• If you answered "somewhat likely or very likely" please explain in the space provided. 

• If you are likely to seek other employment, what changes could be made to have you 

reconsider? Please explain your answer in the space provided. 

• Please provide any additional comments you feel may be pertinent to this survey in the 

space provided. 

A review of the survey answers indicated 75% were either somewhat or very dissatisfied 

with their current salary and 33% were somewhat or very dissatisfied with their current 

benefits. However, 83.34% were either very satisfied or somewhat satisfied with their current 

hours and 75% with their work environment 

When asked if they were likely to seek employment within the next six (6) months, the 

majority of 41.67% said they were unsure, while 25% were likely to do so. For those in the 25%, 

salary was cited as the main reason to seek other employment. When asked if there were 

changes that could be implemented to have them reconsider seeking other employment, salary 

and work environment were the recurrent themes cited. 

Former TCO Survey 

Of the nineteen (19) survey invitations sent, sixteen (16) responded. Attached are the full 

surveys with respondent answers, however, the questions asked were: 

• What is your age? 
• What is your gender? 

• What are your reasons for leaving? Select all that apply. (Personal reasons, Better 
opportunity, salary, Retiring/leaving the workplace, Compensation package, Hours, 
Going back to school, Unhappy with management) 

• What changes could have been made to have you reconsider leaving? 
• Are you currently employed with DNR? If yes, which division? (No longer employed, 

Law Enforcement, Wildlife & Freshwater Fisheries, Marine Resources, Outreach & 
Support Services) 
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A review of the survey answers indicated 93.75% of those surveyed left because of a better 

employment opportunity, followed by 68% who cited a better salary. When asked if any 

changes could have been made to have them reconsider leaving, salary and paid leave were 

cited by respondents the most. In addition, 50% of those who responded are still employed 

with the agency in positions that are fulltime providing a salary with benefits such as annual 

and sick leave. A total of 81.25% of those surveyed worked in the communications center for 

less than 3 years. In the overall comments, salary, mandatory two-week furloughs, work 

environment and the lack of benefits were cited as reasons of concern. 

WHAT TO DO NEXT? 

Having gathered information from these two groups, it became very clear that salary, 

benefits, and work environment were overall themes related to the significant turnover in 

employment. As a manager, I have direct control over the work environment issue and have 

initiated processes to address concerns with training and supervision. However, I have little 

authority as it relates to pay and benefits. The next step was to reach out to other agencies 

across the state and compare salaries, benefits, etc. between SCDNR and other Communication 

Centers. 

This proved to be more difficult than anticipated, with only a handful of agencies 

responding to my requests for information. Ten (10) agencies were queried and of those that 

responded were three (3) state agencies, two (2) county agencies and one (1) city agency. For 

privacy purposes, the agencies cited will be referred to as: State Agency #1, County Agency #2, 

etc. 
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Questions asked in order to compare were as follows: 

• What is the salary and/or hourly rate for current dispatchers? 

• How many dispatchers are employed? 

• Are they full time? Do you provide a career path? 

• What shifts do you have and how many hours per shift? 

• How many counties does one TCO have responsibility over? 

• How many officers do you have employed? 

The following are excerpts from the Communication Center Comparison 3 document (see 

attached} that reflects each agency's response to the questions referenced above. Below is a 

snapshot into the salary/hourly compensation rates. Of those agencies cited below, four (4) 

provide permanent full time positions with a salary and three (3) provide hourly wages with 

benefits. SC DNR utilizes a 2080 hour formula to determine the salaried figure and that is what 

I used for comparison purposes with other hourly agencies. 

AGENCY SALARIED HOURLY # Sworn Officers 
Served 

SC DNR (equates to $20,801) $10.00 240 + 
State Agency #1 $25,627 (equates to $12.32) 972 

State Agency #2 (equates to $24,960) $12.00 388 

State Agency #3 $28,000 (equates to $13.46) No Sworn officers 

County Agency #1 $30,505 (equates to $14.66) 150 

County Agency #2 (equates to $30,160) $14.50 1000 

City Agency #1 $26,936 (equates to $12.95) 85 

3 Appendix C, Communication Center Comparison 
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AGENCY # DISPATCHERS # FULL TIME # HOURLY CAREER PATH 
OFFERRED 

SC DNR 16 3 13 N 
State Agency #1 105 102 3 y 

State Agency #2 15 3 12 N 
State Agency #3 9 6 3 y 

County Agency #1 23 21 2 N 
County Agency #2 136 132 4 y 

City Agency #1 9 9 0 N 

At the very minimum, it is evident that SCDNR is the lowest as far as compensation is 

concerned among the agencies compared. The most closely related agency in regard to 

number of dispatchers, officers served and the mandatory furlough requirement, is State 

Agency #2 and their dispatchers are paid $12.00 per hour compared to SCDNR at $10.00 per 

hour. 

