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Introduction 

A truck driver delivers local produce to a market. A mother carpools children to the local 

elementary school. An emergency response vehicle responds to the scene of an accident. A 

business man travels to a 10:00 meeting. A high school student returns home from football 

practice. What are the commonalities with these individuals? Each will utilize a network of 

roadways that carries them to and from their chosen destinations. Do they consider how did 

these roadways get here, how are they constructed? Most likely not. However, today, common 

discussions are routinely held to discuss “Why are our roads in such terrible conditions?” 

The South Carolina SCDOT of Transportation (SCDOT) has the responsibility for 

overseeing one of the largest state networks of transportations systems in the country. The 

mission of the South Carolina SCDOT of Transportation is to provide adequate, safe, and 

efficient transportation services for the movement of people and goods in South Carolina, as 

well as provide mass transit services to meet the needs and desires of the public. This places a 

very large responsibility on the Department and is accepted by the many divisions that makes 

up the SCDOT. 

Comprised of many offices, the SCDOT’s primary divisions include engineering, safety, 

construction, traffic, and maintenance. Maintenance encompasses approximately 64% of the 

SCDOT’s personnel with approximately 3,300 employees working in the maintenance units 

throughout the state. The primary responsibility of these maintenance units is simply stated… 

to safely and efficiently maintain the SCDOT’s existing infrastructure. Personnel that make up 
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these maintenance units will vary from engineers with professional licenses to individuals 

without a high school diploma.  

Problem Statement 

Maintaining an infrastructure that is generally taken for granted by the general public, 

requires a trained and skilled workforce.  Maintenance personnel are initially provided with 

training to obtain their Commercial Driver’s License in order to operate CDL vehicles. Combined 

with on-the-job training to operate heavy equipment, maintenance personnel gain training and 

skills that are valued by all municipalities and private companies. The focus of this project will 

be to examine the elements that a maintenance person values. What elements influence a 

decision that leads the individual to seek a career opportunity outside of the SCDOT? 

Ultimately, this project will try to propose opportunities within SCDOT that would retain a 

skilled maintenance employee from potentially seeking a career outside of the SCDOT. 

Specifically, this project will focus on the Highway Maintenance Workers that are 

employed by Lexington Maintenance. These positions are common throughout the state 

maintenance units and are classified into four bands, Highway Maintenance Worker Band 2, 

Band 3, Band 4, and Band 5. Entry level positions begin with the Band 2 and the most senior 

positions are Band 5.  

 

 

 

 



4 | P a g e  
 

Data Collection 

Recently, as of October of 2019, the State Office of Human Resource reclassified several 

positions throughout the state. One of the changes included the reclassification of the Trade 

Specialist (TS) positions to the current positions which are designated as Highway Maintenance 

Workers (HMW). For the purpose of this project, data that has been collected will primarily 

reflect the TS positions. As warranted, notations will be made to correlate the past designation 

(TS) to the current designation (HMW). 

Data collected for the project was obtained from SCDOT’s Human Resource office at 

Headquarters, Human Resource office at District One and Highway Maintenance Management 

System (HMMS). A generated Google “value survey” was offered to all current employees at 

Lexington Maintenance.  

5 Year Position Vacancy Report. This graph (Appendix A) reflects all vacancies within 

Lexington Maintenance from 2015 to 2019. Collected data reflects positions specific to Trade 

Specialist 2 (TS-2), Trade Specialist 3 (TS-3), Trade Specialist 4 (TS-4), and “Other”. “Other” 

includes all additional positions within Lexington Maintenance such as Engineer, Office 

Administration, Permit Technician, Mechanic, Supply Specialist, and Trade Specialist 5. Trade 

Specialist 5 is included in “Other” due to the existence of only two positions, Resident 

Maintenance Foreman and Shop Foreman. These positions will be accounted for in “Other” 

with all data that is reviewed in this project. It should be noted that the data reported for this 

purpose of this project does not reflect vacancies due to promotions. Additionally, this yearly 

data will help to infer if a particular position been effected by a significant event that may have 

occurred during a particular calendar year. 
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Lexington Maintenance Positions. This pie chart (Appendix A) reflects the number of 

positions that are allocated to the TS-2, TS-3, TS-4, and “Other” positions. This data will reflect 

the quantity of positions for each category that, when combined, makes up the 129 Full Time 

Employees for Lexington Maintenance. 

