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activities, and agencies of the Unified Government of Athens-Clarke County.”

Audit Committee Copies Available At:

Commissioner Dexter Fisher, Chair 301 College Avenue

Commissioner Carol Myers Suite 202

Carl Blount Athens, Georgia 30601

Beth Higgins Phone: 706-613-3012

Dr. Xernona Thomas

Staff Acknowledgements Operational Analysis Office Contact:
Lipi Desai, Management Analyst (Manager) Gavin J. Hassemer, Internal Auditor
Judy Johnston, Management Analyst gavin.hassemer@accgov.com

Katie Roth, Management Analyst 706-613-3012

The Operational Analysis Office (OA) conducted this audit with voluntary guidance and reference from the US
Government Accountability Office publication Government Auditing Standards, also commonly referred to as
“generally accepted government accounting standards” (GAGAS), or “Yellow Book.” Acknowledgement of these
standards indicates our continued efforts to incorporate applicable, professional practices that are realistic and
adaptive to the unique expectations of ACCGov and the community at large. The process developed by the
Operational Analysis Office is not a forensic audit; however, OA staff uses framework from the Standards for
Internal Control in the Federal Government, known as the "Green Book,” as guidance for internal control and
financial review. Green Book compliance helps provide reasonable assurance that evidence discovered is sufficient
and appropriate to support findings and recommendations.
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The Athens-Clarke County Unified Government is not, and never should, be a stagnant organization. To

fulfill its established purpose, it must continually adapt to economic, demographic and societal changes.
Decisions by elected and appointed officials in the years since unification have influenced the
organizational structure, which is to be expected. At its inception, this audit was meant to be a tool to help
current leadership evaluate the positive and negative effects of those navigations. Through the process of
research and analysis, however, Operational Analysis staff has found the most significant influence on
ACCGov’s organizational structure is the lack of mechanisms in place to define and analyze its efficiency
and effectiveness on a regular basis. The wisdom of adopting such a function should become apparent to
the reader.

Some themes for consideration are readily evident. First, there is an entanglement, and sometimes conflict,
among the areas of the organization which have drastically changed in the thirty-five years since
unification, and those which adhere to the structure established at that time. There is also evidence that
some of the struggles which were a natural result of unification were never fully resolved, and at times the
solutions put into place created other challenges which remain unresolved. Second, it’s evident that the
organization’s leadership has, throughout its history, strongly leaned toward an effort to display inclusion
and transparency to the public. However, it is not evident that the mechanisms put in place for these efforts
have functioned as intended, or that the organization’s structure has been aligned to support them.
Nevertheless, it is also a recurring theme that initiatives tend to be open-ended, thus existing in perpetuity
—sometimes simply forgotten and other times carrying on activities without monitoring or oversight.
Finally, and perhaps most importantly, each phase of this investigation encountered serious challenges
regarding readily accessible and well-organized data, and/or clearly defined processes and procedures,
which is attributed to a lack of assigned ownership to internal controls.

Developing and maintaining the best structure for an organization is a challenging endeavor. In the public
sector, legislative and budgeting cycles, along with the fluidity of societal and economic changes, create
additional complexities. These pressures can lead to changes in the organization which may seem prudent
in the moment, but prove to create inefficiencies and ineffectiveness in the long run. If unaddressed, the
result of these changes (or at times, lack of change) result in opportunity costs. That is, time and resources
allocated for an initiative years -- or even decades -- ago, continue to be expended without analysis of the
outcomes.

The Mayor and Commission, advised by the Audit Committee, deserve recognition for approving this
investigative audit. The Operational Analysis Office is proud to present this report in support of its mission
to improve government efficiency and effectiveness for Athens-Clarke County. Appreciation is extended to
the Manager’s Office, Budget and Strategic Analysis, Communications, Human Resources, Information
Technology, and Organizational Development departments for their collaboration. Thanks to their
dedication, and the collective efforts of all ACCGov employees, meaningful initiatives can be shaped by
past experiences.
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Gavin J. Hassemer, Internal Auditor
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For increased understanding, the Operational Analysis Office has compiled a list of commonly used words and
phrases in relation to the Organizational Structure Investigative Audit that are used throughout this report.

Great Recession: In the United States, the recession started in December 2007. From that time, until the
event’s end, GDP declined by 4.3 percent, and the unemployment rate approached 10 percent.m

Centralized: Controlled by one main system or authority "
Decentralized: Used to describe organizations or their activities which are not controlled from one central
place, but happen in many different places i

[iv]
Span of Control: The number of employees or ranks of employees for which a manager is responsible

[i] https://www.history.com/articles/recession

[ii] https://dictionary.cambridge.org/us/dictionary/english/centralized#google_vignette
[iii] https://dictionary.cambridge.org/us/dictionary/english/decentralized

[iv] https://dictionary.cambridge.org/us/dictionary/english/span-of-control
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OVERVIEW

Purpose & Scope

The purpose of this audit is to broadly investigate the efficiency and effectiveness, at the foundational level,
of Athens-Clarke County Unified Government’s organizational structure regarding those departments
primarily reporting to the Manager’s Office, using the following areas of scope:

1. Compare similar jurisdictions’ organizational charts

2. Track historical growth in government structure

3. Analyze potential service delivery impacts

4. List the number of departments/divisions, including key positions

5. Calculate percentage of department staff encompassing administration/supervisors/front-line
6. Identify pros/cons to current model with focus on budget, staff, equipment, facilities

This investigative audit is a fact-finding engagement, with accuracy in part depending upon information
directly provided by the associated entity, in this case the Manager’s Office and its reporting departments.
Formal findings and recommendations are not stated in this report. Rather, staff uses points of interest
throughout to bring attention to more objective conclusions discovered by natural occurrence than deductive
reasoning.

This audit focuses on departments that report administratively to the Manager’s Office, defined in Article 2,
Chapter 2 of the Charter as “the administrative and service departments.” To provide broader context, it also
includes offices with functional ties to the Manager’s Office—such as judicial offices and those of elected
officials—as well as Boards, Authorities, and Commissions (BACs), which, though not directly reporting to
the Manager’s Office, play essential roles in ACCGov operations.

The Athens-Clarke County Manager’s Office is best understood through its stated mission, which guides its
responsibilities and relationships across departments.

The Office of the Manager is responsible for the implementation of all
policies, programs, contracts, ordinances, and resolutions as approved
‘ ‘ and directed by the Mayor and Commission. This office performs the , ,
administrative functions of the government which support the activities
of the Mayor and Commission. The ACCGov Charter dictates the
authority and the responsibility of the Manager.

This document serves as a reference for internal and external audiences, offering insight into the Manager’s
Office’s span of control, the strengths and limitations of the current structure, and the roles of key
departments and staff.

Process & Methodology

One method of investigating the large and complex structure of the local government would be to take a
snapshot in the moment. However, the origins of ACCGov extend back several decades, and it is expected to
continue functioning as a governing entity well into the future. Therefore, upon research of available

Operational Analysis Office 7



OVERVIEW

materials and information, Operational Analysis staff chose a method of examining the origin of the ACCGov

structure, and determining how decisions made over time have altered it. The Internal Auditor and staff are in
a unique position to perform such an investigative audit as part of their FY26 Work plan.

Unfortunately, the county’s detailed historical information can be difficult to identify and access. Authoritative
information comes from the annual budgets, which are available on the ACCGov website for fiscal years 2014
forward.

Some materials are found through online searches, or by specific request from ACCGov entities such as the
Manager’s Office, Budget & Strategic Analysis, or Human Resources departments. Much of the older
information must be accessed in print form. Historical research is further complicated by the process of
unification in the early 1990s, when the physical and administrative merger of the two governments at times
has created conflicting sources of information. It can be inferred that, given the urgent and important task at
hand, historical documentation was not of the utmost priority during the consolidation process (an
observation that in fact has been pointed out by Overview Commission reports, which are a verifiable source
of information from the time of unification forward.)

Currently within ACCGov, employee/position data is decentralized among several departments.
Implementation of the Munis system has been a shared venture between the Finance and Human Resources
(HR) departments, but integration of Munis with other departments’ software is limited. Examples of
programs which house important data but are not fully integrated with the Munis system include NeoGov
(used by HR for employee recruitment and hiring); the Take Aim Learning Management System (administered
by the Organizational Development (OD) Department and the organization-wide platform housing the
“PerPro” employee evaluation platform); and the Microsoft Office platform (used organization-wide and
administered by Information Technology (IT)).

The annual process of updating departmental organizational (org) charts is housed in OD. Prior to FY24, this
process was done via email, whereby OD would send each department’s current chart to its leadership for
manual updates, which OD would then transfer to digital form. In FY25, OD requested and was approved to
have Microsoft Visio licenses obtained for one representative from each department, who is now responsible
for creating that department’s org chart. The org charts presented in the appendix of this document were
derived from those sent to the Operational Analysis Office by OD, amended for correctness and clarity.

Regarding population data, US Census counts are used for each decade they are available. For more detailed,
annual counts, other data sources are relied upon; however, they are generally extrapolated from census counts,
or have different geographic boundaries in order to analyze a “statistical area” for demographic, economic or
other analytical purposes. The presence of the large University of Georgia population affects population data,
with enrollment counts which must be parsed to reflect only those students attending the Athens campus in-
person. There is not a definitive source to determine how many of those students reside in Athens - Clarke
County year-round.

Government Structure

In the state of Georgia, a municipality is an incorporated entity chartered by the state legislature and
meeting certain conditions of population, development and zoning guidelines.

Operational Analysis Office 5



OVERVIEW

2 ¢

There is no difference in a “city,” “town” or other designation such as “community” in Georgia. Legally,
all are considered municipalities, of which there are 537 within the state. The City of Athens was
incorporated in 1806 by an act of the General Assembly of the State of Georgia. It served as the county
seat of Clarke County, which had been established in 1801, also by act of the General Assembly.

The 159 counties in Georgia serve as administrative districts of the state government.m Each county is
mandated by the state to have five elected offices—Sheriff, Tax Commissioner, Clerk of Superior Court,
Probate Judge and Commissioner (often the chair of a board of commissioners). The 1983 Georgia
Constitution added a list of services that counties could offer in addition to those provided by the elected
officers, many of which mirrored services traditionally provided by municipalities such as solid waste,
police, public transit and public health services."
There are eight city-county consolidated governments in Georgia: Athens-Clarke County, Augusta-
Richmond County, Columbus-Muscogee County, Georgetown-Quitman County, Macon-Bibb County,
Cusseta-Chattahoochee County, Statenville-Echols County, and Preston-Webster County. These
governments are required to fulfill the state mandates of both a municipality and a county government.
For census purposes, consolidated governments are classified as municipalities.government can take on a
comprehensive, centralized role, while still decentralizing departments or the staff within them, by
disbursing functions and/or personnel not typically aligned with said department.

The state of Georgia provides for governing bodies beyond counties and municipalities. These governing
authorities include school systems, of which there are 180 in the state including Clarke County School
District. The number of authorities as a governing form has been steadily increasing nationwide since the
1950s.

In Georgia, any public authority must be registered with the Department of Community Affairs before it
can take on debt or financial obligations—a rule that's been in place since 1996. Authorities can operate
within a single jurisdiction or span across multiple ones. Some are considered dependent, meaning they
are included in the local government's financial reports and their decisions are overseen by elected
officials or governing boards. That said, most operate independently.[iﬁ]

Athens-Clarke County currently has 15 registered authorities, including three that are part of joint
jurisdictions—either regional or shared with the city of Winterville. [

ACCGOY Structure

In 1991, the unification of the City of Athens and Clarke County resulted in the formation of the Athens-
Clarke County Unified Government (the “Unified Government” or “ACCGov”)—a consolidated,
countywide entity with full jurisdiction across the entirety of Clarke County. This new governmental
structure replaced the separate city and county administrations. ACCGov operates under a council manager
form of government, led by a mayor and a ten-member commission.

The county manager, appointed by a majority vote of the oo eorscmeslopetis ngartclscounis-ites-nighborhoadorgins-couny-gvernmets
[iii]https://dca. georgia.gov/ authority-reporting/local-government-

Commlsslon for a tWO_year term Oversees government Operatlons aul lhozles# glee lg Beginni ng"/20w11h/20FY2018/2("/201hese/20)1/wor:hm gh/ZOag/ZOgenem]/ZOenab] ing%20a

including the appointment and removal of department directors. [.“‘“‘“.“’L el pages Page. (54322756195 4625028985020

language=EN
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OVERVIEW

The manager is responsible for facilitating preparation of the annual budget (with input from

department directors and staff), advising the commission on financial matters, conducting studies,
providing reports, and enforcing administrative standards across all government agencies.

The mayor, elected by public vote, serves as the official representative of the Unified Government at
federal, state, and local levels. Key responsibilities include leading the search for manager, county
attorney, and internal auditor candidates and recommending appointments for those positions to the
commission. The mayor also sets the agenda for commission meetings, presides over meetings, presents
the proposed budget and capital improvements plan for approval, approves or vetoes ordinances,
executes government contracts, calls special meetings, and proposes legislative measures. The mayor does
not vote on commission matters except to break a tie. The county commission consists of 10 part-time
commissioners elected by district, serving staggered four-year terms. It holds exclusive legislative
authority over the Athens-Clarke County Unified Government, overseeing the governance structure and
legislative processes that shape local policies and operations.

rPoints of Interest

. Historical Complexity & Unification Challenges: The ACCGov structure reflects decades of evolution,
including the 1991 city-county unification, which introduced administrative overlaps and conflicting
documentation that complicate historical research.

. Decentralized Data & System Integration Limitations: Employee and organizational data are dispersed
across departments, with limited integration between systems like Munis, NeoGov, Take Aim, and
Microsoft platforms—posing challenges for comprehensive analysis.

. Modernization of Organizational Charting: In FY25, OD transitioned from manual email-based updates
to department-led Visio chart creation, in an effort to improve accuracy and accountability in
documenting organizational structure.

. Population Data Limitations & University Impact: Census data provides foundational population counts,
but annual estimates are imprecise—especially due to the transient University of Georgia student
population, which skews local demographic analysis. )

\

Unification History

As part of the government consolidation process, the newly formed Unified Government worked to
streamline operations by merging eight county departments, ten city departments, and three jointly
managed departments into a cohesive structure of seventeen departments. tl

Personnel Department

The unification of the Personnel Department was one of the most complex aspects of the merger,
primarily due to substantial differences in the pay systems of the former city and county governments.
The city’s pay structure included a merit-based system with bonuses and raises that moved employees
through a salary scale, whereas the county relied on cost-of-living adjustments that kept most employees
clustered at one end of the scale. Consequently, county employees generally had higher entry-level
salaries, while city employees earned more at senior levels.

Operational Analysis Office



HISTORY

explicitly mandated that all employees retain equivalent roles following the merger, ensuring continuity in

job responsibilities and protections against any reduction in salary, benefits, or employment status.
Additionally, it required the implementation of a comprehensive compensation alignment strategy within
the first years to equalize pay for similar job functions, with full realization by the fourth year.

Several steps facilitated this transition:

« Payroll Synchronization: Before the merger, payroll calendars were aligned, and the city's weekly
payroll system was eliminated in February 1992. To assist employees in adjusting, financial support
measures such as credit union plans and budget management classes were introduced.

« Unified Budget Implementation: The first consolidated budget took effect in July 1991, officially
merging personnel policies and systems. This budget not only unified financial planning but also
served as a foundational framework for integrating administrative procedures, human resource
protocols, and departmental operations across the formerly separate entities.