The county agencies and city agency cited above do have 911 responsibilities and State 

Agency #1 has agency specific 911 responsibilities, which would be the most significant 

difference between SCDNR dispatcher responsibilities and the others cited, that may weigh 

heavily in determining a competitive salary. Additionally, all agencies that responded required 

some additional certifications such as EMD, ICS and CPR. However, as referenced earlier, 

SCDNR dispatchers have multiple responsibilities and do in fact answer "emergency" calls as it 

relates to boating and hunting (search and rescue, trespassing, night hunting, etc.) but do not 

require multiple certifications as seen with the other agencies cited. 
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IMPLEMENTATION 

At the very minimum it is apparent that there is a disparity in compensation within 

different cited Communication Centers across the state. At the submission of this paper, I do 

not have a clear resolution to the issue of salary. However, what I do have is a plan to initiate 

discussion with senior staff and human resources to advocate for an increase in the hourly 

wage and/or provide more full time positions within the Communications Center that would 

come with a salary and a benefits package. This will be a large undertaking as I will have to 

obtain "buy in" from key senior staff to initiate the process. That process will begin by 

providing the findings from this project to my chain of command and obtaining permission to 

initiate discussion on the best path forward. 

State Agency #1 provides an excellent career path4 for their dispatchers (see attached) 

that I would like to further investigate and possibly mirror for SC DNR dispatchers. It 

incorporates time in service, acquired certifications and promotional opportunities. 

SUMMARY 

SCDNR Communication Center dispatchers are the unsung heroes within our agency 

that provide an invaluable service to our officers and those outside our agency. They have 

numerous responsibilities and are the life line for officers working in the field, on our 

waterways, off shore and in the air. 

4 Appendix D, State Agency #1 Career Path 
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The reasons behind the extremely high turnover rate have been narrowed down to 

salary and benefits, according to survey results. The next chapter in my research is to obtain 

permission and buy in to further develop a pathway to increase both concerns. This will take 

time and discussion as I have learned in my last fourteen (14) months of management. 

My ultimate goal is to provide the best customer service possible to our clients, those 

who enforce natural resource and boating laws, and those who enjoy our natural resources and 

waterways. In order to provide that, it is imperative we maintain competent, satisfied 

employees. Without command action, the significant turnover rate of communication 

personnel can be expected to continue thereby creating continuous upheaval during daily 

operations. I am hopeful that with determination, hard work and a bit of persuasion, I can 

leave the SCDNR Law Enforcement Division a better place to work for those officers and 

civilians coming into the work force after me. 
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Current TCO Survey Appendix A 

Q1 What is your age? 
Survey Monkey 

Answered 12 Sk1ppecL 0 

18 to 24 

25 to 34 

35 to 44 

45 to 54 

55 to 64 

65 to 74 

75 or older 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% 

Answer Choices Responses 

18 to24 58.33% 7 

25 to 34 33.33% 4 

35 to 44 0.00% 0 

45 to 54 8.33% 

55 to 64 0.00% 0 

65 to 74 0.00% 0 

75 or older 0.00% 0 

Total 12 

1 / 9 



• 

Current TCO Survey 

Answer Choices 

Female 

Male 

Total 

Female 

Male 

0% 10% 

Q2 What is your gender? 
Answered: 12 Skipped: 0 

20% 30% 40% 50% 
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60% 

Responses 

25.00% 

75.00% 

70% 80% 

Appendix A 

Survey Monkey 

90% 100% 

3 

9 

12 



Current TCO Survey 

Answer Choices 

< 1 Year 

1 - 2 Years 

2-3Years 

3-4Years 

4-5 Years 

> 5 Years 

Total 

Q3 How long have you been employed in 
the Communications Center? 