Trade Specialist 2 Employment Duration. This bar chart (Appendix A) reflects the time 

duration in which a TS-2 employee stayed employed with the SCDOT before vacating the 

position.  

Reasons for Trade Specialist 2 Vacancies. This bar graph (Appendix A) reflects the 

reasons, as documented by Human Resource, for the vacancies specific to the Trade Specialist 

positions from 2015 to 2019. Reasons for vacancies include the following: 

• Failure to Maintain Appropriate License/Certifications 

• Job Abandonment 

• Never Returned from Leave 

• Personal 

• Positive Drug/Alcohol Test 

• Probation Period End 

• Refused to take Drug/Alcohol Test 

• Retired 

• Unable to Return to Work 

• Violation of Agency Policies 
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Trade Specialist 2 Percent Vacancy (Yearly). The bar graph (Appendix A) reflects the 

quantity (by percent) of annual vacancies Lexington Maintenance recorded specific to the TS-2 

positions. 

Lexington Maintenance Annual Work Requests. This bar graph (Appendix B) reflects 

the total number of work requests entered for Lexington Maintenance. Data is reported 

annually beginning in 2013 and continues through 2019. 

A “Value Survey” (Appendix C) was generated and provided to all Lexington 

Maintenance employees. The purpose of this survey is to gain collective information pertaining 

to a set of elements and how these elements are valued by maintenance employees.  

“Value Survey Results” (Appendix C) is provided and reflects, anonymously, the 

statistics, opinions, and comments from Lexington Maintenance employees who completed the 

Value Survey.    

Data Analysis 

The data collected for the purpose of this project originated from the Lexington 

Maintenance Vacancy Reports, HMMS, and the generated “Value Survey”. All information was 

gathered with the approval of the SCDOT’s Human Resource office and no confidential 

information was collected. The “Value Survey” was completed anonymously by 81 of the 106 

current employees. At the time the survey was offered, there were 23 vacancies in Lexington 

Maintenance. 
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The “5 Year Position Vacancy Report” (Appendix A) was initially collected in order to 

obtain a bearing as to what position(s) proved to have a higher quantity of vacancies. This 

would indicate where this project would focus efforts for retention. The bar graph depicts all 

annual vacancies increasing by as much as 300% from 2015 to 2017. This increase holds true for 

the TS-2 positions where 2015 reported 6 vacancies and 2017 reported 18 vacancies. The TS-3 

position also increased from 1 vacancy in 2015 to 6 in 2017.  

From the calendar year of 2013 through the calendar year of 2019, Lexington 

Maintenance has seen an increase in work requests. This can data can be found in Appendix B, 

titled “Lexington Maintenance Annual Work Requests”. The October 2015 Flood event was a 

major contributor to the increase in work requests. Today, there are still significant drainage 

work requests that could be linked to the October Flood event being compounded by significant 

rain events seen since 2015. Drainage work requests result in repair of damaged roadways, 

replacement of concrete culvert pipes that vary in sizes up to 60 inches, and regrading of 

roadside ditches in order to keep stormwater from encroaching on to private property. This 

work is physical and demands proper construction knowledge to ensure positive drainage. 

Throughout the time period of 2015 through 2019, vacancies have remained consistent. 

Significantly, the category of the TS-2 positions showed that data collected for these positions 

mimic the same pattern of vacancies as the collected data for all positions. This can infer that 

the TS-2 position will dictate the pattern the “5 Year Position Vacancy Report” displays. The 

findings of this particular data is not surprising as the TS-2 position is an entry level position and 

employees in this category are typically being introduced to maintenance work. New 

employees to maintenance units typically start their career as a TS-2 (now as a HMW-2), and 
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often realize the work is physically demanding and some will second guess their career 

decision. 