« New Classification Plan: In January 1993, a standardized job classification plan, developed by the
Institute of Government, was introduced to address pay disparities among short-term employees. A
follow-up pay study in 1994 focused on correcting imbalances among long-term employees based on
years of service rather than pay grade, incurring costs of $400,000 in the first half-year and $700,000
annually thereafter.

The final classification and compensation study, implemented in July 1995, generated numerous employee
appeals, reflecting dissatisfaction with certain outcomes. Despite internal debates, the adjustments
ultimately resulted in significant salary structure improvements, costing approximately $3.2 million
annually. By July 1996, the government applied a 2% market adjustment and an additional longevity
increase of up to 2%. Moving forward, a performance-based pay system was planned.

Unifying employee benefits was comparatively simpler than harmonizing salary structures. The new
Figure SyStem adopted the most favorable elements from each former government’s benefits package—such as

ACCGov Unification the city’s lower health insurance deductible—while leveraging the

larger workforce to negotiate better rates.
Concerns 8 8
Merging ci d . . . .
erging city and county pay However, economic factors, including a recession and budgetary
systems caused delays, ] ) o .
appeals, and morale issues. constraints imposed by the charter, limited the pace of compensation

reforms. Employee morale declined during the process, particularly
Cultural clashes and salary among those who did not receive raises between 1991 and 1994. By
@ differences slowed unification | mid-1996, salary equalization was largely complete, although some

and affected morale. employees remained dissatisfied with the final outcomes. Ongoing
feedback mechanisms and appeals processes were maintained to
®, \ Realigning roles and budgets address lingering concerns and ensure continued transparency in

m created confusion and slowed compensation decisions.
operations.

[i] https://www.accgov.com/DocumentCenter/View/31886/Unification-of-the-A thens-Clarke-County-Government-Report
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HISTORY

Finance Department
The Finance Department also underwent a significant transformation during unification. According to
the charter, the two former governments were required to remain fiscally separate from January to June
1991 before beginning operations as a single entity in July. This provided roughly six months for the
Finance Department to prepare the first consolidated budget while managing the complex administrative
transition.
Key responsibilities included:

o Closing the financial records of both former governments

« Transferring all assets and liabilities to the newly formed government

. Consolidating functions such as accounting, auditing, accounts payable, business licensing,

budgeting, purchasing, and alcohol beverage licensing

Prior to unification, these functions were not uniformly housed within finance departments. For example,
the city's purchasing function was managed by the Mayor’s Office, while the county’s was under General
Services. The reclassification of jobs and establishment of new roles were delayed until the completion of
a full budget cycle, causing uncertainty among employees as they adjusted to new responsibilities,
leadership, and operational structures.

Police Department

The merger of the city and county police departments posed both logistical and cultural challenges. The
city’s force of approximately 100 officers emphasized community policing and specialized units, whereas
the county’s 80 officers followed a more traditional law enforcement approach, focusing on property
crimes and maintaining larger patrol zones. Despite a strong working relationship before the merger, the
departments differed in uniforms, patrol strategies, and organizational philosophies.

Symbolic and structural integration included:

« Uniforms & Vehicles: New uniforms and vehicle designs were introduced in August 1991, several
months after unification began. However, delays in implementation reinforced the perception of two
separate entities.

« Joint Patrols: Pairing city and county officers on patrol helped build cooperation, though initial
resistance persisted. Officers often sat apart at meetings and remained loyal to their original
departments.

« Facility Challenges: A new police facility initiated before unification was insufficient to accommodate
the combined force, resulting in cramped working conditions and dissatisfaction.

Salary equalization presented another major obstacle. City officers historically earned higher wages than
county officers, and while pay studies gradually increased county officer salaries, city officers went several
years without cost-of-living increases, negatively impacting morale. Economic constraints further
complicated efforts. Over time, as new officers replaced those from the pre-merger era, identity and salary
issues faded, leading to improved cohesion and enhanced service delivery, including better response times
and equitable coverage across the jurisdiction.
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Several departments experienced smoother transitions, particularly those that were already joint
operations or offered complementary services. The Fire, Emergency Management, and Traffic
Engineering departments were already countywide or jointly operated, requiring minimal structural
adjustments. Similarly, Planning and Zoning merged city and county functions—including zoning,
subdivision administration, and historic preservation—without major disruptions.

Certain integrations proved more seamless due to their complementary nature:

o Public Works: The city handled sidewalk installation, while the county managed road paving—
functions that naturally blended.

« Leisure Services: First operating separately as “Recreation and Parks” and “Arts and Environmental
Education,” the city’s structured recreation model merged with the county’s environmental education
and passive recreation services to formally unify in July 1996 under a newly appointed director.

« General Services: The county’s General Services included personnel and risk management functions,
which were transferred to Personnel, while purchasing moved to Finance. The city’s General Services
encompassed grants, animal services, and facilities management, which were distributed among
Human and Economic Development, and Central Services.

Overview Commission Reports

To provide sufficient historical context for this investigative audit report, ACCGov Overview
Commission reports are referenced. The Overview Commission issues written recommendations to the
mayor and commission and operates with transparency, making its findings accessible to the general
public. A review of the four reports published in 1996, 1999, 2010, and 2020 revealed minimal
recommendations pertaining to the organizational structure of ACCGov.

The 1996 Overview Commission found that while unification was difficult, elected officials and staff were
working tirelessly and carefully to promote its success. Citizens received services without interruption.

Of the three concerns raised, only one addressed organizational
structure—specifically, accountability and service delivery among

secondary agencies and officials, reflecting public expectations for T (O eame

transparent governance.
P £ are conducted every

The 1999 Overview Commission affirmed the charter’s effectiveness
and proposed shifting more authority to the mayor to direct the
manager’s policy implementation. It also emphasized the need for a
permanent director of, and sustained support for, the Department of
Human and Economic Development.

The 2010 Commission issued 147 recommendations, which the 2020
Commission reviewed for completion rather than conducting a new
evaluation—an approach shaped by the COVID-19 pandemic. Few years to evaluate

recommendations involved structural changes, aside from transferring ACCGov’s operations

oversight from the mayor to the manager, completed in May 2020.
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Departmental Growth & Population Trends
Upon analyzing available data, OA staff gathered the following relationships among Athens-Clarke County
population growth, staffing levels and number of departments and offices from unification in 1991 to the
present. Since the 1990 census, the population of Athens-Clarke County has grown by 47%, from 87,594 to
the current 128,423, while full-time approved positions for ACCGov have increased by approximately 24%
with a current ratio of 14.2 fulltime employees per 1,000 residents. Historical records show this ratio to be
16.72 at unification and remaining fairly steady until 2010, when cuts forced by the Great Recession lowered
the ratio to an average of 13.3 over the next decade, until it began increasing to its current level.

The analysis of the government’s departmental structure is made difficult due to the lack of standardized
language. Historically and currently within ACCGov, the term “department” has been found to refer to an
office of an elected or appointed official, a certain division of a larger department, or as one of the
individual administrative and service departments (to use the language of the charter) reporting directly to
the Manager’s Office. At the time of unification, there were 10 departments in the City of Athens
government, eight in Clarke County, and three jointly administered. This does not include judicial, elected or
appointed offices. With unification, these 21 departments were consolidated into 17 departments. This
number remained fairly stable for a decade, dropping to 16 departments in 1996 with the merger of two
former city/county departments to create Leisure Services. During this time there were also various “offices”
which seem to have been carryovers from pre-unification offices and divisions, whose leaders reported
directly to Chief Elected Officer (later Mayor), or to the Manager’s Office. These offices included Computer
Information Systems, Public Information, Organizational Development, Marshal Services, and others. By
2014, Emergency Management had been moved under the purview of the Fire Department, and Economic
Development had been added the previous year, keeping the number of departments at 16. In 2020, Animal
Services was established as a department separate from Central Services, of which it had been a division.

Figure 4

FY25 brought the largest structural change since unification, with the addition of six
new departments, all of which existed previously in some form as divisions of the
Manager’s Office: Budget and Strategic Analysis, Capital Projects, Communications,
Organizational Development, People and Belonging, and Sustainability. Information
Technology had previously been elevated to department status in a similar manner,
making 25 the current number of departments which report administratively to the
Manager’s Office.

Historical budget and organizational records show occasional anomalies, likely tied to
population growth or broader restructuring. The Clerk of Commission, though
established in the charter like other offices such as the Coroner and Tax
Commissioner, has never had an independent budget and has consistently been

funded as part of the Mayor and Commission budget since unification. Two charter-
defined offices no longer exist independently: the Marshal’s Office and the
Administrative Hearing Officer. The Marshal’s Office was initially placed under the

Attorney’s Office, later moved to the Building Permits and Inspection Department,

Athens-Clarke
County was the

consolidated government| where it was ultimately merged into Code Enforcement division. The Administrative

in the nation Hearing Officer role is now held by the Municipal Court Judge as part of a dual
appointment.
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The ACCGov Mayor and Commission (M&C) has adopted its second formal Strategic Plan, for FY26-
28, following the first plan developed and implemented for FY23-25. Both plans, along with performance
metrics, are available at accgov.com/strategicplan. The site also links to departmental strategic plans
(Public Utilities, Animal Services, Transit, Housing and Community Development), programmatic plans
(Clean and Renewable Energy Plan, Planning Department’s Comprehensive Plan), and two regional
plans (MACORTS Transportation Improvement Plan, Regional Solid Waste Management Plan).

The M&C Strategic Plan includes five goal areas:
« Goal Area 1: Good Neighbors
o Goal Area 2: Identify and Close Gaps in Partnership with the Community
o Goal Area 3: Organizational Improvement
« Goal Area 4: Quality, Stable, Affordable Housing for All
« Goal Area 5: Safely Move Around Athens
o Goal Area 6: Built and Nature Infrastructure

Operational Analysis reviewed the initiatives listed under these goals, and analyzed each for its alignment
with the mission statements of the 43 ACCGov departments, courts, and offices. Staff created a table
aligning initiatives with departmental missions as listed in the adopted budget document, grouped by
budget categories. While the table aligns specific initiatives with departmental missions, it is important to
note that not all departments were intended to have designated initiatives within the Strategic Plan, since
their core responsibility is to enhance base services. Nonetheless, the broader goals and strategies may
align with the missions and operations of most departments, even if such alignment is not explicitly
reflected in the chart. All figures within the table are from the FY26 All Funds Summary.

« General Government: Largest initiative distribution (55 initiatives), ~$85M budget, 16
departments/offices (10 report to the Manager; others include Manager’s Office, Mayor and
Commission, Attorney’s, Operational Analysis, Tax Assessor’s, Tax Commissioner’s).

« Judicial: Second largest by department count (9 offices), ~$16M
budget (second smallest), 34 initiatives; none report to the Manager.

« Housing and Development: 40 initiatives across 7 departments, FY26-28
~$25M budget; 21 initiatives tied to Housing and Community STRATEGIC PLAN
. . GOALS, STRATEGIES
Development. All but Cooperative Extension report to the AND INITIATIVES

Manager.

« Public Works: 4 departments, ~$115M budget (largest), 12
initiatives; all report to the Manager.

« Public Safety: 17 initiatives across 6 departments, ~$91M budget;
Sherift and Coroner are elected, others (Corrections, Police, Fire,
Animal Services) report to the Manager.

« Culture and Recreation: Leisure Services is the sole department,
with 3 initiatives and ~$11M budget.

O e ad %N

Figure 5: Cover of the FY26-28 Strategic Plan
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Figure 7
'

Centralized vs. Decentralized Local Government

Often influenced by the chosen governmental forms as referenced on page 17 of this report, decision-
making power is either distributed in a centralized or decentralized manner. In a more centralized

structure, most decisions are made at the county leadership level, often resulting in greater efficiency and
consistency. However, this can sometimes lead to a disconnect between governing bodies and the
residents they serve.

Conversely, a decentralized approach spreads decision-making authority across departments and
divisions. In this setup, individual units can act autonomously without needing approval from county
management.

ACCGov operates under a hybrid structure of |

While this can enhance responsiveness to
constituents, it may also lead to inconsistent
outcomes and reduced organizational efficiency.
Whether by a centralized or decentralized focus,
service delivery can be impacted both broadly
at the executive level, all the way through an

organization, down to the individual positions

centralization and decentralization. ) that the workforce comprises. As an example, a

government can take on a comprehensive, centralized role, while still decentralizing departments or the
staff within them, by disbursing functions and/or personnel not typically aligned with said department.

Athens-Clarke County’s unified government structure combines city and county functions into a single
entity. This model generally leans toward centralization, concentrating decision-making within county
leadership rather than among multiple local governments. The benefits include streamlined governance
and consistent policy application, but it also presents challenges in responding directly to localized
concerns. Still, within this framework, various boards and departments retain limited autonomy,
embedding decentralized elements to address community-specific needs.

An examination of departments reporting to the Manager’s Office by OA staff revealed a hybrid
approach that blends centralized and decentralized control. This structure is especially evident in internal
support departments. For instance, the Human Resources department oversees staffing across the entire
organization, yet many units—particularly public safety and judicial departments—conduct substantial
recruiting and orientation independently. Other departments rely entirely on HR for hiring-related
processes.

Information Technology follows a similar pattern. Typically, I'T manages technological needs across all
departments. However, select departments either employ their own internal IT specialists to meet specific
requirements, or have agreements in place to embed IT staff within facilities permanently.

Facilities & Equipment

In assessing the geographic dispersal of ACCGov’s organizational structure, OA staff analyzed the

Operational Analysis Office 18



572 )
placement of the administrative function of each department (i.e., where the department director’s office is
located) as well as the location of other properties which house ACCGov employees.

According to information provided by the Central Services Department, there are 269 buildings/structures
which ACCGov either owns or uses. Of these, 103 are occupied by ACCGov employees, and of those 20
are the locations of the administrative function of the department/office. The greatest concentration of
executive staff is in the Courthouse, which houses 11 department directors or elected/appointed officials (all
judiciary offices, the Sheriff, Tax Assessor, and Tax Commissioner). City Hall houses offices of the Mayor,
Manager, Internal Auditor, and Clerk of Commission along with the Budget & Strategic Analysis, Capital
Projects and Communications departments.

Four other buildings are situated on the one-block area bordered by College and Hancock Avenues and
Washington and Lumpkin Streets (sometimes referred to as the City Hall Campus), housing the County
Attorney and the Elections office, as well as the directors of the Economic Development, Housing and
Community Development, People and Belonging, and Public Utilities departments. In addition to this
campus and the courthouse, five other administrative offices are located in the downtown area, with three
of those housed at the Dougherty Street Government building, and the remaining two being the Fire Chief
at Fire Station #1 on College Avenue, and the Transit director at the Multimodal Transit Center on the
periphery of southeastern downtown. The Information Technology director is located on Prince Avenue,
and the Satula Building, which houses Human Resources, Finance and Organizational Development
directors is located in an intown neighborhood further north on Prince Avenue. Additionally, the
Sustainability director’s office is off North Avenue just across the North Oconee River.

Remaining department directors’ offices are located further outside of downtown, including Leisure
Services, which occupies an historic building accessible to downtown via the Greenway. There is a loose
concentration of department’s administrative offices in the more rural/industrial area east of the urban
area, including Police, Corrections, Airport, Solid Waste, Animal Services and Coroner. The Cooperative
Extension Office is located on the west side of town in the former Georgia Square Mall area.