Answered· 12 Skipped: 0 

< 1 Year 

1-2Years 

2 - 3 Years 

3 • 4 Years 

4 • 5 Years 

> 5 Years 

0% 10% 20% 30% 40% 50% 60% 70% 80% 

Responses 

16.67% 

25.00% 

0.00% 

16.67% 

16.67% 

25.00% 
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Survey Monkey 

90% 100% 

2 

3 

0 

2 

2 

3 

12 



Current TCO Survey 

Q4 Please select the best answer for each 
category: 

Salary 

Hours 

Work 
Environment 

Benefits 

Answered: 12 Skipped O 
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Current TCO Survey Appendix A 

Survey Monkey 

• 
Shift Hours 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% 

Very Satisfied • Somewhat Satisfied Neutral/Neither Satisfied or Dissatisfied 

• Somewhat Dissatisfied • Very Dissatisfied 

Very Somewhat Neutral/Neither Satisfied or Somewhat Very Total 
Satisfied Satisfied Dissatisfied Dissatisfied Dissatisfied Respondents 

Salary 0.00% 8.33% 16.67% 33.33% 41.67% 

0 2 4 5 12 

Hours 66.67% 16.67% 16.67% 0.00% 0.00% 

8 2 2 0 0 12 

Work 25.00% 50.00% 16.67% 8.33% 8.33% 

Environment 3 6 2 1 1 12 

Benefits 33.33% 25.00% 8.33% 25.00% 8.33% 

4 3 1 3 1 12 

Shift Hours 50.00% 33.33% 8.33% 8.33% 0.00% 

6 4 1 1 0 12 

5/9 



Current TCO Survey 

QS Are you likely to seek other employment 
within the next 6 months? 

Answered 12 Skipped. 0 

Very Likely 

Somewhat Likely 

Answer Choices 

Very Likely 

Somewhat Likely 

Unsure 

Somewhat Unlikely 

Very Unlikely 

Total 

Unsure 

Somewhat 
Unlikely 

Very Unlikely 

0% 10% 20% 30% 40% 50% 60% 70% 80% 

Responses 

8.33% 

16.67% 

41.67% 

16.67% 

16.67% 
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90% 100% 

2 

5 

2 

2 

12 



Current TCO Survey 

# Responses 

Q6 If you answered "Somewhat Likely or 
Very Likely" please explain in the space 

provided below: 
Answered: 3 Skipped: 9 

Appendix A 

Survey Monkey 

Date 

The income as a TCO barley covers my bills each month. Every job prior to this one, I have had opportunity for growth. 11/18/2016 6:30 PM 

2 

3 

Unlike like at this job, we are capped at $10.00 dollars hourly with no benefits. If I am offered a job in the near future 

that matches my current pay, and has benefits as well as room for growth then I will have to terminate as a TCO. 

PAY IS A LARGE ISSUE WITH WHAT WE HAVE TO DO 

pay 
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Current TCO Survey 

# Responses 

Q7 If you are likely to seek other 
employment, what changes could be made 

to have you reconsider? Please explain 
your answer in the space provided. 

Answered: 7 Skipped: 5 

PEOPLE CAN HAVE MORE RESPECT FOR EACH OTHER. 

Appendix A 

Survey Monkey 

Date 

11/21/2016 2:19 PM 

2 The radio room is in dire need of improvements. First off, the work environment needs to be considered for major 11/18/2016 6:30 PM 

3 

4 

5 

6 

7 

change. Our equipment is out of date, work chairs are ripping, and the office is disgusting even though we tend to keep 

it as clean as possible. The office is incorrectly set up according to SLED regulations; the computers should not be 

faced in front of windows for privacy reason. A major change that needs to be considered is the way that ••••••••••• 

influences the environment in the radio room. His attitude quickly can influence the way everyone is feeling, if he is 

"pissed off' when he comes to work, then he makes sure everyone around him knows that. He does not know the 

difference between his personal and professional boundaries, and as the telecommunications coordinator that is an 

important issue. He tries to become "buddy buddy" with everyone, and then uses things against them. When we have 

an issue with a supervisor it is our right to bring that issue to him, instead of him addressing the issue he ignores it. 

Someone who is your coordinator should be an individual that you feel comfortable going to about problems that need 

to be addressed in the office, but I feel as if he is the complete opposite. Another issue that needs to be considered is 

the process as if new TCO's are trained. Supervisors should be held accountable for training new TCO's, but instead 

this is not happening on certain shifts. When new employees observe their supervisor slack off it sets a bad example 

for how they should work. The training process is something that can quickly be fixed, and will in the long run benefit 

everyone. That also brings up, we are not offered any additional training after we get our NCIC certification, and 

instead we are just required to learn new things on our own when we get to that point. I believe monthly training should 

be considered, because there are some things that we are willing to learn, but our coordinator will not show us. 

Everyone should know how to handle a TRAP message, enter warrants, handle hits etc. 