  The greatest percentage of vacancies occurred in 2017 at 20.9%. 2019 reported the 

second highest vacancy percentage of 20.2%. These percentages represent all vacated 

positions. Considering specifically the TS-2 positions, the number of vacancies increased 

dramatically from 2016 where 6 of the 9 vacancies were TS-2 (Appendix A, Position Vacancy 

2016) as compared to 2019 were 19 of the 26 vacancies were TS-2 (Appendix A, Position 

Vacancy 2019).  

As indicated previously, the TS-2 positions have the greatest vacancy rates over all other 

positions within Lexington Maintenance. Of the 129 Full Time Employees that are allocated to 

Lexington Maintenance, 61 of those positions are specific to the TS-2 category. This data is 

represented in the pie chart titled “Lexington Maintenance Positions” (Appendix A). These 

employees are commonly referred to “where the rubber meets the roads”. These are the 

employees that are routinely repairing the State’s roadways, improving drainage conveyance 

systems, and installing new driveways for residential properties. They are also the employee 

that routinely receives negative criticism from the general public due to the inconveniences 

their work zones cause.  

Vacating a position within the SCDOT, as with any career, may occur for a multitude of 

reasons. Not only might someone choose to leave their current position for a promotion and a 

better opportunity, there are additional reasons that may be considered. Data was collected 

and evaluated vacancies specific to the TS-2 positions. The data is presented in the bar graph 
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titled “Reasons for TS 2 Vacancies” (Appendix A). From 2015 to 2019, Lexington Maintenance 

recorded 68 vacancies in the TS-2 position. Of the ten provided reasons for vacancies (stated in 

Data Collection), data supports 68% of the vacancies occurred for personal reasons. Job 

Abandonment and Violation of Agency Policies account for a total of 5 vacancies, 7%, for each 

of the two categories. Several of the additional reasons for the vacancies stemmed from a final 

decision of SCDOT due to the actions, or inactions, of the employee. For the purpose of this 

project, reasons that were ultimately decided upon by the employee to vacate the position are 

being considered for retention purposes. These reasons will include “Personal” and “Job 

Abandonment”. These two categories collectively account for 75% of the TS-2 vacancies in the 5 

year evaluation. Vacancies not recorded were employees that were promoted to a higher level 

positon as these vacancies are considered healthy vacancies and are not included in this 

project.  

Recognizing the impact of vacancies that the TS-2 positions have on Lexington 

Maintenance, consideration was given to the number of years these employees were actively 

working for the SCDOT. In the bar graph titled “TS 2 SCDOT Employment Duration” (Appendix 

A), over 50% of the vacancies for the TS-2 position occurred in the first year of employment. 

Considering this more closely, about 37% of the vacancies occurred in less than 6 months of 

employment. This infers that 1 out of 2 of new TS-2 employees will come to a conclusion that 

their personal satisfaction for maintenance work was not meeting their personal needs within 

the first year of their employment.  

Attempting to find the reasons why past employees made a “Personal” reason to leave 

SCDOT, can only be a speculation at this time. For the purpose of this project, a “Value Survey” 
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was generated and offered to all employees currently employed at Lexington Maintenance. 

This survey was designed to provide insight into the consideration that is placed on specific 

elements that are provided by SCDOT. Employees were asked to assess and rank the following 

elements indicating the level of importance related to job satisfaction: 

• Healthcare 

• Retirement (Pension) 

• Base Pay (Salary) 

• Training (CDL, heavy equipment, etc.) 

• Rewarding Work 

• Deferred Compensation 

• State Government Stability 

• Advancement Opportunity 

• Leave (Annual, Sick, Holiday) 

This data has been collected and evaluated to better determine what offered elements 

maintenance employees value.    

In 2018 and 2019, Lexington Maintenance saw the greatest percentages of vacancies in 

the TS-2 positions (Appendix A). It can be assumed now that the economy is flourishing and 

jobs are plentiful. In Lexington County, housing developments and commercial businesses are 

taking over what was once rural agriculture land. These developments ultimately lead to a 

larger growing demand for schools and larger infrastructures for local municipalities to 

maintain. In 2019, Lexington County opened 4 new schools. In today’s economy, opportunities 
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for an employee that possesses the skills common for a Trade Specialist are in demand in 

Lexington County and competition for these employees is healthy.  