Of the remaining 83 ACCGov-occupied facilities that do not house departmental administrative functions:

. 33 are parks and public facilities managed by Leisure Services

. 17 are associated with public safety departments (Fire, Police, Sheriff, and Corrections)

. 24 are staffed sites operated by infrastructure-related departments (Central Services, Public Ultilities,
Transportation and Public Works, and Solid Waste)

. Additional operational facilities include the Transit Maintenance Facility and Leisure Services’
Maintenance Shop, Wood Shop, and Planning & Trails building, all located in the Buena Vista
neighborhood.

Since the construction of the Multimodal Transit Center and Solid Waste Facility in 2006-2007, only two
new administrative buildings have been added: the Athens Airport Terminal (2017) and the Cooperative
Extension Office (2019). While other facilities have been built for operational needs, most administrative

Operational Analysis Office 19



Operational Anal



Figure 8: ACCGov Depar s and Corresponding Locations
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Budget & Staff

Organizational structure affects department operations, specifically in the areas of efficiency, control, and
resource distribution. Span of control (see Figure 9), is determined by the number of employees under
each manager and the number of management levels. This offers a model to analyze organizational
structure. Wide spans, under which managers supervise large numbers of employees, can lead to lean
communication and less administrative overhead. Narrow spans enable greater direct supervision and
specialized monitoring. Flat structures, having fewer levels, can lead to quicker decision-making, whereas
taller organizations can foster more established roles and formal reporting channels.

Department structure needs to fit service delivery needs, budget constraints, and staffing levels. Tasks
need to match employee skills and pay, and job titles need to reflect current duties. Project assignments
within suitable divisions foster access to resources needed. Manager's Office oversight is determined
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based on department size, staffing, funding, director longevity, scope of services, and public interest.
Similar-function departments can be grouped to facilitate operational coordination as long as leadership

positions are well defined.

Figure 9: Illustration demonstrating span of control across ACCGov Departments
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Staffing alignment entails several elements, such as supervisory relationships, evaluation systems, pay
grades, job classifications, funding sources, and cost center designations. Legal and professional standards
can impact the creation or revision of divisions. In the absence of formal policies on span of control or
structural change, inconsistent departmental practices can influence strategic planning and service
delivery. ACCGov departments of comparable staffing sizes frequently vary in internal structure,
suggesting the absence of common criteria for divisional structure. The existing framework for providing
funding for new positions through the budget process permits recommendations by both the Manager's
Office and the mayor. Ultimate approval of funding, though, is the prerogative of the commission.
Budget reports reveal a common scenario whereby departments request new positions over several years
prior to gaining approval for either one position or a fraction of the staffing requested. This contributes
to a lag in responding to workload pressures and can affect departmental ability to deliver service
expectations.

Departmental functions—whether internal or external facing—impact staffing patterns, particularly in
relation to pay grade distribution and customer service responsibilities. The reestablishment of assistant
director positions over the past decade reflects a shift toward distributed leadership and succession
planning. However, no formal procedures have been identified to guide structural changes, including the
creation, elimination, or realignment of divisions. As organizational needs continue to develop, especially
in relation to public engagement and operational logistics, structural alignment remains a key
consideration in evaluating departmental effectiveness.

Budget & Staff: Points of Interest
« Service Alignment: Departmental structure should reflect the nature of services provided, as seen in
cost centers, supervision models, and staffing levels.
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« Staffing Variability: Internal- vs. external-facing departments differ in staffing distribution across

pay grades due to the contrast between customer-facing roles and administrative functions.

« Leadership Trends: Assistant director roles have been widely reinstated over the past decade to
support shared leadership and succession planning.

o Structural Inconsistencies: Departments of similar staff size show significant variation in division
count and staff per division.

« Lack of Formal Guidance: No standardized policies exist for span of control, or for the creation,
elimination, or realignment of divisions.

« Impact of Staffing Alignment: Structural decisions influence pay grades, job descriptions,
supervision, evaluations, and funding sources.

- J

Organizational Composition

Within ACCGov, the FY26 budget classifies departments into three distinct groups: Legislative, Elected
& Constitutional, and Manager. This audit aims to examine how the departments and divisions

operating under the Manager’s Office are currently structured. The Manager Group consists of 25
departments— not including the Manager’s Office itself, the Cooperative Extension Office, and the Tax
Assessor—and encompasses a total of 1,441 full-time employees and approximately 38 Boards,
Authorities and Commissions (BACs), according to the FY26 budget. This figure does not account for
approximately 470 seasonal employees and 316 part-time employees as of FY25, who contribute to
departmental operations throughout the year, nor does it include the 13 full-time employees in the
Legislative Group or the 367 full-time employees in the Elected & Constitutional Group, as referenced in
the annual budget document. While reviewing the Manager Group, OA staff categorized departments
into three tiers based on the number of full-time positions:

« Small (1-9 positions)
« Mid-sized (1049 positions)
o Large (50 or more positions)

To analyze compensation across departments, OA staff applied a tiered paygrade framework based on the
FY26 Pay Plans. This structure groups pay grades into three tiers: Tier 1 (grades 106-115) reflects entry-level
and frontline roles; Tier 2 (grades 116-125) includes mid-level positions with technical or supervisory
responsibilities; and Tier 3 (grades 126-135) represents senior leadership and specialized administrative roles.
These tiers provide a consistent lens for comparing organizational structures and compensation patterns
across departments of varying sizes. Paygrade patterns vary notably across department sizes. Small
departments generally exhibit representation within the 106-115 and 116125 bands, with limited presence in
the highest tier. Their lean organizational models and specialized service delivery often result in fewer high-
level roles. Mid-sized departments show a stronger concentration in the 116125 range, reflecting a blend of
technical expertise and managerial oversight. Large departments, by contrast, are predominantly staffed
within the 106-115 band due to their extensive field and support personnel. Leadership and specialized
administrative roles in these departments occupy higher paygrades, but the overall structure emphasizes
broad service delivery over hierarchical complexity.
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Figure 10: Departments Categorized by Size and Leadership Structure

Small (1-9 positions)

Departments Leadership Structure

Organizational Development, Sustainability, Capital Projects,

- . . . Director
Communications, Economic Development, People & Belonging, Elections

Airport, Budget & Strategic Analysis Director + Assistant Director

Mid - Sized (10-49 positions)

Animal Services Director
Planning Director + Assistant Director
Information Technology Director + 2 Assistant Directors
Building Inspection Director + 2 Administrators
Corrections Director + Assistant Director + Superintendent
Finance Director + Assistant Director + 3 Administrators
Housing & Community Development, Human Resources Director + Assistant Director + 4 Administrators

Large (50 or more positions)

Transit 1 Director + 1 Assistant Director + 2 Administrators
Leisure Services Director + Assistant Director + 3 Administrators
Solid Waste Director + 4 Administrators
Central Services Director + Assistant Director + 4 Administrators

. . Director + Assistant Director + 2 Administrators + 1 Superintendent +
Transportation & Public Works P

1 Engineer
Police 1 Chief + 3 Deputy Chiefs + 6 Division Captains + 2 Administrators
Fire 1 Chief + 1 Deputy Chief + Division Chief + 8 Battalion Chiefs

Director + 2 Assistant Directors + 3 Administrators + 4
Superintendents + 1 Engineer

Public Utilities




Supervisor-to-Staff Ratios

Taking into account various methodologies—such as span of control—that can be applied to an

organization’s structure, OA staff quantified the supervisor-to-staft ratios for each ACCGov department
within the Manager Group, excluding the Cooperative Extension Office and the Tax Assessor. Utilizing the
FY26 organizational charts (see Appendix), two percentages were calculated: the total department staff
overseen by each identified supervisor, to include various part-time (temporary, seasonal, interns, etc.)
positions; and a separate marker based solely on full-time staff and supervisors. When comparing between
the two average percentages, it was not surprising that the total department staff ratio was higher than full-
time staffing alone, given the increase in part-time positions needing to be overseen.

The point of this exercise is to provide a basis from which management can further determine the optimal
range for span of control across ACCGov departments, especially in consideration of the layers that
existing amongst pay grade tiers, which generally correspond to increasing levels of responsibility.
Essentially, this can assist in examining the number of positions within each compensation classification as
they correlate to the average percentage of supervisor-to-staft ratio for that particular department, and
whether an imbalance exists. (For a specific breakdown of departments, please see appendix A.)

Figure 11: The average number of employees reporting to each supervisor varied among departments ( Total Employees and Full-Time only)

Average Number of Employees (all) per Supervisor (4.86) Average Number of Employees (full-time only) per Supervisor (4.42)

10 departments had fewer 14 departments had fewer
than average than average

Boards, Authorities & Commissions

There are approximately 40 boards, authorities, and commissions (BACs) operated by the departments,
offices, and courts associated with ACCGov. Of these, around 35 fall within the purview of departments in
the Manager Group. For the purposes of this analysis, these figures only include BACs for which staff
serve as the liaison and facilitator for each meeting, and handle inquiries regarding their work. They do not
include BACs for which department administration is simply a member who regularly attends meetings.

There is no standard number of members on each BAC, even among those with similar responsibilities.
For example, the Tax Allocation District (TAD) Advisory Committees have no set membership size, with
numbers ranging from five to eight. The primary method of appointment for BACs are either by the mayor
alone or by the mayor and commission, following a review of applications submitted by Athens-Clarke
County residents.

Boards, Authorities, and Commissions (BACs): Points of Interest
. OA staff observed that departments responsible for three or more BACs were often smaller in size, typically with fewer
than nine staff members. While a few positions within ACCGov exist solely to serve as the liaison to a BAC, in most
cases, staff members take on that role in addition to their regular job duties.
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Comprehensive Organizational Chart - 2025
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Legend Glossary
— TAD: Tax Allocation District

— JDA: Joint Development Authority

*The county Coroner is not a full time ACCGov employee
**Cooperative Extension is a collaborative venture between ACCGov and UGA.
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Structure of the ACCGov Legislative Branch — 2025

Glossary

TAD: Tax Allocation District
JDA: Joint Development Authority

**Cooperative Extension is a collaborative
venture between ACCGov and UGA.
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Structure of the Executive and Judicial Branches — 2025
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In-State Comparisons

Athens-Clarke County (ACC), with a consolidated government structure serving a population of

approximately 129,000 residents—including 40,000 students at the University of Georgia—is both the
most populous among its neighboring counties and the smallest in geographic size at 122 square miles.
Despite its compact area, ACC plays a prominent role in Northeast Georgia’s civic and institutional
landscape. To better understand how counties and municipalities structure governance and deliver
services, this examines adjacent counties such as Barrow, and Jackson; incorporates peer-institution
comparisons with Bulloch County and Gwinnett County; and broadens the scope to include
organizational systems in Savannah, Macon-Bibb, Columbus-Muscogee, Nashville-Davidson, Louisville-
Jefferson, and Leon County, Florida.

Barrow County, with a population of about 93,000 and a larger area of 163 square miles, closely mirrors
ACC demographically. Its organizational chart presents a centralized model led by a County Manager,
who is supported by a Deputy County Manager and a Clerk of Commission. Nine departments report
directly to the County Manager, among which Planning & Community Development and Public Works
are further subdivided, although the structure of Public Works more closely resembles other departments
in complexity. This streamlined managerial hierarchy suggests a focus on central oversight and
administrative cohesion.

In contrast, Jackson County, though similar in population size at approximately 89,000, spans nearly
three times the area of ACC at 343 square miles and includes seven municipalities. Its government is
headed by both a County Manager and an Assistant County Manager, with responsibilities divided
accordingly. The Assistant Manager oversees five departments and five additional governmental entities,
while the County Manager supervises fifteen departments along with the county’s transit service, a
subdivision of Public Works. In total, five boards and authorities fall under the jurisdiction of the Board
of Commissioners, while the judicial branch includes nine departments. This layered approach reflects an
emphasis on both centralized administration and functional specialization within a sprawling jurisdiction.

Bulloch County was selected for this study due to its demographic parallel with ACC in terms of the
university presence. Georgia Southern University’s Statesboro campus enrolls over 17,000 students,
composing about 17% of Bulloch’s total population of 81,000—<closely reflecting ACC’s ratio of students
to residents. Despite its expansive 700 square miles, Bulloch’s organizational structure remains relatively
streamlined, with seven divisions reporting to the Board of Commissioners. The county also features 13
Advisory Boards, seven Judicial Offices, and three elected positions. This model combines centralized
oversight with advisory input, highlighting a balance between institutional responsiveness and
accountability.

The City of Savannah, selected as a municipal comparison, is similarly sized to ACC with just over 78
square miles of land and a population of approximately 150,000. Governed by a mayor-council system,
the structure includes a City Manager, City Attorney, and Clerk of Council, all reporting directly to
elected officials. The City Manager oversees a Chief of Staff and eight Chiefs, each responsible for key
functional areas: Public Safety (Fire, Police), Governance (Information & Public Affairs, Operations),
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Community Development (Community Services, Planning & Economic Development), and Public Works

(Government Operations, Water Resources). While the Public Safety division lacks further administrative
breakdowns on paper, the remaining six Chiefs manage a total of 35 departments, resulting in an
extensive operational apparatus indicative of a large, diversified urban government.

Gwinnett County, encompassing 437 square miles in the northeastern metro Atlanta region, serves nearly
one million residents across 17 municipalities—including the county seat of Lawrenceville and major
cities such as Duluth, Norcross, and Peachtree Corners. Governed by a traditional county framework, it
features a five-member Board of Commissioners composed of one full-time countywide Chairman and
four district Commissioners. Executive leadership is provided by a County Administrator, who oversees a
robust administrative apparatus of 15 departments spanning essential services like Police, Fire &
Emergency Services, Planning & Development, Water Resources, and Parks & Recreation. The county’s
operational structure integrates both centralized oversight and independently elected constitutional
officers—including the Sheriff, Tax Commissioner, and District Attorney—whose offices function
autonomously from the Board. Gwinnett’s governance model reflects institutional complexity shaped by
scale and regional diversity, further compounded by intergovernmental relations with its 17 municipal
governments, each led by locally elected officials. While not characterized by a large university presence,
the county supports higher education through Gwinnett Technical College and Georgia Gwinnett
College. In contrast to Athens-Clarke County’s unified city-county government and smaller geographic
footprint, Gwinnett’s expansive jurisdiction and multi-municipal landscape underscore a more
decentralized model of public administration.

Looking beyond regional peers, Macon-Bibb County, with 157,346 residents and a land area of 254.9
square miles, operates under a consolidated city-county “strong mayor” system. The mayor serves as the
chief executive and collaborates with nine commissioners who form the legislative body. The county’s 25
departments and array of external agencies are supported by a proposed FY26 budget of over $219
million. With three higher education institutions enrolling about 19,000 students, the county shares
similarities with ACC in its student-driven service model. In addition, Macon-Bibb must also contend
with significant socioeconomic challenges, including a poverty rate of 24.8% and a median household
income of $50,747, both of which shape budgetary priorities and service delivery strategies.