I believe that the pay would help me reconsider if I was planning on leaving. 

Pay is the number one issue, compared to other agency dispatches in the state we are underpaid. Second would be 

the benefits, such as not receiving sick days, especially when we are living paycheck to paycheck. We just cannot 

afford to miss a day, even if we do become extremely sick or have a medical emergency. 

TREATMENT OF DISPATCHERS 

pay 

The hours are great. Being able to get a increase in pay would help. 
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Current TCO Survey 

# 

2 

3 

4 

5 

6 

7 

8 

Responses 

Q8 Please provide any additional comments 
you feel may be pertinent to this survey in 

the space provided. 
Answered: 8 Skipped: 4 

As the most senior employee in the building I have seen many folks come and go. While most of our employees are 

under the age of 25 their goal is to work long term for department. With that being said the salary rate needs to be 

examined (both classified and temporary) to include the possibility of adding more classified positions. Secondly, we 

must look at how we train our new employees and put processes in place the insure that they succeed and grow 

during their employment with DNR. Finally, supervisors must lead by example and set the standard for other 

employees. 

I have been her for almost 5 years now and have been a supervisor for 2 years. Its a great job but i feel if i would have 

not gotten the raise that came with the supervisor position i would not be here long. I feel that for the job the 

dispatchers do not get paid enough to not have benefits or not have the opportunity to increase there salary over the 

years. To be the lowest paid dispatchers in the state we do a lot for this agency and seems to almost go unrecognized 

by most. 

In addition, we are aware that as TCO we are not full time employees. We are set at a capped hourty rate with no 

benefits, and must take a furlough every year. To decrease the turnover rate in the radio room we need more salary 

positions. It is not fair that we must take two weeks off and not get paid, that one check can be the difference of bills 

getting paid or not. We all around need more structure in the radio room to make it an environment that is enjoyable, 

and workable every week. Lastly, I feel that officers are unaware of our limits as dispatchers for DNR. We cannot at 

the drop of a dime run an individual and get their whole entire life history and report it back to them in the time that 

they expect it. I feel as if we are not respected nearty enough by the entire agency, and when we don't know how to 

do something we are quickly the one that takes the blame. Also, some officers are not fully aware of the importance to 

relay dispatch information when they are on certain calls. It is our job as a dispatcher to do all that we can to ensure 

our officers are safe always, but some don't take us serious enough to inform us when they are on calls. We also are 

expected to copy down every single information during one radio transaction, and some officers don't understand that 

at times we make mistakes, other traffic is coming through, phones are ringing, and we just cannot copy it all at once. I 

think a little more respect can be given for what we do every day as a dispatcher for DNR. 

I believe that everyone should show up on time. The**** shift supervisor has been showing up late a lot and it is not 

just a few minutes late. It's an hour to hours late. All it seems like he is getting is a slap on the wrist for this. I believe 

the Shift Supervisor should be held to a higher standard than regular TCO's. 

Other issues include certain shifts working at minimum capacity(being short one or two people, especially when people 

may want a certain day off, but cannot get it because we do not have enough people to fill a shift). Also, the 

equipment is out-dated, i know that is a whole different issue, but it does make our job a little more difficult. 

pay 

For the most part, I like working here; the atmosphere is almost always good and I enjoy the people I am working with. 

It is frustrating that our ••••shift supervisor is able to come in late on the days he is scheduled to work, and sometimes 

not show up at all, and not give us any notice. Furthermore, when he does come in, he often doesn't do anything. I 

think we could benefit from a raise, if not across the board then at least after a certain amount of time working, so 

there is an incentive to continue working here. 

The •••• shift supervisor doesn't seem to ever get to work on time and be a good example to the new employees. The 

training system isn't really functional with new people. They throw them in with a regular TCO sometimes instead of 

being taught by the supervisors. Also the main Supervisor sometimes shows a poor attitude towards work and makes 

the environment poor, but then there are times that he makes it a great work environment! Also for pay no matter how 

many years you've been here you still make the same as what a new person makes coming in. At any other job 

including fast food they have a tiered raise system where after being there for so many months you get bumped up. I 

think that would make a lot of people happy. 
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Date 

12/2/201612:25 AM 

11/30/2016 9:27 AM 

11/18/2016 6:30 PM 

11/18/2016 7:32 AM 

11/17/2016 3:50 PM 

11/17/20161:25 PM 

11/17/201611:10AM 

11/17/201610:16AM 



Appendix B 

Farmer TCO Survey 

Q1 What is your age? 
Survey Monkey 

Answered: 16 Skipped. 0 

18 to 24 

25 to 34 

35 to 44 

45 to 54 

55to64 . 