DATA ANALYSIS CONCLUSION 

Collected data supports that a greater emphasis is needed in order to retain HMW-2 

employees in the first year of their employment. Meeting SCDOT’s strategic goals, as they 

pertain to Maintenance, depends on a skilled maintenance workforce, inclusive of the HMW-2 

positions. Assessing all of the collected data, the HMW-2 positions comprises almost 50% of the 

maintenance crews and the average crew within Lexington Maintenance consist of 3 more of 

the HMW-2 positions. Retaining these employees in order to develop a well-trained 

maintenance crew is imperative.  

“Base Pay” is the key element that most maintenance workers value the most. While 

the intent of this project is to identify potential solutions to reduce the number of vacancies for 

HMW-2 positions, proposing an increase in salaries for these positions is not being considered 

as a solution. However, as work requests continue to increase annually, assessing the needs of 

maintenance crews is crucial to maintaining a healthy workforce. Additional data from the 

Value Survey questions and the provided responses supports that there is a need and desire for 

additional training and providing opportunities for career advancement.  

IMPLEMENTATION PLAN 

OVERVIEW 

A potential solution to assist with retention is to provide equipment training to HMW-2 

employees. This training would be a formalized training where the employee would complete 
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classroom learning, learn routine daily and monthly inspections and maintenance needs, 

perform field activities that simulate typical work scenarios, and pass an examination. Outlines 

for the training curriculums as well as pre-trip inspection forms can be found in Appendix D. 

Successful completion of the training could potentially lead to a monetary benefit for the 

employee.  

Lexington Maintenance has 7 defined areas within Lexington County. Each of these 

areas are assigned to an Area Crew that is comprised of seven maintenance employees:  

• Foreman (Highway Maintenance Worker 4) 

• Assistant Foreman (Highway Maintenance Worker 3)  

• Heavy Equipment Operator (Highway Maintenance Worker 3) 

• Medium Equipment Operator (Highway Maintenance Worker 3) 

• (2) Small Equipment Operator (Highway Maintenance Worker 2) 

• General Laborer (Highway Maintenance Worker 2) 

This training program will be specific for the HMW-2 positons. Positions in the higher level 

classifications tend to be specific to a particular piece of equipment or they are assigned to a 

specific job duty that would not make this training feasible for their position.  

For the purpose of this project, two pieces of heavy equipment were identified as most 

important for crews and the work that is most common. The backhoe and the Jet Vac truck 

were both identified as crucial equipment that performs the needs in assisting to maintain 

SCDOT’s infrastructure within the right-of-way. 
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 The backhoe was selected as the primary piece of heavy equipment that is utilized 

almost daily by all seven area crews. Area crews are responsible for all work requests that are 

received by Lexington Maintenance for their assigned areas. Drainage problems, dead trees, 

driveway installations, and repairing roadways are common tasks that crews will utilize the 

backhoe in order to complete their tasks. Currently, a single employee on each crew is assigned 

as the operator of the backhoe. Should this operator be absent, whether for vacation time or 

illness, a backup operator on each crew should be capable to perform backup duties in the 

absence of the primary operator.  

 The Jet Vac truck is a specialized truck that utilizes high pressure water to remove 

blockages from inside conveyance stormwater pipes where access to the blockage cannot be 

easily achieved by hand or other equipment. The Jet Vac is the key piece of equipment that 

typically will alleviate flooded properties and roadways when rain events are significant. 

Lexington Maintenance has a one Jet Vac truck assigned to travel throughout the county. One 

employee for Lexington Maintenance is assigned as the operator of the Jet Vac and schedules 

his daily agenda with the foremen of the seven areas. Though the Jet Vac has an assigned 

operator, safe utilization of the Jet Vac requires two people. One to monitor the pressure and 

operate the controls and a second person to work the hose end while removing the blockage. It 

would be beneficial for the second person assisting with the Jet Vac to be familiar with the 

maintenance, upkeep, and operations of this truck. This will not only provide seven backup 

operators for the Jet Vac pending an absence of the primary operator, but due to the 

complexity of this truck, additional personnel properly trained to operate the will add 

additional safety to the operations. 
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 This training program for the backhoe and the Jet Vac will be internal only for SCDOT. 