Columbus-Muscogee County, Georgia’s first city-county consolidated government, spans 221 square
miles with a population of 205,000 and operates under a mayor-council structure. Its proposed FY26
budget totals nearly $392 million—up 6.99% from the previous year—and includes $207 million in
General Fund revenue. The county is home to Fort Benning Army Base with 120,000 soldiers and
associated population, as well as Columbus State University, serving around 8,000 students who
contribute to both the economy and civic life. Governed by a mayor as chief executive and a ten-member
city council as the legislative body, Columbus-Muscogee represents a matured example of city-county
consolidation on a larger scale than ACC.
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Barrow County

Population: ~93,000

o Government: Commission -
County Manager

Land Area: 163 sq. mi.
Municipalities: 6

Gwinnett County
Population: ~1,020,000

« Government: Commission - County
Administrator

Land Area: 437 sq. mi.
Municipalities: 17

Jackson County
Population: ~89,000

« Government: Commission -
County Manager

Land Area: 343 sq. mi.
Municipalities: 7

Athens - Clarke County

« Population: ~ 129,000

« Government: Commission - County
Manager

Land Area: 122 sq. mi.
Municipalities: 0

Columbus - Muscogee County
Population: ~ 199,000

Government: Commission - County
Manager

Land Area: 221 sq. mi.
Municipalities: 0

City of Savannah
« Population: ~ 150,000

« Government: Council - City
Manager

Land Area: 78 sq. mi.
Municipalities: N/A

Macon - Bibb County

Population: ~157,000
Government: Commission -
County Manager
Land Area: 255 sq. mi.
Municipalities: 0

Bulloch County
Population: ~ 81,000

o Government: Commission -
County Manager

Land Area: 700 sq. mi.
Municipalities: 4

Figure 15: Similar, In-State Jurisdictions
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Out-of-State Comparisons

Nashville-Davidson County, Tennessee operates under a consolidated metropolitan government serving
over 715,000 residents across 475.9 square miles. The administration is led by a mayor and a 40-member
Metropolitan Council, overseeing more than 50 departments and agencies responsible for services
including public health, transportation, water, and information technology. Vanderbilt University and
other higher education institutions contribute approximately 100,000 students to the local population,
reinforcing the county’s role as an academic and research hub. With a median household income of
$75,664 and a poverty rate of 14.13%. The Fiscal Year 2026 operating budget totals approximately $3.8
billion, with major allocations directed toward education (36.39%), public safety and justice (21.07%),
and general government operations (11.5%). Revenue is primarily generated through property taxes
(57.04%) and local sales taxes (19.41%), supporting initiatives in transit, school safety, health services,
and affordable housing.

Louisville-Jefferson County, Kentucky operates under a consolidated city-county government model,
serving approximately 631,890 residents across 398 square miles. The administration is led by a mayor
and a 26-member Metro Council, overseeing around 30 departments responsible for services such as
Public Works, Economic Development, Health and Wellness, and Public Safety. The University of
Louisville and other local colleges contribute approximately 40,000 students to the overall population.
With a median household income of $64,731 and a poverty rate of 13.5%. For Fiscal Year 2026,
Louisville Metro adopted a $1.2 billion operating budget—an 8% increase over the previous year—
driven by higher-than-expected tax revenues and a $50 million surplus. Key investments include
expanded funding for parks, first responders, affordable housing, and homelessness services, alongside a
$25 million increase to the Louisville Metro Police Department’s budget.

Louisville - Jefferson
County

« Population: ~ 641,00

« Government:

Commission - County

Administrator

« Land Area: 399 sq. mi.

Leon County, Florida, which includes the state capital of
Tallahassee, operates under a commission-administrator model
serving 292,198 residents across 668.4 square miles. A seven-
member Board of County Commissioners sets policy direction,
while a County Administrator manages daily operations across

approximately 20 departments, including Emergency Services, ( Nashville - Davidson

County
Sustainability, and Community and Media Relations. The | - Population:=700.000
« Government: Commission
, D . . o
county’s population is significantly shaped by its academic \  Mevr - o e

ounty
« Population: ~ 129,000
« Government: Commission
- County Manager
« Land Area: 122 sq. mi.

institutions—Florida State University, Florida A&M University,
and Tallahassee Community College—which collectively enroll
over 64,000 students. Despite its institutional strengths, Leon
County faces fiscal constraints, with a median household income
of $65,074 and a poverty rate of 20.4%. For Fiscal Year 2026, —
the county adopted a $400 million budget, supported by a 7.8% - Popaon: ~300000

increase in taxable property values without raising the millage - County Administrator
. . . « Land Area: 702 sq. mi.
rate. Key allocations include expanded funding for affordable -

housing initiatives, infrastructure projects, and a fourth
consecutive 5% across-the-board pay raise for county employees. Figure 16: Similar, Southeast Jurisdictions
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Overall Points of Interest

During the course of this audit, the theme that emerged is that ACCGov is highly centralized in some respects,
hybridized in some, and completely decentralized in others. While the scope and time constraints of this audit do
not permit investigation of all processes which are currently decentralized, the following is a partial list of services,
processes, tasks and resources found to be decentralized which may warrant further analysis to evaluate the cost-
effectiveness of centralizing and standardizing across ACCGov, should that be the format ultimately be pursued by
management.

. Accounts receivable (i.e., payments of bills, taxes and fees by the general public)
. Audio-visual equipment, setup, maintenance and technical help

. Branding

. Community education

. Community engagement

. Community (private & non-profit) partnerships

. Customer service

. Employee recognition

. Event management

. General administrative and clerical tasks (Munis, Payroll, etc.)

. Strategic and other long-term planning

. Security

. Software licensing

. Training (e.g. general onboarding, position-specific, continuous improvement)
. Translation services

Data Collection, Accessibility & Transparency

The unification of the City of Athens and Clarke County occurred almost simultaneously with the beginning of
the transition to the digital age. It is evident that the merger of the two separate administrative systems, along with
changes brought about by moving to digital platforms, has created significant inconsistencies in data collection
and storage. Furthermore, migrating to, and training staff on, different digital platforms has been a significant
task for all departments and the organization as a whole over the past three decades. The continual evolution of
digital platforms, and the limitations of ACCGov’s data handling processes has impacted the development of this
report due to significant time and effort used in reconciling data points from various internal sources.

The Organizational Development Department (OD) is currently tasked with the compilation of organizational
(org) charts. This annual process entails each department submitting its updated org chart, with the director’s
signature, to OD, which then compiles the charts, proofreads for spelling and grammar, and sends to the
Manager’s Office for signature. Once signed by the manager, the updated charts are posted on the OD webpage
and the TakeAim LMS platform. It is unclear as to whether there is a specific date annually on which the updated
charts should be posted. Operational Analysis staff obtained copies of the most current org charts from OD and
compared them with a report of approved positions obtained from Human Resources (HR). In 13 departments’
org charts, data did not align with the HR report.

Beyond the org charts themselves, OA staff found other inconsistencies among data sets including the Finance
Department’s Annual Budget publications, the ACCGov website managed by the Communications Department,
Munis reports generated by HR, and information requested from the departments themselves. Among these
sources, there were differences in department naming, employee title descriptions, number of employees, and
administrative reporting structure. It appears likely that these inconsistencies are a result of the hybrid
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CONCLUSION |

centralized/decentralized manner in which ACCGov generally operates. While OD is tasked to be the central
clearinghouse for updating the org charts annually, there is not an established process for assuring the content
submitted by the departments on the org charts they create/update is aligned with the HR and other records. It can
be inferred that a lack of definitive data sets, as well as the absence of ownership of related processes, create
significant indirect costs to the organization through errors and inefficiency. The lack of defined process also likely
stems from the fact that there is not a defined purpose for exercise. That is, are the org charts currently compiled by
OD primarily meant to be for internal or external use, and specifically for what audience? The need of the
Manager’s Office to understand the structure of each individual department can be different from the needs of the
legislative body, the media, or the general public. All of these users would be viewing the charts in a capacity
different from how internal users, especially the departments themselves, might be using the charts. This speaks also
to the current absence of visual consistency among the charts, as well as pertinent information which is not
included, such as the physical locations of departments and divisions (which can be particularly useful in the case
of departments spread among several locations/facilities.) Research indicates that the Performance Pro employee
evaluation platform and Munis are both capable of creating org charts which may fulfill some of these needs.

While the current system of allowing departments to handle the creation of their own org charts creates certain
efficiencies due to departmental staff’s familiarity with their own structure, this decentralized structure lacks
consistency, thoroughness and purpose.

Budget Development Timeline & Organizational Impact

ACCGov has an annual budget cycle, with the fiscal year running from July 1-June 30. “Budget Season”
commences in October and is technically complete with the adoption of the budget by commission vote, usually in
June. However, much housekeeping must be done well into the new fiscal year to finalize the adopted budget,
making the cycles nearly a year-round process. (While outside the scope of this audit, there are many examples of,
and literature regarding jurisdictions which run on a biennial budget cycle, although an annual cycle is currently
required by the state of Georgia.)

The current budget preparation structure requires that the Manager’s Office conduct meetings with the 25 offices
which report administratively to that office. There are then an additional 15 meetings held jointly with the
Manager’s Office and Mayor’s Office in order to review the budget requests of the constitutional, legislated and
charter offices. The budgets of the Manager’s and Mayor and Commission’s Offices must also be considered.
Therefore, more than 40 meetings are held annually requiring the highest levels of the Manager’s Office, Budget
and Strategic Analysis Department, Human Resources Department, and each of the individual departments and
offices, as well as representatives of the mayor and commission in some cases. Although the direct (salaries) and
indirect (time, resources) costs used in this meeting is proportional to the number of departments within the
organization, this may be outweighed by the advantages of the annual opportunities to meet face-to-face in this
formalized setting to evaluate budgetary priorities and concerns. However, management could consider the regular
interaction that occurs with departments as a venue to provide understanding of present and proposed budget
changes over the course of an extended outlook that aligns with the strategic plan duration and anticipated
structural capacity of staff and services provided.

Alignment with Purpose, Mission & Strategic Plan
Since 1998, the budget document of ACCGov contains, on its first page, Athens-Clarke County Mission
Statement, adopted by the mayor and commission on Nov. 4, 1997:

| Athens-Clarke County, an open and responsive government, will facilitate a positive environment for individuals to obtain a high |
€€ quality of life and local organizations to achieve success by providing innovative, high-quality services and responsible stewardship 9

| of the community's resources, to benefit current and future generations. |
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Each department also includes within the budget document its own mission statement, with most departments also
listing goals and objectives in various formats, as well as performance measures (statistics and metrics). Each
department’s staffing levels (prior and current year actual, requested level and approved level) are also included.

The above elements would seem to indicate that the organization’s structure is continually monitored to assure
maximum value is delivered in fulfilling the county’s mission. This investigation, however, has noted gaps in the
information presented and used to develop the budget. Without certain vital information connecting a
department’s mission, staffing and measurable results, a department’s structure—and in fact the structure of the
organization as a whole—can stray from its stated mission and ultimately become less effective in stewarding the
resources with which it is entrusted. Some of the gaps noted in the budget development process are:

. There is an absence of demonstrable measures to assure alignment of departmental structure with its mission
and budget request. That is, each department lists a mission statement, goals, objectives and performance
measures, but there is no narrative or quantitative indicator of how the department’s structure is built and
funded to satisfy a clearly defined purpose.

. Part-time and contracted staff, and overtime expenditures, are not fully integrated and/or clarified within the
budget process and documentation, leading to what can be a skewed analysis of a department’s true staffing
capacity. That is, while these numbers are submitted with other budget request materials, there does not seem
to be a system or formula in place for translating these amounts into a measurement of impact on a
department’s core mission.

. Specific programs and responsibilities (temporary or permanent) assigned to, or removed from, a department
since the last budgeting cycle which might alter its capacity to perform its core mission are not fully analyzed.
While dollar amounts and explanations for new initiatives are included in the budget request process, and the
“Budget Highlights” for each department give some insight into specific programs and responsibilities, there
does not appear to be an established manner of establishing performance metrics, nor for assuring alignment
with staffing levels and structure.

The Path Forward

There are immense complexities involved in creating an organizational structure which is efficient, effective and
able to meet the demands placed on a local government in attaining the goals of its strategic plan. The one
constant is change. However, the negative effects of adjusting to change can be turned into positives, so long as the
need for re-assessment is built into the structure itself. ACCGov has, probably since its inception, relied heavily on
position-specific, decentralized processes instead of adopting broader, centralized systems and prioritizing a
modicum of standardization which has the potential to yield economy of scale. It is up to the executive and
legislative leaders to decide if they have an appetite to explore and possibly adopt processes which are built into
regular cycles of the government function. Such initiative could objectively prioritize and measure the
effectiveness and efficiency of the processes and procedures, and in turn the organizational structure of ACCGov.
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APPENDIX

Appendix A
Department Organizational Charts

For Appendix A.1-A.47, OA staff obtained the most current organizational charts from the Organizational
Development (OD) Department. These charts were originally submitted by each ACCGov department, office, or
court prior to the adoption of the FY26 budget. OA staft verified the accuracy of the information and made
revisions only when discrepancies were identified between the submitted materials and the publicly available
FY26 budget. Minor edits were also made to select charts to enhance clarity. Each departmental organizational
chart includes three key elements: the department’s self-stated mission as presented in the FY26 budget, its
approved FY26 budget allocation, and the percentage of that allocation dedicated to employee compensation.

To analyze compensation structures, OA staff applied a consistent framework across all departments reporting to
the Manager’s Office, with the exception of public safety. For these departments, OA staff identified pay grade
tiers based on span of control and internal hierarchy, referencing the List of Authorized Positions from Human
Resources, organizational charts from Organizational Development, and the FY26 Pay Plans of the Unified
Government of Athens-Clarke County. Public safety departments—Fire, Police, and Corrections—were assessed
separately due to their participation in the Public Safety Pay Plan and use of distinct classification systems.

To categorize compensation levels across departments, OA staff applied a tiered pay grade structure:
 Tier 1: Grades 106-115
« Tier 2: Grades 116-125
 Tier 3: Grades 126135

These tiers generally reflect increasing levels of responsibility and seniority. In some departments, this structure
aligns with step-based classifications (e.g., Planner I, II, I1I), though titles and progression may vary by role and
department.

Public safety departments—specifically Fire, Police, and Corrections—use a parallel classification system to
indicate career progression. While these classifications do not map directly to the Unified Government’s
numerical pay grades, they reflect similar tiers of responsibility and advancement. The table below illustrates this
alignment:

Department Tier 1 Tier 2 Tier 3
Fire FD1A-FD3A FD3F-FDSF FD6A-FD8F
Police PD1A-PD2B PD2G-PD4A PD4B-PDSH

Corrections

CR1A-CR2B

CR2C-CR4A

CR4B-CR5C

All three public safety departments participate in the Public Safety Pay Plan, which is tailored to operational roles
and progression within those departments. However, select personnel—typically those in specialized,
administrative, or support roles—may also fall under the Unified Pay Plan. This dual participation introduces
complexity for payroll, benefits administration, and HR operations, as it requires coordination across two
compensation systems with differing structures and advancement criteria.
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APPENDIX

Appendix A.1

AIRPORT 2

025

Director

v

Assistant Director

A 4 A 4
Firefighter (2 FT) Operations Technicians (1 FT)
v

Line Svc Technicians (8 PT)

Mission : To promote a safe, consistent, and efficient aviation environment;
provide quality aviation products and services; and serve as a catalyst in the
creation and development of aviation related industry in Athens - Clarke
County. The airport will strive for self-sufficiency through the development
and implementation of competitive rates and fees.