65 to 74 

75 or older 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% 

Answer Choices Responses 

18 to 24 37.50% 6 

25 to 34 50.00% 8 

35 to 44 6.25% 

45 to 54 0.00% 0 

55 to 64 6.25% 

65 to 74 0.00% 0 

75 or older 0.00% 0 

Total 16 
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Former TCO Survey 

Answer Choices 

Female 

Male 

Total 

Female 

Male 

0% 10% 

Q2 What is your gender? 
Answered: 16 Skipped. 0 

20% 30% 40% 50% 
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60% 

Responses 

43.75% 

56.25% 

70% 80% 

Appendix B 

Survey Monkey 

90% 100% 

7 

9 

16 



Former TCO Survey 

Personal 
reasons 

Better 
opportunity 

Salary 

Retiring/leavin 
g the workforce 

Compensation 
package 

Hours 

Going back to 
school 

Unhappy w ith 
management 

Compensation 
package 

Answer Choices 

Personal reasons 

Better opportunity 

Salary 

Retiring/leaving the workforce 

Compensation package 

Hours 

Going back to school 

Unhappy with management 

Compensation package 

Total Respondents: 16 

# Other (please specify) 

Q3 What are your reasons for leaving? 
Select all that apply. 

Answered 16 Skipped . 0 

0% 10% 20% 30% 40% 50% 60% 70% 80% 

Responses 

6.25% 

93.75% 

68.75% 

0.00% 

18.75% 

18.75% 

0.00% 

6.25% 

12.50% 

No longer had to work holidays or weekends! 
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90% 100% 

Date 

11/16/201 6 3:32 PM 

15 

11 

0 

3 

3 

0 

2 



Former TCO Survey 

2 

3 

I left to take another position with Dnr that included benefits and a higher salary 

Pay is not competitive for dispatchers or supervisor positions. 
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11/16/2016 10:59 AM 

11/16/2016 9:09 AM 



Former TCO Survey 

# 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

Q4 What changes could have been made to 
have you reconsider leaving? 

Answered: 14 Skipped: 2 

Responses 

I don't think they could they could give me what I needed. 

Higher pay 

The hours including holiday leave and weekends off (similar to a full time state job) 

BETIERPAY. 

Probably none. I am very happy where I am! 

Increase in pay. Annual leave/ sick leave. Holidays/holiday comp. 

None, offered a promotion. 

Higher compensation and benefits 

As a communication supervisor in the radio room the net pay did not change much from a dispatcher due to the 

benefits that were taken out each pay period. A pay increase for the supervisor position would have allowed me to 

reconsider. 

Making permanent positions with partial pay increase, benefits including holidays and vacation time and health care 

opportunities. 

Paid leave, competitive salary, more ability to move up, more direct oversight for management to promote consistency 

and professionalism 

Pay increase. 

I wanted to pursue another route as far as a career. I don't think any changes could have been made, if you want to 

pursue a career with DNR. it is a great place to get started. 

During my 5 years of working with the agency, there was a lot of talk of pay increases from all levels of supervision. It 

never happened for dispatchers. 
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Date 

11/17/2016 12:57 PM 

11/16/2016 7:48 PM 

11/16/2016 4:43 PM 

11/16/2016 3:33 PM 

11/16/2016 3:32 PM 

11/16/201612:50 PM 

11/16/2016 12:25 PM 

11/16/201611:56 AM 

11/16/201611:34AM 

11/16/201610:59AM 

11/16/2016 10:31 AM 

11/16/201610:27 AM 

11/16/2016 9:58 AM 

11/16/2016 9:09 AM 
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Q5 Are you currently employed with DNR? 
Survey Monkey 

Answer Choices 

No longer employed 

Law Enforcement 

No longer 
employed 

Law Enforcement 

Wildlife & 
Freshwater ... 

Marine 
Resources 

Outreach and 
Support ... 

Wildlife & Freshwater Fisheries 

Marine Resources 

Outreach and Support Services 

Total 

0% 10% 

If yes, which division? 
Answered: 16 Skipped 0 

20% 30% 40% 50% 60% 70% 80% 90% 100% 

Responses 

50.00% 8 

37.50% 6 

0.00% 0 

0.00% 0 

12.50% 2 

16 
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< 1 Year 

1 - 2 Years 

2-3Years 

3 - 4 Years 

4-5Years 

> 5 Years 

Answer Choices 

< 1 Year 

1-2Years 

2 - 3 Years 

3-4Years 

4 - 5Years 

> 5 Years 

Total 

Q6 How long were you employed as a 
Telecommunications Operator? 