Lexington Maintenance will pilot this training program. Vendors that routinely bid to supply the 

SCDOT with backhoes and Jet Vac trucks have been contacted and support this training 

program. Their assistance in providing material to help structure the training curriculum has 

proved to be most beneficial. Experienced foremen, having full knowledge of the equipment, 

will assist with structuring the training curriculum and providing the training. This training will 

be coordinated as perspective candidates (HMW-2) become available.  

 This training is projected to be offered quarterly; ensuring that the equipment can be 

available for the training will have to be considered. This equipment is in regular use and 

maintenance is routinely required. Currently, each of the seven area crews have a backhoe 

assigned to the crew. Additionally, Lexington Maintenance has five county wide crews with two 

additional backhoes. Acquiring a backhoe for the training should be achievable. The Jet Vac will 

provide a more difficult challenge should it be down for repairs. An option in this scenario is to 

reschedule the training once the Jet Vac is operational.  A secondary benefit of this training that 

is worth noting is the potential to reduce down time for equipment due to improper care and 

usage which will also lead to lower maintenance costs for mechanical repairs. 

EVALUATION METHOD 

 Upon successful completion of the backhoe or Jet Vac training, HMW-2 employees gain 

valuable knowledge and become more invested in the SCDOT’s mission. As promotions become 

available, an employee having successfully completed any equipment training shows to a 

seeking foreman that this employee has heavy equipment experience that may relate to other 



15 | P a g e  
 

equipment and shows that they have the ability to maintain heavy equipment. As a result, the 

HMW-2 now becomes focused on their ability to be promotable from within thereby reducing 

the number vacancies for HMW-2 positions due to them leaving SCDOT for another similar 

skilled job.  

  

SUMMARY 

 Evaluation of vacancies for the Highway Maintenance Worker 2 position for Lexington 

Maintenance will be monitored annually to track the success of this new training program. With 

continued success of this training program, it is conceivable that this program can be expanded 

to other county maintenance units and to incorporate additional equipment based on the need 

of the maintenance unit. Proper training to operate and maintain any heavy equipment will 

reduce down time of equipment, lower mechanical repair costs, and allow for more safe and 

efficient crews meeting the SCDOT’s Strategic Goals. These benefits collectively will improve 

the morale of maintenance units and will ultimately reflect a lower percentage of vacancies.  



Appendix 
• A  

• 5 Year Position Vacancy (HMMS) 
• Trade Specialist 2 SCDDOT Employment Duration (HMMS) 
• Lexington Maintenance Positions 
• Reasons for Trades Specialist 2 Vacancies 
• Trade Specialist 2 Percent Vacancy (Yearly) 

 
• B 

• Lexington Maintenance Annual Work Requests (HMMS) 

 

• C 
• Value Survey  (Google Survey) 
• Results of Value Survey 

 
• D 

• Training Curriculum Outline– Backhoe 
• Pre-Trip Inspection - Backhoe 
• Training Curriculum Outline – Jet Vac 
• Pre-Trip Inspection – Jet Vac 

 

 
 



Appendix A  



5 Year Position Vacancy Report (HMMS) 
 

 

 

This graph provides the current data that supports all vacancies for Lexington Maintenance for a 5 year 
time span.  

Vacancies that occurred due to an employee being promoted was not collected as it was deemed not to 
relevant to this project and thus was removed as not to be compared to other relevant data.  
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Lexington Maintenance Positions 
 

 

 

This Pie Chart reflects the quantity of maintenance positions that are allocated to Lexington 
Maintenance for a total of 129 Full Time Employees. 

Due to recent classification changes, the current position titles are reflected in (parenthesis).  