FY26 Budget (Airport Fund): $3,916,600
Percent Compensation: 21.98% ($860,900)

v

Airport Coordinator

—

Administrative Assistant II

| —

Customer Svc Techs (3 PT)

L —

Intern (1PT)

Paygrade tiers
by Department

FD1A-FD3A

25%

126-135

25% 116-125
12.5%

106-115
37.5%

v

Maintenance Technician

v

Maintenance Tech (1 PT)

Total Authorized
Positions

8 Full-time
12 Part-time
1 Intern




APPENDIX

Appendix A.2

ANIMAL SERVICES
2025

— Foster Coordinator

Volunteer Coordinator

L . Admin Assistant III
. Director ]— \_/ -
) N
N . ACO's
| Field Supervisor >
. i . 5 Full Time
\ J
. Care Taker
1 Part Time
—>| Operations Coordinator
- Care Taker
5 Full Time
J

Paygrade tiers
by Department

126-135
116-125 6.3%
12.5%

Mission: We are Athens-Clarke County Animal Services, an
open admission shelter and compassionate team of animal
welfare professionals. Through our Adoption Center, we
provide quality care and seek positive outcomes for all
animals that come through our doors. Through our Field
Services, we aim to protect community members and
neglected animals by enforcing laws and educating the
public. We are a resource for our community and work to
keep people and their pets together where possible

Total Authorized Positions
16 full-time
1 part-time

FY26 Budget: $1,677.600

Percent Compensation: 64.55% ($1,083,000) 106-115
81.3%




APPENDIX

Appendix A.3

ATTORNEY'S
OFFICE 2025

v

Deputy Chief Attorney

A\ 4

Senior Attorney

Chief
Attorney
Legal Assistant
A 4
Deputy Chief Attorney

— (VACANT)
I
__________________________ it
\ 4 |
Senior Attorney I
I
I
I
: |
4 Investigator M — ]

Mission: The Athens-Clarke County Attorney's Office provides legal services to Unified Government of Athens-
Clarke County through its representation, including the Mayor and Commission, the Manager, Constitutional
Officers, and all other Departments and Divisions of the Athens-Clarke County Government. The Attorney's Office
handles legal matters, including instituting and defending lawsuits except for lawsuits covered by liability
insurance. The Office communicates with the Justice Department and other Federal and State agencies to keep
the Athens-Clarke County government in compliance with Federal and State laws and regulations. The Attorney's
Office researches and drafts proposed local legislation concerning Athens-Clarke County. In addition, the Office
researches and drafts ordinances and resolutions to be considered for adoption by the Mayor and Commission.
The office drafts or reviews all contracts and deeds to be executed or accepted by the government. A
representative of the Attorney's Office attends all meetings of the Mayor and Commission, Planning Commission,
Historic Preservation Commission, Hearings Board, and Board of Tax Assessors, as well as Commission work
sessions and committee meetings.

FY26 Budget: $1,069,100
Percent Compensation: 85.06% ($909,400)

Total Authorized Positions

6 Full-time
1 Part-time
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APPENDIX

Appendix A.4

BUDGET & STRATEGIC
ANALYSIS 2025

Budget & Strategic Analysis

Director
A 4
GIS Coordinator
v \ 4 v
Assistant Director Performance Management Data& Outcomes
Analyst Coordinator (ARPA)
l A 4
Sl BUrg R el Open Data Specialist

Sr. Budget Analyst

GIS Fellow (PT)

Budget Analyst

Paygrade tiers
by Department

126-135
22.2%

Mission: Coordinate the preparation and presentation of the annual Capital
and Operating budgets, data analysis and governance, strategic planning and
measurement of performance outcomes in a transparent and easy-to-
understand format. . L
Total Authorized Positions

116-125 9 Full-time, 1 Part-time
77.8%

FY26 Budget: $1,102,600
Percent Compensation: 79.28% ($874,100)
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APPENDIX

Appendix A.5

BUILDING INSPECTION

2025

A 4

Construction Division
Administrator

\ 4 JV

Building Inspections Director

Building Code Analysts Senior Building Inspectors
(4) (2)

A 4

Sr. Administrative Assistant

\4

Building Inspector |

v

Permit Technician Il

v

Permit Technician |

(2)

v

Permit Technician P/T

Mission: The Athens-Clarke County Building Permits and Inspection Department exists for the
purpose of protecting the public's health, safety, and general welfare. We accomplish this by
ensuring compliance with adopted codes that regulate structural strength, stability, sanitation,
lighting, ventilation, fire safety, and other hazards associated with construction, alteration,

removal, demolition, use, or occupancy of buildings, structures, or property.

FY26 Budget (Building Inspection, General, Affordable Housing, and Water & Sewer

Funds): $3,171,100
Percent Compensation: 78.22% (2,480,400)

Capital Budget: $35,000

46.2%

116-125

A 4

Code Enforcement
Administrator

A\ 4

)

Administrative Assistant 111

!

Code Enforcement Officers IV

3)

Records Clerk

v

Paygrade tiers
by Department

126-135
3.8%

106-115
50%

Short Term Rental
Code Enforcement Officer IV

\ 4

Code Enforcement Officer Il

v

Code Enforcement Officer |

(5)

Total Authorized Positions
26 Full-time 1 Part-time

alysis Office

Operational




APPENDIX

Appendix A.6

Capital Projects
2025

Capital Projects
Director

v v v v

Accountant Accountant Program Support Specialist Program Support Specialist

A 4

Accountant - PT

Paygrade tiers
by Department

126-135
20%

106-115
40%

Mission: This department was established by the Mayor & Commission during the FY25 budget
process. Departmental Mission & Goals and Performance Measures are being developed.

Total Authorized Positions

FY26 Compensation (based on active TSPLOST & SPLOST allocations): $313, 797.16 ! '
5 Full-time 1 Part-time

116-125

40%




APPENDIX

Appendix A.7

CENTRAL SERVICES 2025

Central Services Director

S

v I ————

Operations Analyst Administrative Assistant IIT Assistant Director

Workforce Development
Coordinator

Radio System Coordinator

v 1

v

v

Fleet Administrator

Facilities Administrator

———

Records Clerk

Internal Support
Administrator

! I

v

\

Radio Systems Analyst

Landscape Administrator

Administrative Assistant IT v v v v
Fleet Resource Coordinator Shop Foreman Administrative Assistant IT Equipment Mechanic
Y > Sup ervisor
Building Service Supervisor Records T
v — v v
2 Y Administrative Assistant II Automative Mechanic Community Forester Horticultural Apprentice
. ) ) ) (4 Full-time positions) (1 Part-time position)
Facilities Service Workers Mail Courier
(8 Full-time positions) v v A 4
. . . . Operations Coordinator
P—— 3 Fleet Apprentice Specialty Equip. Mechanic
Bldg Automation Coordinator Parking Attendants (1 Part-time position) (2 Full-time positions) :

(6 Part-time positions)

7
Y

b
Electricians I & II Print Shop Supervisor Print Shop Tec} -
(3 Full-time positions) ] R.0.W. Supervisor
-
Locksmith (2)FT Plumber I positions I —
(2)FT Plumber II positions Landscape Crew Leaders
Carpenters (7 Full-time positions)

v (4 Full-time positions)

HVAC Technici I&II 9V

Operations Coordinator
Plumbers, Carpenters, HVAC

——

Operations Coordinator

(3 Full-time positions)

Facilities Maint Supervisors

Maint Super, Maint Techs,
Rehab Crew

(2 Full-time positions)

Grounds Workers
(6 Full-time positions)

A 4

A 4

Parks Supervisor

Buildings Supervisor

—

Landscape Crew Leaders
(7 Full-time positions)

—

Landscape Crew Leaders
(6 Full-time positions)

v

P

Grounds Workers
(6 Full-time positions)

Grounds Workers
(6 Full-time positions)

P /

_———V

Facilities Maint Technicians
(4 Full-time positions)

Grounds Workers
(3 Temp Labor-Rehab Crew)

I

Mission: To provide our customers, both public and internal, with efficient and
cost-effective high-quality services which meet or exceed their expectations
and which promote the image of the Unified Government and the Athens-
Clarke County community.

Maint Tech Rehab Crew
(3 Full-time temp positions)

Total Authorized
Positions
100 Full-time 8 Part-
time 4 Seasonal + 3 Full-
time temp

FY26 Budget (General, Hotel/Motel, Internal Support, and Fleet
Management Funds): $19,291,900
Percent Compensation: 36.31% ($7,004,000)

Capital Budgets (Fleet Management, Fleet Replacement, Hotel/Motel,
Internal Support): $7,715,400

Operational

alysis Office

Grounds Workers
(4 Temp Labor-Seasonal)

116-125
25.2%

Paygrade tiers
by Department

126-135
1.9%

106-115
72.8%




APPENDIX

Appendix A.8
CLERK OF COURTS 2025

Clerk of
Court

v v

| Office Assistants Chief Deputy Clerk

Budget Specialist
(3 Part-time positions)

_,l

v v v v

Senior Deputy Clerk Senior Deputy Clerk Senior Deputy Clerks Deputy Clerk, Lead
Jury Real Estate Criminal (2 Full-time position) Civil
v v v v
Court Clerk Deputy Clerk Deputy Clerks Deputy Clerk
(5 Full-time positions)

v A 4 A 4

Court Clerk Court Clerks

| Do Cleil (4 Full-time positions)

Mission: To effectively and efficiently file and record all proceedings, actions, orders and

minutes and to perform all duties and functions mandated by law, of the Superior and State Total Authorized Positions
Courts of Athens-Clarke County and to protect and secure all records entrusted therein. 22 Full-time
3 Part-time

FY26 Budget: $1,787,200
Percent Compensation: 77.65% (1,397,000)
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APPENDIX

Appendix A.9

COMMUNICATIONS
2025

Communications Director

v v v v

Visual Communications Video Production Coordinator Community Engagement Digital Services Coordinator
Coordinator Coordinator

\ 4

Program Support Specialist
(1 Part-time)

A 4

Communications Interns
(2 Part-time)

Paygrade tiers
by Department

126-135
20%

Mission: The Communications Office provides clear and open communications through a
variety of outlets about the government's goals, activities, and services and coordinates and
collaborates with other departments' communication staff.

Total Authorized Positions
5 Full-time
3 Part-time

FY26 Budget (General and Grants Funds): $802,400
Percent Compensation: 72.15% ($578,800)

116-125
80%
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APPENDIX

Appendix A.10

COOPERATIVE
EXTENSION 2025

Administrative Assistant III. | _ Cooperative Extension
1 Full-time ACC Gov Position |~ Director
v v v
4-H PROGRAM FAMILY & AGRICULTURE &
CONSUMER SCIENCES NATURAL RESOURCES
\ 4
. ) v A 4
Cooperative Extension Agent ] ]
ACC: 26% UGA 74% County Extension Agent County Extension Agent
ACC: 28% UGA: 72% ACC: 32% UGA: 68%
A 4 \ 4 A 4
Program Assistant SNAP-ED Program Assistants Program Assistant
ACC: 46% UGA: 54% 2 Grant Funded Positions ACC: 42% UGA: 54%
\ 4

Program Assistant
1 UGA Part-time 100%

Mission: The mission of UGA Cooperative Extension is to extend lifelong learning to
the people of Georgia through unbiased, research-based education in agriculture, the
environment, communities, youth and families. Cooperative Extension provides

education and information for all citizens of Athens-Clarke County in the areas of Total Authorized Positions
Families, Food & Nutrition, Agriculture, Horticulture, & the Environment, and Youth 1 Full-time
Development. 2 Grant-funded

FY26 Budget: $301,900 1 UGA Part-time funded
Percent Compensation: 73.89% ($223,000) (5 Other FT Positions UGA/ACC Funded)

Operationa alysis Office
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Appendix A.11

CORONER
2025

| Coroner

|
v v

| Deputy Coroner | Deputy Coroner

Mission: Our mission is to fulfill the statutory requirements of the Coroner's Office of Athens-

Clarke County in a manner that is professional, efficient and compassionate to the citizens of

Athens-Clarke County.

FY26 Budget: $167,400 Total Authorized Positions
Percent Compensation: 63.81% ($106,800) 3 Part-time

Operational Analysis Office
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Appendix A.12

CORRECTIONS
2025

Corrections Director

v

Deputy Director

v

Correctional Corporal

v

Diversion Center Supt.

v v v v
Counselor Correctional Corporal Correctional Corporal Diversion Center
Case Worker
A 4 A 4 A 4 A 4
Correctional Sergeant Correctional Lieutenant Diversion Center Social Worker
Case Worker (1 Part-time position)
v v B
Correctional Officer Correctional Sergeants Correctional Lieutenant
(1 Part-time position) (5 Full-time positions)
I I
v v v v

Correctional Corporals
(12 Full-time positions)

Correctional Officers
(5 Full-time positions)

Correctional Corporals
(8 Full-time positions)

Correctional Officers
(5 Full-time positions)

Paygrade tiers
by Department

CR2C - CRAA 1146;/25
12.5% 270

Mission: The mission of the Athens-Clarke County Department of Corrections is
to provide a humane and safe environment for staff, offenders, returning citizens,
and the community at large through the use of modern correctional management
techniques and supervision.
FY26 Budget (General, Corrections Inmate, and Grants Funds): $5,720,200 Total Authorized Positions

Percent Compensation: 80.55% ($4,607,600) 48 Full-time

2 Part-time
CR1A -CR2B

75%
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Appendix A.13

DISTRICT ATTORNEY

2025

District Attorney
State -Paid

— ¥ v v v
Ch'ftﬁsfr:zta?;g /Smd Chief Investigator Office Manager Director of Victim Services
y R County Paid State -Paid State -Paid
State-Paid
A 4 \ 4
14 ADAs 2 Record Clerks v
[7 County-Paid, 7 State-Paid] \ 4 County Paid 8 Victim Advocates
Senior Investigator [1 State-Paid, 4 County-Paid, 3
County Paid Grant-Funded County-
ii l Reimbursed]
Community Outreach Director PT Data & Outcomes
County Paid Specialist
! County Paid v
. Legal Assistant
4 Inyestlgators _ County Paid
[1 State-Paid, 3 County-Paid]

Mission:The Western Judicial Circuit District Attorney's Office serves our community
by ensuring that justice is served for victims, the rights of all involved in the criminal
justice process are respected, and the laws of the State of Georgia are applied fairly
and equally to all people in our community. We are focused on delivering justice in the
most serious felony cases so that those who hurt others in our community are not able
to do so again while also seeking outcomes in non-violent cases that help limit repeat
contact with the criminal justice system. We are committed to working with law
enforcement partners, community organizations, and individual citizens to continually
improve the safety and strength of our community.

FY26 Budget (General, Grants, and Special Programs Funds): $2,441,500
Percent Compensation: 87.85% ($2,144,800)

Total Authorized Positions:

36 Full-time [23 County-Paid, 13 State-Paid]

1 Part-time
9 Supplemental

Operational Analysis Office
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Appendix A.14

ECONOMIC DEVELOPMENT 2025

Economic Development
Director

v v v v v

Small Business & Business Development & Workforce Development Site Development Data & Research
Entrepreneurship Coordinator Incentives Coordinator Coordinator Services Coordinator Coordinator
Paygrade tiers

by Department

126-135
Mission: To facilitate economic growth by supporting businesses and industries interested in 16.7%
developing, locating, and growing in Athens-Clarke County by providing needed resources,
assistance, and connections. To identify and recruit economic development opportunities
that support and enhance Athens-Clarke County's quality of life, increase our tax base, and
provide opportunities for sustainable employment and wages for workers. To serve as an
active partner in workforce development in Athens-Clarke County by increasing awareness of
and access to lifelong learning opportunities that help residents develop high-demand skills
for sustainable employment.