Answered 16 Skipped: 0 

0% 10% 20% 30% 40% 50% 60% 70% 

Responses 

18.75% 

37.50% 

25.00% 

12.50% 

0.00% 

6.25% 
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80% 90% 100% 

3 

6 

4 

2 

0 

16 
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# 

2 

3 

4 

5 

6 

7 

8 

9 

10 

Responses 

Q7 Please provide any additional comments 
you feel are pertinent to the survey 

Answered: 12 Skipped: 4 

If you bring up base salary for TCO's you will get a crew that would stay longer. The pay now targets college students 

that inevitably will leave . Benefits should be offered to all employees. Pay needs to be adjusted from the bottom to 

the top with a pay band and step increases . The radio room has come a long way from its begingins. The radio room 

the life line of 250 officers and should not be treated as an afterthought when it comes to taking care of the employees 

there. It takes approximately 6 months to become proficient as a TCO, and the constant tum over leaves the radio 

room in a perpetual state of inexperience and that could possibly create a dangerous situation. Hogan TYLER 

I loved working in the radio room, I just needed to be paid more. 

I loved working in the radio room and if the pay was higher I would have stayed until a higher position came open 

within. 

I believe that there needs to be an equal number of men and women working (not a majority of men). I think it would 

also help if a few full time positions were available in attempt at keeping employees for long periods of time. When I 

was working, there was a lack of supervision and control which caused people to overstep boundaries, not pay 

attention to the officers on the radio (causing one person to do more work than the other), use work computers for 

inappropriate searches, and led to people getting bullied. I feel like the supervisor did his job but I think he needs 

more assistance and needs to gain control over certain situations to show that people must abide by the rules and 

listen to him. 

Training needs attention, and stressing to a TCO just how vital is paying attention to details, and also many officers 

told me they considered the TCO to be their "lifeline", should an emergency arise. When I was in training at SCHP 

communications, the policy was to have 1 trainer assigned to a new TCO, and TCO was evaluated after every shift. 

"Horseplay", profanity etc. was also not tolerated. 

Management and supervisors were great. I left because I was finished with school and was looking for higher pay, 

benefits and more consistent hours from week to week. I loved the job and hated having to leave DNR, but I just 

received a better job offer outside of the agency. 

Telecommunication Operators with DNR have typically been college students, or recent graduates with the intention of 

getting their foot in the door. From my perspective, the radio room was a good way to gain LE experience while taking 

classes in order to be eligible to apply for an officer position, or some other division within the department. I feel that 

that is the main cause of having such a high turnover rate. The monthly pay rate, optional benefits, and work hours 

(including furlough) are accommodating to a younger demographic, but in order to attract long term employees I feel 

that a more livable compensation is needed (which includes the termination of a mandatory annual two week leave). In 

conclusion, I feel that the telecommunication position would be better suited as a full time job (not just part time with 

full time hours) with a more livable income. It should not be advertised from within as a stepping stone for a near future 

opportunity, but rather a possible career opportunity to people outside of the law enforcement community. Thank you 

for this opportunity to voice my opinion. I hope it helps. 

If you were to do like highway patrol dispatch and offer some type of benefits. I feel like you would be able to hire 

more permanent people and wouldn't have the turn over rate in which you have. Also feel like you would get older 

adults that would take the job more seriously. 

Morale was often low because the supervisor I was under was almost always late or absent, and when he was there 

he was rarely useful. Myself and other experienced dispatchers were more competent at and spent more time training 

new dispatchers, entering warrants, and actually dispatching. •••••• would occasionally chastise him for these issues 

and he would fix them temporarily, usually for two weeks or less. •••••••• seemed to feel stuck in his position and his 

impotent frustration easily rubbed off on his subordinates. $10/hr is a joke if you want to keep quality dispatchers that 

aren't students that you'll have to re-hire every couple of years. If you want to keep having the radio room be a place 

for officers in waiting it's a fine scheme, but reducing turnover is going to require increased pay and looking to a 

different demographic. 