• 61 Trade Specialists 2 (Highway Maintenance Worker 2)   
• 27 Trade Specialists 3 (Highway Maintenance Worker 3)  
• 14 Trade Specialists 4 (Highway Maintenance Worker 4)   
• 27 Other (Engineers, Administration, Mechanics, Technicians, Highway 

Maintenance Worker 5) 

Approximately 47% of all positions within Lexington Maintenance were Trade Specialist 2 positions. 
Today, with the recent classification changes, a small percentage of positions with the Trade Specialist 2 
category have now been reclassified to a Highway Maintenance Worker 3, formerly known as a Trade 
Specialist 3. 
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Trade Specialist 2 SCDOT Employment Duration (HMMS) 

 

 

 

This bar graph reflects the time duration that all Trade Specialist 2 positions were, or currently still are, 
employed at Lexington Maintenance as a Trade Specialist 2 employee.  

Of significant notice, more than half of the Trade Specialist 2 positions hired at Lexington Maintenance 
had an employment duration of less than one year.  
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Reasons for Trades Specialist 2 Vacancies 

 

 
  

The bar graph reflects the reasons why a Trade Specialist 2 vacated positon for the last five years. 
Of the 68 vacancies recorded in this graph, 68% vacancies were recorded for “Personal” reasons. 
It would be fair, for the purpose of this project, to collect the five vacancies recorded for “Job 
Abandonment” as a “Personal” reason. The two reasons together would reflect a 75% vacancy 
rate due to “Personal” reasons. 
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Trade Specialist 2 Percent Vacancy (Yearly) 
 

 

 

This bar graph reflect the percentage of all vacancies recorded and of those vacancies, the 
percentage that were associated with the Trade Specialist 2 positons. Only in 2016 was the 
percentage of vacancies recorded lower than 50% of all vacancies were specific to the Trade 
Specialist 2 positons.  
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Lexington Maintenance Annual Work Requests 
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Results of Value Survey 

 

 



The fourth question in the survey asked employees to “Rank the following 
elements in highest priority (1 = most important, 9 = least important).” 

 

The chart below is reduced but provides a side by side comparison of all elements 
and how they were ranked by maintenance employees.  

 

 

 

 

The following page shows the same chart, divided into three sections which 
provides a larger scale for ease of viewing. 

  



  

 

 

 

  

  



The fifth question in the survey asked employees to “Rate the elements that you 
would like to see a change in.” 

The chart below is reduced but provides a side by side comparison of all elements 
and how they were ranked by maintenance employees.  

 

• The 4th element is labeled “Training (CDL, Equipment, etc.)” 
• The 6th element is labeled “Deferred Compensation” 
• The 8th element is labeled “Advancement Opportunity” 

  



The 6th question in the survey asks “Explain what changes you would like to see.”  

The following are the written responses anonymously provided by Lexington 
Maintenance employees: 

 

• Hazard Pay.. We never know when or if we coming back home for the little pay we get. 
• No changes 
• I would like to see better equipment for our section sheds. The equipment we have now 

falls apart and is pieced together, Working with things that always break down or takes 
months to repair makes SCDOT an ineffective team. I would like to see improvement on 
the way we patch and maintain our roads. Employees here are underpaid for what they do 
and it directly effects our on job performance. Sometimes we hire people that really don't 
care about what we have to do here. I wish the DOT as a whole was more enthusiastic 
about the work we do but I assume that is because you get what you pay for. 

• Pay 
• I would like to see SCDOT make a change regarding the protection of employees not only 

in a physical manner but in a mental manner as well. Currently the employees do not feel 
heard or valued. Constant negative pressure from the public, low salaries and higher 
expectations create a demoralizing effect on employees. Lack of raises in comparison to 
cost of living create a negative mindset. It is difficult for managers to maintain and 
nurture a can do attitude with the current feeling of unease among employees. 
Predominantly, employees do not feel valued. Trending topics on all business pages now 
show that efficacy within a company or agency is proportional to a sense of wellbeing of 
employees and how they believe their employer views them. 

• n/a 
• Base pay according to knowledge, skills, performance. 
• Base pay most definitely needs to be increased as we are not able to compete with 

outside corporations or even other agency's. Training could be changed to ensure 
employee's have the knowledge to operate equipment safely and without as many 
accidents. 