Total Authorized Positions

6 Full-time
FY26 Budget (General, Hotel/Motel, and Special Programs Fund & Tax Allocation
Districts): $930,500
Percent Compensation: 64.68% ($601,900) 116-125
83.3%

Operationa alysis Office
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Appendix A.15
ELECTIONS 2025

Interim Director ; Elections Assistant II
Elections Department Elections Coordinator
\ 4
Administrative Assistant ITT l

Elections Clerks I
(4 Part-time permanent positions)

Elections Assistant Elections Assistant
ABSENTEE/ORR REGISTRATION/OFFICE v

Poll Coordinators
(30 Part-time seasonal positions)

v
Elections Clerk II

(1 Part-time permanent
position) Elections Clerks I
(4 Part-time permanent A 4
pos it ions) Assistant Poll Coordinators
(70 Part-time seasonal

positions)
\ 4

Poll Clerks

(200 Part-time
b deti seasonal positions)
aygrade tiers

by Department

126-135
16.7%

Mission: The mission of the Athens-Clarke County Elections and Voter

Registration Office is to provide excellent election services: We ensure

accessibility for all voters, protect the integrity of votes, and maintain a

transparent, accurate and fair process in which Athens-Clarke County

voters have confidence. As trustworthy stewards of the Elections and

Voter Registration Department’s Budget, we provide the best possible 116-125
election experience for the voters and candidates of Athens-Clarke 16.7%
County and produce trusted results that reflect the will of eligible Athens-

Clarke County voters.

Total Authorized Positions
6 Full-time
9 Part-time Permanent
300 Part-time Seasonal

106-115

FY26 Budget (General and Grants Funds): $1,601,600 66.7%

Percent Compensation: 76.06% ($1,218,400)

Operationa alysis Office
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Appendix A.16

FINANCE 2025

Finance Director

v

Assistant Finance Director

2

v

v

v

Treasurer

Administrative Assistant III

Financial Svcs Administrator

FMIS Developer

v

Financial Support Supervisor

—

Financial Support
Specialist II (3)

P 4

Financial Support
Specialist I (2)

. 4

Administrative Assistants I

A 4

Accounting Administrator

v

Purchasing Administrator

v

v

N 4

A 4

Senior Buyer (2)

Sourcing & Contract
Coordinator

Senior Accounting Analyst

——

Accountng Analyst (2)

Accountant (2)

—

Community Busi Proc Coord

Vv

Senior Buyer (2)

(2 PT positions - Vacant)

Paygrade tiers
by Department

126-135
12% 106-115
24%

Mission: The Finance Department supports the Manager's Office by
guiding the government's financial operations. It employs conservative
fiscal policies emphasizing financial stability and resilience. The
department collects and processes data, advises management in
financial matters, provides information to various stakeholders, monitors
expenditure and revenue trends, and provides various financial reports.

Total Authorized Positions
25 Full-time
2 Part-time

FY26 Budget: $2,775,500
Percent Compensation: 91.89% ($2,550,900)

116-125
64%
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Appendix A.17

Fire Department
2025

Fire Chief

| ' !

Administrative

Assistant 1T Deputy Chief EMA Coordinator
Administrative Assistant
II
A 4 + +
Division Chief Battalion Chief/Fire Battalion Chief of Support
: Marshal Svcs
East Battalion Chiefs West Battalion Chiefs Administrative Eiw /A t
3) 3) Training Captain Assistant II Ire Apparatus
Supervisor
I | — '
Captains EMS Field Captains Administrative Captain/Asst. Fire
(6)  Supervisors (3) (6) Assistant I Marshal
; } ' :
Lieutenants Lieutenants Training Lieutenants Sergeants ( 3)
15 12 Fire Marshal's Office .
(15) (12) @) Paygrade tiers
l l l by Department
Sergeants Sergeants Training
(21) (15) Sergeant FD6A - FD8F
l l 4.9%
Corporals(16) Corporals(14) Mission: Athens-Clar_ke (_Zounty_Fl_re & Emergency Services
s s Department takes pride in providing prompt,
Firefighters (35) Firefighters (31) . = .
dependable, and professional services to reduce the impact of
emergencies in our community with FD3F - FD5F
Total Authorized Positions dedication to education and training. 37.9%
202 Full-time
1 Part-time FY26 Budget (General and Building Inspections Fund): FD1A - FD3A
$21,300,700 54.2%

Percent Compensation: 88.95% ($18,919,400)

Capital Budgets (Building Inspection): $350,000

Operational Analysis Office
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Appendix A.18

HOUSING & COMMUNITY

DEVELOPMENT 2025

Director

Assistant Director

Community
Impact
Administrator

Administrator

Compliance Housing

Community
Impact Specialist

Community
Impact Specialist

Compliance

Analyst

Development

Community
Development
Specialist/AHED

Community

Program Support
Analyst Il

Specialist

e
Affordable Community
Housing Development

Administrator

Coordinator

Administrator

—

———————
Community
Development
Coordinator

—_—

Community Community Community
Development Development Development
Specialist/LHR Specialist Specialist/CoC

Community Impact Division ‘

‘ Compliance Division

Mission: The Housing and Community Development (HCD) department
provides funding for the creation and rehabilitation of affordable
housing, fosters and coordinates services for disadvantaged
populations, and promotes economic mobility among residents of
Athens-Clarke County.

FY26 Budget (General, CDBG, HOME, Affordable Housing,
Supportive Housing, and Special Programs Funds): $5,790,700
Percent Compensation: 23.06% ($1,335,400)

Program Support

Housing & Economic Development
Division

Community Development Division

Analyst

Paygrade tiers

by Department
126-135 106-115
11.1% 11.1%

116-125
77.8%

18 Full-Time Positions
1 position submitted and approved for
reclassification (Admin Asst Il reclassified
to Program Support Analyst )

alysis Office

Operational
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App

endix A.19

HUMAN RESOURCES 2025

HRIS Developer

Administrator
Compensation & Payroll

HR Coordinator
(2 full-time positions)

Payroll Specialist
(1 full-time position)

SR Administrative Assistant P H R Direct
(1 full-time pOSitiOn) < umah Resources Director
Records Clerk - P/T
(4 part-time positions) Assistant Director
\4
Administrator Administrator Administrator
Employment & Employee Safety & Risk Division Benefits & Wellness Division
Relations
] HR Coordinator HR Coordinator
HR Coordinator (2 full-time positions) (1 full-time position)
(1 full-time position)
HR Generalist SR HR Generalist
SR HR Generalist (2 full-time positions) (2 full-time positions)
(1 full-time position)
HR Generalist
HR Generalist (2 full-time positions)
(3 full-time positions)

Mission: The Human Resources Department works in
partnership with the Unified Government to recruit, retain,
and reward an engaged, prepared, and committed
workforce to serve the citizens of Athens-Clarke County in
an environment of diversity, equity, inclusion, excellence,
responsiveness, transparency, and fairness.

FY26 Budget (General, Special Programs, Insurance &
Claims, Health Insurance Funds): $4,229,300
Percent Compensation: 65.63% ($2,821,100)

Wellness Coach - P/T
(3 part-time positions)

Records Clerk -P/T
(1 part-time position)

Total Authorized Positions
26 Full time
8 Part time

Paygrade tiers
by Department

126-135 106-115
11.5% 7.7%

116-125
80.8%
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Appendix A.20

INFORMATION
TECHNOLOGY 2025

Chief Information

Officer
Administrative Assistant IIT Project Coordinator
Assistant Director IT Systems Coordinator IT Systems Coordinator
v v v
Systems Analyst II IT Systems Coordinator Systems Analyst IT Systems Analyst IT
(5 Full-time positions) (2 Full-time positions)
A A *7 y y
Systems Analyst I Systems Analyst IT Systems Analyst I Systems Analyst I
(3 Full-time positions)
y——— Yy
Systems Analyst Systems Analyst I
(2 Full-time positions)
\ A Paygrade tiers
IT Support Technician by Department
(1 Part-time position)
126-135106-115

12% 1%

Mission: To empower the Athens-Clarke County Unified Government's responsible stewardship of
the community's resources by leveraging secure, effective technology, and quality support.

FY26 Budget (General, Grants, and Water & Sewer Funds): $5,511,200

Percent Compensation: 40.48% ($ 2,231,700)
116-125

Capital Budget: $400,000 84%

alysis Office

Operationa

Total Authorized Positions

25 Full-time
1 Part-time
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Appendix A.21

Juvenile Court 2025

Judge / Department Head
A\ 4
Judge
A 4 \ 4
Clerk of Juvenile Court =L Cooielios
\ 4
Deputy Clerk | Deputy Clerk (1 Part-time)
v

| Case Management Clerk

Mission: The purpose of Georgia's Juvenile Courts is to secure for each child who comes within the
jurisdiction of the court such care and guidance, preferably in with the family, as will secure the
moral, emotional, mental, and physical welfare of the child as well the safety of both the child

and the community. The intention of the General Assembly of Georgia in creating the juvenile code
is to strengthen and preserve family relationships, countenancing the removal of a child from the
home only when state intervention is essential to protect such child. (0.C.G.A. 15-11-1, Effective
January 1, 2014.)

The mission of the Athens-Clarke County Juvenile Court is to protect the well-being of the child
under the Court's jurisdiction, providing guidance and control as necessary, while balancing the
needs and best interest of the community, while fulfilling the intent of the newly rewritten
Juvenile Code. . .
Total Authorized Positions
FY26 Budget (General and Grants Fund) : $908,400 6 Full-time
Percent Compensation: 65.05% ($590,800) 1 Part-time

Operational Analysis Office
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LEISURE SERVICES 2025

I Director

Project Mgmt
Supervisor

L3 ¥ ¥
Administrative Grants Mgmt Operations Mgmt Assistant Director
Assistant IIT Analyst Analyst
Intern
3 ¥

Community Relations
Coordinator

Marketing
Specialist

Program ‘ | i

Leader

Mission: Leisure Services promotes lifelong recreation, cultural,
environmental, and educational opportunities for Athens-Clarke
County's diverse communities. We contribute to Athens' health and
wealth and wellness by providing connections to parks, facilities,
programs, and community.

FY26 Budget (General, Special Programs, and Grants Fund) :
$10,847,200
Percent Compensation: 73.32% ($7,952,700)

Capital Budget: $30,000

Total Authorized Positions
76 Full-time
96 Part-time
140 Seasonal Part-time

lysis Office

Facility & Maint Division Administrator Division Administrator Division Administrator
Supervisor Arts Nature Recreation
;s ¥
Maint Crew Leaders (5 Administrative Public Art Administrative Administrative
Full-time positions) Assistant IT Coordinator Assistant IT Assistant I

Maint Worker II (5

Full-time positions)

Facility & Program
Supervisior (3 Full-time )

Program
Leaders (3 Full-time

Program (5 Full-time)
Specialists.

Arf
Assistant

|

2 Interns

8 Part-time
Regular

Paygrade tiers
by Department

126-135
2.6%

116-125
59.2%

106-115
38.2%

Facility & Program
Supervisor (5 Full-time )

Supervisor (5 Full-time )

Facility & Program ‘

I — —
Program Leaders Program
(3 Full-time ) Leader IT
— H
Program Specialists Program Leaders (2 Full-
(5 Full-time ) time)

Park
Coordinator
Recreation Assistants (3
Full-time )

Program Specialists (9 Full-
time)
Recreation Assistants
(2 Full-time)

Counselor - Teens in Action
(20 Part-Time Seasonal)

Camp Directors (5 Full-
time Seasonal)

p— _
28 Part-time Regular Counselors (34 Full-time
32 Part-time Seasonal Seasonal)

53 Part-Time Regular
88 Part-Time Seasonal
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Appendix A.23

MAGISTRATE COURT 2025

Judge

v

A 4

v

Associate Judge

Clerk of Magistrate Court

Associate Judge

\ 4

A 4

A 4

Deputy Court Clerk, Lead

Deputy Court Clerk, Lead

Budget Specialist

\ 4

A 4

Court Clerk

Court Clerk

[

[

Court Clerk

Court Clerk

¥

Court Clerk

Total Authorized Positions
12 Full-time

Mission: The Mission of the Magistrate Court is to deliver justice to the citizens of Athens-Clarke County by:
(1) Ruling on disputed civil claims or approving mutual settlements in civil cases involving:

(a) Claims up to $15,000;

(b) Dispossessory proceedings between landlords and tenants;

(c) Abandoned motor vehicle foreclosures;

(d) Personal property foreclosures; and

(e) Garnishments.

(2) Managing preliminary matters in criminal cases by:

(a) Having a judge available 24 hours a day, seven days a week (including holidays) to consider requests for
the issuance of arrest warrants and search warrants in misdemeanor and felony cases;

(b) Conducting hearings seven days a week (including holidays) to set bail for persons arrested, including
the review of financial circumstances, and imposition of special conditions of pre-trial release;

(c) Communicating with victims of domestic violence and victims of other violent or sex crimes to
determine safety issues prior to consideration of bail;

(d) Presiding over felony preliminary hearings;

(e) Presiding over warrant application hearings brought by both private citizens and law enforcement
officials;

(f) Assigning a Superior Court Judge to each criminal case where bond has been set by a Magistrate
Court Judge (by Special Order of the Superior Court Judges, entered January 10, 2005).

(g) Assigning a State Court Judge to each criminal case where bond has been set by a Magistrate

Court Judge (by Special Order of the State Court Judges, entered December 20, 2016).

(h) Conducting hearings to set bail for persons arrested after indictment (true bill) by the grand jury on
cases where the Magistrate Judge would otherwise have the authority to set bail (by Special Order of the
Superior Court Judges, entered January 11, 2006).

(3) Appointing defense counsel and presiding over the arraignment, trial, sentencing, and probation
revocation hearings in cases involving misdemeanor deposit account fraud ("bad checks") less than
$1,500.00.

FY26 Budget: $1,125,000
Percent Compensation: 91.11% ($1,025,000)

Operational Analysis Office
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Manager's Office

Executive Assistant

—— - ————————

R

|
| Mayor & |
71 Commission |

|

————————————— e e e e

I~ ~ Judge - Probate Cout __— —— —'L_ =TT " Coroner I
__________________________ b
T AT e S Bt == - e |
|_ _Chief Judge - State Court _ I_____Dzs_trEt i\ttgrrle)_(_ L

Fire & Emergency Services I—

Public Utiities |

__i
: Finance l——L

Police Department

I

Interim Assistant

Manager

Planning

Building

Inspections

Leisure
Services

Sustainability

Human
Resources

Economic

Development

Airport

People &
Belonging

comections

Operationa

alysis Office

Organizational
Development

]

Interim Assistant

Manager
Chief of Staff
+ L 1 _1 Infomation
Transi Technology
Communications Solid Waste
Department Elections Capital Projects
Budget & - -
Strategic I Tax Assessor |
Analysis r Central Transportation
—_— — Services & Public Works
= = = = L ]
Animal Services [—————— Cé’;g:sai:)i‘rl\e | Housing & |
— J Community
Development I
o . . . &ter
Mission: The Office of the Manager is responsible
for the implementation of all policies, programs, Date
contracts, ordinances, and resolutions as Manager
approved and directed by the Mayor and Paygrade tiers

Commission. This office performs the
administrative functions of the government which
support the activities of the Mayor and
Commission. The ACCGov Charter dictates the
authority and the responsibility of the Manager.

FY26 Budget: $1,499,600
Percent Compensation: 80.67% ($1,209,700)

Total Authorized
Positions
5 Full-time

by Department

116-125
20%

126-135
80%
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Appendix A.25

MAYOR & COMMISSION 2025

Mayor —>

Executive Assistant

D2 COMMISSIONER

D5 COMMISSIONER

D8 COMMISSIONER

D3 COMMISSIONER

D6 COMMISSIONER

D9 COMMISSIONER

D1 COMMISSIONER

D4 COMMISSIONER

D7 COMMISSIONER

D10 COMMISSIONER

y

Clerk of Commission

v

Deputy Clerk of Commission

Municipal Court Judge /

LR AT T Administrative Hearing Officer

Manager County Attorney

Mission: The Mayor and Commission serve as the governing authority of the Unified Government of Athens-
Clarke County with powers and jurisdiction throughout the territorial limits of Athens-Clarke County. The
Mayor and Commission are elected to establish policy through the adoption of Ordinances and Resolutions,
and are responsible for placing in effect the powers conferred by the Charter, which created the Unified
Government of Athens-Clarke County; and for the promotion and protection of the safety, health, peace,
security, and general welfare through ordinances, resolutions, rules, and regulations. The Mayor and
Commission have the power to set tax rates and adopt a budget. It is the responsibility of the Mayor and
Commission to assure the cost efficient and effective delivery of quality services to every citizen and entity in
a fair and equitable manner, and to act as liaison and advocate for citizens experiencing problems with, or
needing information from government services.