A lot of people use the radio room as a stepping stone to get into the law enforcement field and there's not really a 

way to keep them there. For everyone else, it's usually a college job. There's little incentive with pay and lack of 

benefits to become a career dispatcher with the Department. Not to forget a mandatory two week furlough every year 

is a deterrent for someone wanting to stay in those positions. 
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Date 

11/18/2016 7:37 AM 

11/17/201612:57 PM 

11/16/2016 7:48 PM 

11/16/20164:43 PM 

11/16/2016 3:32 PM 

11/16/2016 11 :56 AM 

11/16/2016 11 :34 AM 

11/16/201610:59 AM 

11/16/201610:31 AM 

11/16/201610:26AM 



Former TCO Survey 

11 

12 

I feel the Radio Room is a good place to start if you want to work with DNR. My plan was to work there until I got the 

chance to become an officer and I would have stayed but I did not think they would be hiring soon enough and I did 

not want to stay working in the radio room. 

The pay at other agencies is drastically higher. I don't believe that paid leave is feasible for such a small office of 

critical staff, as the office would be consistently short handed, yet 10$ hourly is considerably lower than other 

departments. CPD is hiring in the 30-38000 range, and I've seen this across the board at many agencies. That is 

-5000 more per year than the pay grade for supervisor and ATAC positions at DNR. I would immediately reapply for 

work at DNR if the pay was increased. 
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Apper. 

SOUTH CAROLINA DEPARTMENT OF NATURAL RESOURCES 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $10.00/hr 

QUESTION #2 How many dispatchers are employed? ANSWER: 16 (13 Basic TCOs, 3 Supervisors per shift) 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: No to both 

Mandatory 2 week furlough, no accrued sick or annual leave 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: 3 Shifts at 8 hours each 

0700-1500, 1500-2300, 2300-0700 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: Up to 15 (3-4 Dispatchers per shift & cover all 46 Counties 

QUESTION #6 How many officers do you serve? ANSWER: 252 Sworn 

Field calls for an additional 50+ DNR non sworn personnel 

Field calls for 6 other LE agencies (small activity scale) 



Apper,, 

STATE AGENCY #1 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $26,139 SALARIED (minimum) 

QUESTION #2 How many dispatchers are employed? ANSWER: 105 TCOs assigned to 4 Dispatch Centers around state 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: 102 are Full Time, 3 are Part Time 

ANSWER: Yes Career Path Offered 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: 2 Shifts at 12 hours each 

0600-1800,1800-0600 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: Up to 5 Counties per TCO (depends on staffing) 

QUESTION #6 How many officers do you serve? ANSWER: 972 Sworn over 3 Divisions 

Additional: NCIC Security & Awareness, NCIC, FEMA ICS 100.b, 200.b, 

700.a, 800.b, CAD, Defensive Driving (time frame allotted) 

Medical, Dental, Leave 



Appe, 

STATE AGENCY #2 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $12.00 hourly 

QUESTION #2 How many dispatchers are employed? ANSWER: 15 TCO's 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: 3 are Full Time, 12 are Part Time 

ANSWER: No Career Path Offered 

Mandatory 2 week furlough, no accrued sick or annual leave for 

part time TCOs 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: Mixed shifts comprised of 8 and 12 hours 

0800-2000,0800-1600 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: Statewide 

QUESTION #6 How many officers do you serve? ANSWER: 388Sworn 

Field calls for an additional 172 non sworn personnel 

Additional: NCIC and Crime Stopper Certification 



Appen~ J 

STATE AGENCY #3 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $28,000 SALARIED & $12.32 Hourly 

QUESTION #2 How many dispatchers are employed? ANSWER: 9TCO's 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: 6 are Full Time, 3 are Part Time 

ANSWER: Yes Career Path Offered 

No accrued sick or annual leave for hourly employees 

Hourlys only work 24 hours weekly 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: Mixed shifts throughout week- 7 to 11 hour shifts 

0001-0800, 0800-1600, 1600-0000, 0001-12000, 1200-0000 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: Cover entire state & field calls related to FNF, 

Hazmat, weather, NG, DHEC afterhous, County EM/911 

QUESTION #6 How many officers do you serve? ANSWER: No officers per se - see above answer 

Additional: EMO ISlOO, IS200, IS 300, IS400, CPR 



Apper. 

COUNTY AGENCY #1 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $30,505 starting 

QUESTION #2 How many dispatchers are employed? ANSWER: 26TCO's 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: 21 are Full Time, 2 are Part Time 

ANSWER: No Career Path Offered 

3 are in Supervisory positions 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: 4 shifts at 12 hours pers shift (rotating) 

0600-1800 and 1800-0600 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: 1 

QUESTION #6 How many officers do you serve? ANSWER: 150 Sworn 

100 Sworn Detention Officers 

Additional: E911, NCIC, CPR and EMO certifications required, 



Apper .. 