• pay base on your years,some people have been here half as long but make the same 
• Increase pay 
• Better Salary 
• Pay raises, Better Equipment, More Incetitives for Employees 
• More pay, more training on equipment, quicker advancement opportunities 
• Better equipment .more pay and do something to keep young help 
• equal pay for everyone 
• Better pay, better insurance and retirement. 
• more money 
• More honest and open communication between middle and upper levels of all employee. 
• 28 years is a long time when a lot of gov. and federal are at 20 years. 



• need more money. better equipment. more training. more room for promotions. 
• More equipment and better equipment 
• base salary should be higher for all positions. 
• more equipment, better communication 
• Base salary needs to increase. I can leave the state and make a lot more money doing 

similar things. 
• salary, better equipment quicker hiring process more advancement opportunities 
• Better pay to encourage more qualified applicants, as we are losing experienced 

individuals to other agencies due to pay . Change the process to quickly hire a qualified 
person after an interview .  

• The reason for some of my answers are as follows, change to retirement. I'm on my 
downhill patch to retirement and am terrified that by the time I get there, it will be gone, I 
don't feel assured of anything because of the way the DOT has been going. With regards 
to rewarding work, I never feel that anything I do within the DOT is meaningful. I do not 
feel that when it comes to safety I can even say "no I will not do this" because you will just 
find someone else that will do it and I will not be relied on again. The "on call" base pay 
needs to go up, I put a lot aside to sacrifice for the SCDOT and I feel that we should be 
assisted more when it comes to the base hourly on call pay. $1.50 to $2.00 an hour is a 
healthy increase but not overboard. One of my biggest issues within the SCDOT is this, the 
grunts are overlooked and not cared about. New employees get gift bags and goodies and 
can start out making near what an employee is 15+ years makes. I have been here 16 
years and feel that I am just a number, and one that can be easily replaced even tho we no 
longer look for quality. 

• Money for leave days if not used at the end of the year. 
• I'd like to see someone acknowledge those that aren't worth their salary demoted OR 

released, AND those who put forth the extra effort awarded for their efforts, whether it be 
bonuses/pay rate increase/promotion. Thank you for asking! 

• like to see when people retire they not be able to come back in same or higher position. 
base salary needs to be higher and retirement needs to be a certain number of years 

• Salary and a way for employees to get raises or advancements from the EPMS rating 
system because as of right now the way it seems the EPMS is a waste of time. New and 
Better equipment that is made to handle the jobs we do. 

• Salaries competitive with local municipalities 
• The changes I like to see is the lead man to make more money than the people under him. 
• does it really matter. nothing will change. 
• more pay for those that deserve it and promotion 
• Much better equipment to use, more overtime possibilities, needs to be easier to get a 

promotion depending on the skills and knowledge and operating abilities 
• We care more about getting new people and not retaining the long term employees who 

have dedicated themselves to this place. New employees start off making near the same 
amount or more then an individual that has been with the SCDOT for many more years. In 
Lexington County we cannot keep equipment running. The shop is too busy talking with 
one another and complaining about their jobs that repairs are not being done. Instead of 



utilizing placed to do equipment repair for under $2,500 we still waste time with quotes 
and cannot seem to get equipment fixed. Some equipment is not worth repairing due to it 
just being bad and we can do nothing about it. Some crews struggle to find trucks to ride 
in because we have so few trucks that are not in the shop. Hiring new employees is a 
hassle. It takes too long to hire people and to post jobs. I have had positions open on my 
crew for 6 months that have yet to be even advertised. 

• Some thinks are still the same since I started working here at DOT. If they would have left 
the cost of living increase per employee. Please keep everyone's pay going forward and 
not backward. Need something to motivate the moral for all employees. 

• we need more pay for the work that we do, we need more training on the equipment the 
we operate and work on, we need better advancement opportunity. 