Clerk of Commission
The Clerk of the Commission directs the activities necessary to prepare for Commission meetings and
dispenses information regarding the decisions and actions of the Commission.

FY26 Budget: $£950,300
Percent Compensation: 89.45% ($850,000)

Operational Analysis Office
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Appendix A.26

MUNICIPAL COURT 2025

Judge

v v

Clerk of Municipal Court Admin Assistant III
|
v v v
Deputy Court Clerks Chief Deputy Court Clerk Accounting Specialist
(2 Full-time positions)
\ 4
Court Clerks
(4 Full-time positions)

Mission: The mission of the Municipal Court is to fairly, efficiently, and

accurately adjudicate state misdemeanor and traffic cases, county ordinance

cases, and county administrative cases in accordance with the laws of the Total Authorized Positions
United States, the State of Georgia, and the Charter and Municipal Code of the 11 Full-time

Unified Government of Athens- Clarke County.

FY26 Budget: $832,500
Percent Compensation: 88.23% ($743,500)

Operational Analysis Office
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Appendix A.27

OFFICE OF OPERATIONAL
ANALYSIS 2025

Internal Auditor

Management Analyst Management Analyst Management Analyst Operational Analysis Intern

Mission: The mission of the Office of Operational Analysis is to provide quality internal audit

services through independent and objective reviews and assessments of the activities,

operations, financial systems, and internal accounting controls that supports the Mayor and

Commission's adopted goals and strategies; to make recommendations that will improve

governance, risk management, sound budgetary practices, and legal adherence, all with the

intent of demonstrating confidence in local public administration, including public-safety

initiatives, assuring the community of value and future commitment. Total Authorized Positions

4 Full-time

FY26 Budget: $448,900 1 Part-time

Percent Compensation: 90.59% ($406,600)

Operational Analysis Office
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Appendix A.28
ORGANIZATIONAL DEVELOPMENT 2025

Organizational
Development Director

\ 4
Organizational Development Organizational Development Organizational Development
Coordinator Senior Trainer Administrative Trainer

Paygrade tiers
by Department

Mission: To foster a culture of continuous learning and professional growth within Athens-
Clarke County Unified Government (ACCGov) by delivering innovative, high-quality training,
leadership development programs, and organizational support that empowers employees to
excel in their roles, enhance community impact, and achieve strategic objectives. Through its
mission-driven approach, the Athens-Clarke County Unified Government Organizational
Development Department aims to create a resilient, skilled, and motivated workforce capable
of meeting the evolving needs of the community while fostering a thriving organizational
culture.

126-135
25%

FY26 Budget: $536,300 TOTAL AUTHORIZED POSITIONS

Percent Compensation: 84.59% ($453,700) 11765';25 4 Full-time
0

Operationa alysis Office
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Appendix A.29

PEOPLE &

BELONGING 2025

Vacant
Director
v - - v
Vacant
Bl CreidliEins Equity &_ Engagement Communlty_ Education Data & Policy Coordinator
Coordinator Coordinator
v v
v Inclusion Fellows
Marketing & Outreach Vacant (6 PartTime Positions)
Analyst Administrative Assistant III

Mission: Cultivate an inclusive, equitable, and supportive community by embracing diversity
equity and inclusion principles. We achieve this through education, advocacy, outreach, and
ensuring accessible city services and equitable outcomes for all community members and
employees. Our dedicated efforts are focused on protecting the fundamental rights of
individuals, recognizing and valuing diverse lived experiences, and using community input and
research to proactively address and close equity gaps.

FY26 Budget: $798,400
Percent Compensation: 59.52% ($475,200)

Paygrade tiers
by Department

126-135
16.7%

Total Authorized Positions
6 Full-time

116-125
83.3%

Operationa alysis Office
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Appendix A.30

PLANNING Total Authorized Positions

DEPARTMENT 2025 Leatime

1 Part-time
Director
AdministrativeAssistant IIT v AdministrativeAssistant I - PT
Assistant Director
Comprehensive Planning Development Services
Coordinator Coordinator
v v v v
Planner ITI-LongRange Planner II-LongRange Planner III-Preservation PlannerIII-Development Svcs

v v v ——————— v

Planner II-SpecialProjects GISAnalyst Planner III-ProcessCoord Planner II-Arborist

— I

Planner ITI-TransMACORTS GISTechnician PlannerII-SingleFam& NNI PlannerI-Development Svcs
¢ Paygrade tiers v
Planner I-TransMACORTS by Department Planning Support Specialist
126-135
Mission: To effectively manage community change in both the short and long 10.5% 106-115

term with regard to land use, transportation, historic preservation, urban
design and overall community development in order to ensure that the
natural and built environment of Athens-Clarke County are of the highest
quality.

26.3%

FY26 Budget (General, Building Inspection, and Grants Fund):
$1,735,500
Percent Compensation: 91.93% ($1,595,200)

Capital Budget: $50,000 116-125
63.2%
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I CHIEF OF POLICE I
1 1 ; ;
PROFESSIONAL ADMINISTRATIVE STAFF ARMISF, eoto I
PLANNING / BUDGET N e €CE
[ W D s
OPERATIONAL SUPPORT BUREAU
FIEDLé)Ps:YEmEFOONFSPBOEEEEAU DEPUTY CHIEF OF POLICE COMMUNITY SERVICES BUREAU
DEPUTY CHIEF OF POLICE
l 1 ]
1 i 1 SPECIAL 4 1
INVESTIGATIONS ADMINISTRATIVE AUXILIARY SERVICES
COMMUNICATIONS & OPERATIONS
WE;LWL ] ['rscunov.oev DMSCONI_ I g DATOM DIVISION T DIVISioll
T T I I I
DAYS WEST L DAYS EAST PERSONS TAC. ANTI- CAREER RECORDS, SPECIAL OUTREACH
CRIMES CRIME DEVELOPMENT PROPERTY AND “ccﬁf,ﬁr::;mj | i I-—- PROGRAMS SERVICES
2)
ECRUITMENT| JERRY B NESMITH
reT—— OPERATIONS NIGHTS EAST ROBBERY [ SRUG TS ALCOHOL R ) |
WATCH sst(:;r)lou HOMICIDE UNIT] FORCE UNIT TRainNG uNiT| | [RecoRos ul COMPLIANCE i |coResponoeR uniT

CADET
FORENSIC
UNIT

1)
SAFE BROGEMY SCHOOL
TEAM ALPHA PROPERTY & RESOURCES
110) STREETS UNIT OFFICERS IN EVIDENCE )
RESERVE TRAINING UNIT OFFICERS
CRIME TS
ANALYSIS &
M BRAVO QUARTER CHO
TEA i) INTELLIGENCE GANG UNIT MASTER (1) CROSSING
UNIT GUARDS
PROPERTY

CRIMES @
| =
‘OORDINATOR
WiF GRUATION Total Authorized Positions
DV/MISSING OFFICE
SEXUAL

TECHNOLOGY
SUPPORT (IT)

325 Full - time

COMMUNITY

0
!

- COORDMATOR () Paygrade tiers
by Department
Mission: As the full-service law enforcement agency for Athens-Clarke County, the Athens-Clarke County PDzl(Z -SEEAA 1(1)2 131.,/%)5
Police Department's vision is to ethically, efficiently, and effectively police in collaboration with the : ’

community we serve. In support of that vision, our mission is to preserve life and reduce crime through

116-125
continued enforcement of the law and sustained, meaningful partnerships across the community. The

9.8%
department must perform its mission within the Constitution and with respect for law. All departments 126-135
are bound and obligated to recognize and adhere both to the statutory as well as the judicial limitations 0.3%

of police authority. It is not the role of police to legislate, to render legal judgments, or to punish.

FY26 Budget (General, Emergency Telephone, Special Programs, and Grants Funds) : $37,975,600
Percent Compensation: 83.16% ($31,581,800)

Capital Budget: $35,000 PD%’:/;.-ZF';?ZB

Operation. lysis Office
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Appendix A.32

PROBATE COURT 2025 Total Authorized Positions

6 Full-time
1 Part-time
Judge Probate
Court
A 4 +
Sr Attorney/Chief Clerk Contract Staff Attorney
(1 Part-time position)
A 4 v v v
Budget Specialist Sr Deputy Court Clerk Deputy Court Clerk Deputy Court Clerk

Mission: The mission of the Probate Court is to serve the public, protect the incapacitated, and
assist persons living with mental illness, dementia or other cognitive impairments,
safeguarding the due process rights of all with efficiency and grace.

FY26 Budget: $880,800
Percent Compensation: 94.04% ($831,500)

Operational Analysis Office
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Director

Appendix A.33
PUBLIC UTILITIES 2025

!

|

A 4

!

Administrative Assistant IIT

Water Business Office
Administrator

Coordinator

WaterConservation

Assistant Director Engineering
Vacant

— ——

—

Planning, Budget &

Administrative Assistant IT

Program Ed Specialist

v

!

Environmental Engineer

Engineering Administrator

Research Coordinator 2 FT positions
— —— — —
Public Utilities Analyst Billing, Customer&Water Svc Interr_\_ Administrative Assistant IT
) 20FT &6 PT 2 PT positions
— —— ¥
Intern . . E ngineering Management
1 PT position gesistantbiectoy 8 FT &1 PT positions

v

Meter Management
Superintendent

v

—

Water/Sewer/Constr/Maint
Superintendent

—

Administrative Assistant II

Administrative Assistant II

!

y

WaterTreatment
Superintendent

Water Resources
Compliance Coordinator

| —

| E—

Administrative Assistant II

Industrial Pretreatment Tech

Water Treatment Operators Lab Svcs&EnvCompliance
14 FT positions 10 FT positions
— e —

Water Reclamation
Sup er int e nde nt

Plant Maintenance
Administrator

—

| E—

Administrative Assistant II

Inventory Technician

L D ——
Cross Connect,FOG&Maint Water Dist/Sewer Collection | A— h 4
B A [FEitenss SLIF [pesiitens Water ReclamationOperators Electrical& Maintenance

38 FT positions 17 FT positions

Paygrade tiers
by Department

126-135
2.5%

116-125
Mission: To provide an uninterrupted supply of safe drinking water for public health, fire 25%
protection and economic productivity, and to safely convey and recycle wastewater in an
environmentally responsive way. We operate and manage an effective and reliable enterprise,
and responsibly reinvest in public health and environmental protection infrastructure at value to

our ratepayers.

Total Authorized Positions
204FT 10PT

FY26 Budget: $29,913,700
Percent Compensation: 46.74% ($13,978,800)

106-115

Capital Budget: $33,888,900 72.5%

alysis Office

Operational
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PROBATION o
SERVICES 2025 27 Fulltime 4 Part-time

Chief Probation

Officer
\ 4 \ 4
Deputy Chief Probation Officer Billing Coordinator
\ 4
— Probation Supervisor
(4 Full-time positions) \ 4

* | Administrative Officer

Probation Officers

(13 PO or SPO
Full-time positions) +

Administrative Assistants II
(2 Full-time positions)

Coun se lor

Med Lab Asst
(3 Full-time positions)

Med Lab Asst P/T
(4 Part-time positions)

o 4

Operational Analysis Office
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SHERIFF 2025

Sheriff

Total Authorized Positions 195

Public Info Media Analyst |
(1 Full-time Position)

EXTERNAL RELATIONS COORDINATOR
(1 Full-time position)

Executive Assistant
(1 Full-time Position)

Information Technology
(1 Full-time Position)

HR / Adm inis tr a ti ve Offic e 1 o

(1 Full-time Position) .

v J
Chief Deputy Sheriff

Admin/Courts/Field/Training
Divisions (1Full-timePosition)

Full-time
6 Part-time

—

Sheriff Major
(1 Full-time Position)

»

Accreditation Coordinator
(1 Full-Time&
1 Part-Time Positions)

Sheriff Captains
(2 Full-time Positions)

— ———

Mission: The mission of the Clarke County Sheriff’s Office is to serve our community
through intentional engagement offering open access and transparency. We are

Sheriff Lieutenants
(5 Full-time positions)

Chief Deputy Sheriff
Jail Divison
(1 Full-time Position)

Sheriff Captain
(2 Full-time Positions)

¥ v
Planning&StandardsSupv MedicalCompliance Auditor
(1 Full-time Position) (1 Full-time Position)

| I

¥

. 4

Administrative Officer
(2 Full-time Positions)

Inventory ControlClerkll
(1 Full-time Positions)

Correctional
Programming Coordinator
(1 Full-timePosition)

Sheriff Lieutenants
(9 Full-time positions)

Sheriff Sergeants
(7 Full-time positions)
4'

Sheriff Corporals
(10 Full-time positions)

I ————_
Deputy Sheriffs

(8Full-time Positions)

Record Clerks
(7 Full-time positions)

| —

Sheriff Sergeants
(15 Full-time positions)

PT Deputy / Corporal Sheriffs
(10 Part-time Positions)

AdministrativeAssistants |
(1 Part-time)

—

PT Records Clerk
(2 Part-time)

Records Clerks
(10 Full-time positions)

Corporals
(6 Full-time positions)

y

Background Investigator
(1 Part-time position)

Deputy Sheriffs
(8 Full-time positions)

———————

Detention Officers
(28 Full-time positions)

v————— |

Control Room Operators
(14 Full-time positions)

-—

Food Service Workers
(2 Full-time positions)

committed to conducting ourselves in a manner reflective of the public trust. We
will perform the Constitutional and statutory mandates of the Office of Sheriff with
the highest degree of competence, expertise, and professionalism. We will actively
enforce the laws of our state and safely operate our detention facility using
progressive, innovative, and humane practices. Our operations strive to rehabilitate
those in custody returning citizens back into our community with hope and
opportunity for a successful future.

FY26 Budget (General, Grants, Special Programs, and Sheriff Inmate Funds):

$24,153,600

Percent Compensation: 67.13% ($16,215,400)

Capital Budget: $22,500

y

Firearm Instructor
(1 Part-time position)
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Total Authorized Positions SOLICITOR GENERAL 2025

20 Full-time

Solicitor

[
v v v v

Victim Witness Coordinator Chief Investigator Assistant Chief Attorney Sr. Administrative Assistant
Victim Advocate Investigators Attorney III Administrative Assistant IT
(3 Full-time positions) (3 Full-time positions) Municipal Court
P 4 N 4
Attorney IIT Administrative Assistant III
(3 Full-time positions) Municipal Court
I 4 —v
Attorney I - Administrative Assistant I
(2 Full-time positions) Municipal Court

Mission: "The mission of the Office of the Solicitor-General is to seek justice through the appropriate prosecution of misdemeanor criminal
offenses under Georgia state law and criminal violations of local ordinances in the State Court of Clarke County, the Municipal Court of
Athens-Clarke County, the Municipal Court of the City of Winterville, and the Magistrate Court of Clarke County. Seeking justice requires us to
investigate cases in order to gather the necessary information upon which to base prosecutorial decisions. Through the exercise of
prosecutorial discretion, we seek to allocate the resources of the office in the most efficient manner in order to secure justice by maximizing
the rate of successful resolution of cases, through trial, plea, or dismissal (when appropriate), while minimizing the length of time required for
final disposition.