COUNTY AGENCY #2 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $14.50 Hourly Starting 

QUESTION #2 How many dispatchers are employed? ANSWER: 136TCO's 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: 132 are Full Time, 4 are Part Time 

ANSWER: Yes Career Path Offered 

Advancement from Trainee to Dispatcher and Call Taker 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: 2 Shifts at 12 hours per shift 

0545-1800, 1745-0600 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: 1 

QUESTION #6 How many officers do you serve? ANSWER: 1000 Sworn over 6 LE Agencies 

Consolidated Dispatch 

Additional: Medical, Dental, Retirement, Uniforms 

ETC, EMD, EPD, EFD, NCIC, SCCJA, NIMS 100, 200, 700, 800, 

Amber Alert, National Center for Missing/Exploited Childern 

certifications 



Appek J 

CITY AGENCY #1 

QUESTION #1 What is the salary and/or hourly rate for current dispatchers? ANSWER: $26,936 SALARIED Starting 

QUESTION #2 How many dispatchers are employed? ANSWER: 9 TCO's (with 1 Supervisor) 

QUESTION #3 Are they full time? Do you provide a career path? ANSWER: 9 Full Time 

ANSWER: No Career Path Offered 

QUESTION #4 What shifts do you have and how many hours per shift? ANSWER: 10 hour shifts 

0545-1800, 1745-0600 

QUESTION #5 How many counties does one TCO have responsibility over? ANSWER: 1 (City Jurisdiction) 

QUESTION #6 How many officers do you serve? ANSWER: 86 Sworn and 21 Fire Fighters 

Additional: NCIC, CPR, First Responder, Incident Command, Police 

Dispatcher certifications 

Medical, Dental, Leave, Retirement 



BA30 II 

BA30 II 

BA30 II 

BA30 i 

BA40 II 

BA40 n 

AG30 II 

AG35 II 

State Agency #1 

STATE AGENCY#1 TELECOM ... .JNICATIONS OPERATOR CAREER PATH 

(Effective June 2nd, 2014) 

Appen ...... J 

4 I ri Serve 18 months as TCO I & complete 
Communications Specialist Ill I TCO II (7122) ~ 40 hours of NCIC/SLED/CJICS & TCO/CAD ~ $28,613 - $35,922 

certification classes 

Serve 13 months as TCO 11 & receive 

Communications Specialist Ill II 4 I TCO Ill (7123) II 
certification reaffirmation and work 

11 $31.474 -$37,11s independently on various 
communications equipment 

Serve 4 years from hire date, receive 

Communications Specialist Ill ~ 4 I TCO IV (7124) II 
certification reaffirmation and work 

[I $33,047 - $39,604 independently on various 
communications equipment 

Promotional Process 
Communications Specialist Ill ~ 4 11 ATCS (7125) lsupervises the operation of a TCC and on-call I $36,351 - $41,583 

24 hours/7days a week 

Promotional Process 
Communications Coordinator II 5 11 TCS (7126) I Manages the operation of a TCC and on-call I $39,986 - $45,741 

24 hours/7days a week -Promotional Process 
Communications Coordinator I s I TCM (2870) ~ Directs the overall functions of a TCC I $45,983 - $56,015 

and on-call 24 hours/7 days a week -Instructor/Training Coordinator I ~ 4 ~ 
Instructor I Promotional Process 

11 $36,351 -$41,583 (2236) Training 

Instructor/Training Coordinator I I 5 ~ 
Instructor II Promotional Process 

11 $39,986-$45,741 
(2237) Training 

Office of Human Resources Effective 6/2/14 
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STATE AGENCY #1 TELECOMMUNICATIONS OPERATOR PAY INCREASES 

STEP INCREASES 

25,627 

15°/o 

10°/o 

Base Salary (Telecommunications Operator I) 

Increases to Telecommunications Operator II (Includes 5°/o for CAD certification) 

Increases to Telecommunications Operator III 

5°/o Increases to Telecommunications Operator IV 

STANDARD PROMOTIONAL INCREASES 

10°/o Increases to Assistant Telecommunications Supervisor 

10°/o Increases to Telecommunications Supervisor 

15°/o Increases to Telecommunications Manager 

TRAINING PROMOTIONAL INCREASES 

10°/o Increases to Instructor I 

Effective 6/2/2012 

" 