• Jobs need to be more readily available on sceis, when people are looking to move up. 
• I would like to see a better plan laid out for advancement. Rewards ( Not cups ,shirts etc) 

actual awards and bonuses for outstanding work. Example: Foreman of the year or month 
and same for employees and crew of month or year. Salaries to match other states and 
county within our state. I think foreman should be able to drive foreman truck from Home 
to work as a privilege of being a foreman ( Surely with restrictions) 

• increase in base pay 
• More training and Salary would create a better work environment. 
• better pay,more training on equipment,more rewards for jobs being done efficiantlly 
• Salaries/compensation needs to be based on qualifications, not items such as tenure and 

nepotism. CDL training program is excellent here in Lexington. Regarding training on 
equipment, that is based only on the needs/desires of the organization or a few 
individuals. Not really a training program at all. There is little to no advancement 
opportunity. 

• It is discouraging to see how much of a pay gap there is between someone who doesn't 
risk their life here at the state dot. I am currently paid below poverty wages to preform a 
selfless job where I may not come home one night. I work for a government agency and 
qualify for food stamps. The pay here for an equipment operator is abyssal. I'm forced to 
get a second job to support my family on my time off. People that have less experience 
than I do in my 10 years of employment with the State of SC are able to get a salary well 
over what I make a year. It is an INSULT that I am not compensated like others that do 
less. I enjoy working here do not get me wrong but I really don't have much drive left. I 
would like to see the pay here increased to a livable wage. I am an equipment operator 
and a section shed assistant. Some of the machines that we have to do our job are pure 
junk. They are always breaking down and it takes awhile to get them fixed at our 
understaffed shop. I feel like the leadership here at the SCDOT needs to be revamped 
because it really feels like nobody above 50k a year gives a damn about the poor 
unappreciated state worker. 

• Lower deductible perhaps. 
• Base pay needs to be higher for highway maintenance workers. Retirement should be set 

back to a certain number of years. (30) Rewarding work, needs more funding for raises. 



Need to not hire the same people back in the position they retired from or bringing them 
back in a higher position so the little people cannot advance. 

• more money on the hour. 
• A better understanding of how the pay scale works. 
• I would like to see more time and money put in to newer equipment or a better system to 

maintain the vehicles, so that when work needs to be done it can be done without 
downtime 

• On the Maintenance side we still need to attend some of the training the construction 
inspectors go through, we are doing the same work. Salaries are still on the low side 
compared to similar jobs in this state. 

• The negotiation process (salary/employee needs) 
• hazard pay 

 

  

  



The 7th, and final question in the survey asks “Rank the following items, by 
priority, you feel will help you to be more effective in your job. (1 = most 
important, 8 = least important)  

 

The chart below is reduced but provides a side by side comparison of all elements 
and how they were ranked by maintenance employees.  

 

 

 

The following page shows the same chart, divided into three sections which 
provides a larger scale for ease of viewing. 

  



 

 

 

 



 
Appendix D 

  



 

Training Curriculum  Backhoe  
     
 Review of Operator's Manual  
 Safety Information   
  Rules   
  Utility Precautions  
  Hand signals  
  Environment  
 Component Identification  
 Controls & Instruments  
  Operator's seat  
  Forward controls  
  Right hand side controls 

  Rearward controls  
  Overhead controls  
  Display   
 Operating instructions  
  Starting procedures  
  Stopping procedures 

  Moving   
 Transporting   
  Trailering   
  Driving   
 Working Operations  
  General information 

  Loader operations  
  Backhoe operations  
 Maintenance   
  Safety   
  Pre-Trip inspection  
  Routine maintenance 

 Storage    
     

 

  



 

  



Training Curriculum  Jet Vac  
     
 Review of Operator's Manual  
 Safety Information   
  Rules   
  Utility Precautions  
  Hand signals  
  Environment  
 Component Identification  
 Controls & Instruments  
  Display   
 Operating instructions  
  Starting procedures  
  Stopping procedures 

 Transporting   
  CDL w/ Tanker Endorsement 

 Working Operations  
  General information 

  Filling Water Tank  
  Positioning  
  Suction   
  Debris removal  
  Emptying Debris Tank 

  Draining Water Tank 

 Maintenance   
  Safety   
  Pre-Trip inspection  
  Routine maintenance 

 Storage    
     

 

  



 