An important part of seeking justice for society is seeking justice for the individual victims of crimes. Accordingly, it is also the mission of the
Office of the Solicitor-General to ensure that victims are given a voice in criminal proceedings by giving them a meaningful opportunity to
express themselves through the judicial process. In order to achieve this mission, victims are provided with information about court dates and
case status, education about victim compensation and restitution, and referrals to appropriate social service agencies. Additionally, we
provide support for victims who face the emotionally difficult task of appearing and testifying in court.

Another important component of seeking justice, particularly in the prosecution of misdemeanor cases, is to avoid doing more harm than
good. While we take a victim-centered approach to our cases, that does not mean we ignore the facts and circumstances that led a defendant
to be involved in the criminal justice system. Substance abuse, mental health, childhood trauma, poverty, and a number of other factors must
be considered in the resolution of any case to ensure that we are setting each individual on a path that leads away from the courthouse.
Research has shown that when those factors are appropriately addressed, an individual is less likely to reoffend, and the community becomes
that much safer as a result. To that end, our office heavily invests both time and resources in three distinct treatment & accountability courts
to ensure that anyone with a diagnosed behavioral health disorder is referred to the appropriate treatment.

FY26 Budget (General, Special Programs, and Grants Funds): $1,807,800
Percent Compensation: 93.88% ($1,697,300)

Operational Analysis Office
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SOLID WASTE 2025

Solid Waste Director

v

Program Analysist I

v

Collection Administrator

¥

v

v

v

Landfill Administrator

Operations Coordinator

Waste Reduction
Administrator

Education & Outreach
Adm inistrator

—

—_

—

—

e
Solid Waste Trainer Specialty Equipment Administrative Assistant IT Administrative Assistant II Household Hazardous Waste Program Coordinator
Mechanic Sup er vi sor
¥ vy —v — ——— ————
Route Supervisor Collection Supervisor Correctional Corporal Office Assistant GPP Household Hazardous Program Ed Specialist
Waste Technician II
l——v% I S —— ¥
. h Specialty Equipment Facility Service Worker Household Haz Waste Tech Program Leader
Solid Waste Driver 111 Mechanic (1 Part-time position) (2 Part-time positions) (1 Part-time position)

| Administrative Assistant II

(3 Full-time positions)

A 4

Solid Waste Driver IIT
(7 Full-time positions)

Solid Waste Driver II
(1 Full-time positions)

Solid Waste Driver II
(7 Full-time positions)

. 4

Scale Operators
(2 Full-time positions)

Vv

"

Billing Supervisor

v

Solid Waste Drive I
(4 Full-time, 1 Part-time & 1
Reserve)

Solid Waste Driver I
(7 Full-time, 1 Part-time, &1
Reserve)

Vv

Solid Waste Driver IIT
(1 Full-time & 1 Reserve)

GPP Worker II (1) & Office
Assistant GPP (1)

Mission: To efficiently deliver integrated material management

through comprehensive and innovative

collection, disposal, waste reduction and education services.

Compost Technician

On-Site Field Representative
(2 Full-time positions)

. 4

Landfill Crew Leader

Compost Equipment Operator

L——~

Waste Reduction Coordinator

[ —

Program Education
Spe clia list

Program Education

Spe c ia list

—

Heavy Equipment Operator I
(5 Full-time positions)

[ 4

Maintenance Worker I
(1 Part-time position)

116-125
24.6%

FY26 Budget (General, Landfill, Solid Waste Collection, and Grants

Funds): $10,374,400

Percent Compensation: 50.28% ($5,216,000)

Capital Budgets (Landfill and Solid Waste Funds): $1,289,500

Paygrade tiers
by Department

126-135
4.3%

¥

¥

Intern

»

>

Reuse Coordinator
(1 Part-time position)

106-115

71%

Total Authorized Positions *

73 Full-time
12 Part-time

*Adding (3) Driver Positions &
(1) Specialty Equip. Mechanic
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STATE COURT 2025 TotalAu;f;:(zlrliﬁicrln?sitions

6 Part-time
Chief Judge
State Court Judge State Court
A 4 \ 4 v \ 4
Judicial Administrative Attorney III Attorney I Judicial Administrative
Coordinator Coordinator
- A 4 -
Bailiff - PT Bailiff - PT
Accountability Court Coordinator
Bailiff - PT l Bailiff - PT
Case Management Specialist
Bailiff - PT Bailiff -PT

Mission: The Mission of the State Court is to preside over civil and criminal cases fairly, impartially, and consistent with the law and
interests of justice. The Court seeks to handle all cases in a timely, efficient, and cost-effective manner and to treat all persons who
appear in Court with dignity,

courtesy, and respect.

The DUI Treatment Court strives to promote public safety and save lives while focusing on justice-involved persons with substance
use disorders in order to improve the quality of their lives and those around them. The DUI Treatment Court's mission is to provide
early intervention for individuals with repeat alcohol and drug offenses. This includes enhanced community and legal supervision,
substance use treatment, and continuing community support. An integral goal of the program is to give participants access to tools to
live a substance- free life through treatment, recovery support, accountability, and local resources in hopes that they will

continue to thrive.

FY26 Budget (General and Grants Funds): $1,117,400
Percent Compensation: 76.95% ($859,800)

Operational Analysis Office
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SUPERIOR COURT 2025

Chief
Judge
|
' v — v .
Judge Judge Court Reporter Judge
- ¥ B— -

Court Reporter

Court Reporter

Judicial Secretary

Court Reporter

P ¥ e | A—
Judicial Secretary Judicial Secretary Staff Attorney Judicial Secretary
- ——— —— | E—
Staff Attorney Staff Attorney District Court Administrator Staff Attorney
——¥
Court Administrator
v v v

Treatment Services
Administrator

—

ADR Coordinator

Law Librarian

v

I ——

Secretary

AV Coordinator

Veterans Court Coordinator

L ————— ¥
/v Judicial Administrative
Felony Drug Court Case Manager Coordinator
Coordinator >
. 4

Mental Health Coordinator Case Manager

|

Mission: Superior Courts: The mission of the Superior Courts is to provide for the timely, effective and legally correct resolution of
civil disputes, criminal prosecutions, appellate and equity matters in the furtherance of justice and in compliance with the
Constitution and the laws of the State of Georgia. The Superior Courts also supports and oversees the operation of programs and
functions within the Superior Courts' authority.

Probation Services: The mission of Probation Services is to be a leader in community corrections, working with the judiciary and
the community to create a safer society. Probation Services is committed to providing the courts with quality information while
offering viable, cost-effective sentencing and pretrial options. Through a balance of compliance enforcement and treatment
strategies, offenders are held accountable and afforded opportunities to become productive, law-abiding citizens. Probation
Services provides offender management for Felony Drug Court, Treatment and Accountability Court, Veterans Court, DUI/Drug

Court, and the Solicitor's Pretrial Intervention Program. Probation Services also operates the full-service Athens Drug Lab. Total Authorized Positions

40 Full-time
(Including probation)

Felony Drug Court: The mission of the Western Judicial Circuit Felony Drug Court is to provide an alternative means for
addressing substance abuse offenses through a judicially supervised regimen of treatment for chemically dependent offenders
with the goal of yielding sober, law-abiding citizenry, thereby reducing the cost and negative effect on the community while
resolving public safety issues.

FY26 Budget (General, Alternative Disputes Res., Special Programs, and Grants Funds): $5,164,800
Percent Compensation: 73.12% ($3,776,700)

Operational Analysis Office
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Athens-Clarke County Judiciary

Western Judicial Circuit Judges Elected and Constitutional Officers ACCGov Charter Officer
Superior Court Juvenile Court State Court Magistrate Court Probate Court Municipal Court
Judge (4) Judge (2) Judge (2) Judge (3) Judge (1) Judge (1)
Elected, state-paid Appointed, locally-paid Elected, localy-paid, Elected (1), Appointed (2) Elected, locally-paid, Negotiated salary,
tied to Superior locally-paid, statutory calculation two-year contract
statutory calculation

Superior Court of Athens-Clarke County

Superior Court 4
Chief Judge Lott
1

Superior Court 1 Superior Court 2 Superior Court 3 District Court Court Chief Probation Treatment Services
Judge Stephens Judge Haggard Judge Norris Administrator Administrator Officer Administrator
i i i Senior ici i
N ist:omate N Aftenlor N Aftenlor N Prosiil N Jt::dlmaJ'Adtmm v v
omey omey omey y oordinator Probation Treatment
Services Services
Division Division
N Judicial R Judicial q Judicial N Judicial N AV (See Org Chart) (See Org Chart)
Assistant Assistant Assistant Assistant Coordinator
Court Court Court Court Law
> Reporter > Reporter g Reporter > Reporter g Librarian
ADR
> Coordinator
D Locally Paid l
D State Paid Case Management
Specialist

D Contract Employee

Operatio lysis Office



APPENDIX

Appendix A.41

Superior Court of Athens-Clarke County
Treatment Services Division

Treatment Services Advisory Board
Superior Court Superior Court Superior Court State Court Superior Court Juvenile Court Chief of Probation
Judge Judge Judge Judge Judge Judge Services
Treatment
Services
Division
Administrator
Felony Drug Veterans Mental Health DUI Treatment COSSUP Family Probation
Court Court Court Court Program Treatment Supervisor
Coordinator Coordinator Coordinator Coordinator Coordinator Court Coord. Drug Lab
Case Senior Case Case Case Drug Lab
Management Manag'en'went Management Management Assistant
Specialist* Specialist Specialist Specialist (2)
Drug Lab
Assistant
(1)

D Grant Funded

Operatio lysis Office
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Superior Court of Athens-Clarke County
Probation Services Division

Probation Services Advisory Board

Chief Superior Chief State Municipal
Court Judge Court Judge Court Judge
Chief of
Probation
Services
Deputy Chief
¥ Probation
Billing Officer
—1  Coordinator
A 4
Probation Probation Probation
Supervisor/ Supervisor/ —1  Supervisor/
Administrative Lieutenant Lieutenant Lieutenant
—> Officer &
y A 4 l
Senior Senior Counselor Senior Senior
Probation | Probation Probation > Probation
Administrative Officer (EM) Officer Officer Officer
—> Assistant Il
Senior Senior Senior
> Probation > Probation —> Probation
Officer
Administrative Officer Officer
—> Assistant ||
Probation Probation Probation
-l Officer L Officer —> Officer
Probation
N Officer
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SUSTAINABILITY
DEPARTMENT 2025

Sustainability Director

I
v v v v

Program Support Specialist Energy Program and Ecological Resource Grant & Community Impact
P/T Conservation Coordinator Coordinator Coordinator

v v v

Habitat Management Habitat Management Habitat Management
Technician P/T Technician P/T Technician P/T
Paygrade tiers
by Department
Mission: The mission of the Sustainability Department is the stewardship of public resources, promoting 12265';35
(]

innovative practices and policies to reduce the Athens-Clarke County Unified Government’s environmental
footprint, grow the local economy, conserve ecosystem services, and foster a thriving community by
networking staff, ideas, and resources across departments and throughout the community.
TOTAL AUTHORIZED POSITIONS
4 Full-time
4 Part-time

FY26 Budget (General, Grants, and Special Programs Fund): $772,300
Percent Compensation: 65.90% ($508,900)

116-125
75%

Operationa alysis Office
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TAX ASSESSOR 2025

Board of Assessors

\ 4

Chief Appraiser

v v v

Real Property Information & Technology GIS Personal Property
Supervisor Supervisor Supervisor
\ 4 A4 A 4
Appraisers Administrative Assistant IIT n
(7 Full-time positions) HEEIEIEET

¥ ¥

Appraiser Support Specialist

Appraiser

Mission: Appraise all property located in Athens-Clarke County at its fair market value to ensure that
taxpayers pay no more than their fair share of property taxes.
e Achieve fair and equitable valuations of all properties within state mandated . .
specifications. Total Authorized Positions
¢ Produce a statutorily acceptable digest by August 1 of each year. 15 Full-time
Board Relationship: Direct

FY26 Budget: $1,424,600
Percent Compensation: 88.89% ($1,266,500)
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TAX COMMISSIONER
March 30, 2025

Tax Commissioner
(Elected)

v

Deputy Tax Commissioner
(1 Full-time position)

Motor Vehicle Division
Adm inistrator (1 Full- <
time position)

Accounting Supervisor _ Senior Accounting Specialist
> (1 Full-time position) > (1 Full-time position)

Operations Supervisor <«
(1 Full-time position) Budget Specialist

(1 Full-time position)
: . Sr. Tax & Tax Representative
Operations Assistant P . . . .
(1pFull-time ssition) l—! (1 Full-time position) N Delinquent Tax Officer N Delinquent Tax Specialist
P . (1 Full-time position) » (1 Full-time position)
. Motor Vehicle Registrar
Sr. T?LXF&I-II—E:( Reprei(?ntatlve ] —>] (4 Full-time positions) _| Sr. Tax & Tag Representative
(1 Full-time position) v (1 Full-time position)
. . Motor Vehicle Registrar .
MzotPor vielidls Biagliitras ! — (2 Part-time positions) p] Froperty Tax Representative
(2 Part-time positions) (2 Full-time positions)

Mission: "The overall goal of the Office of the Tax Commissioner is to provide effective service and accountable tax administration to the citizens
of Athens-Clarke County in a fair and courteous manner.

The Property Tax Division is involved in the preparation of the digest, collection of ad valorem tax on real and personal property, disbursements of
these collections to the levying authorities, and final audit of these transactions.

The Delinquent Tax Division’s mission is to maximize collection of ad valorem tax by working with taxpayers in financial difficulty and maintaining
an ongoing levy program. We use all legal measures to collect delinquent tax from those who willfully refuse to pay.

The Motor Vehicle Division - Services provided by this division are: (1) registration and titling of vehicles, collection, and disbursements of related

taxes and fees; and (2) advising taxpayers of legal means of transferring vehicle ownership and proper registration and titling procedures.

FY26 Budget: $1,721,900 Total Authorized Positions
Percent Compensation: 88.62% ($1,526,000) 18 Full-’glme

2 Part-time

Capital Budget: $100,000

Operational Analysis Office
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TRANSIT 2025

Director

v v

Assistant Director Administrative Assistant III

¥

Administrative Assistant I
(1 Part-time position)

v v v v v

Maintenance Administrator Marketing Coordinator Transit Planner IT Transit Planner IT Operations Administrator
v Ly
Information Attendants I?i spatchers .
(3 Part-time positions) (3 Full-time & 3 Part-time)
Administrative Assistant IT L

Route Supervisors
(6 Full-time & 3 Part-time)

7 s 3 v

Shop Foreman Maintenance Crew Leader Fleet Resource Coordinator Vehicle Operators (44 Full-
time & 13 Part-time)

1 I v

Operator Recruit

v + + v (4 Full-time positions)
Paygrade tiers ; ; ; - -
bv D t t Vehicle Mechanics Maintenance Workers I Maintenance Workers II Inventory Control Technician I
y Departmen (5 Full-time positions) (3 Full-time positions) (5 Full-time positions)
116-125 122621%/35 Mission: The mission of the Transit Department is
20.5% ; to provide safe, courteous, and efficient public

transportation services to the Athens-Clarke
County community, and to achieve the Strategic
Goals set forth by the Athens-Clarke County Mayor
and Commission.

Total Authorized Positions FY26 Budget (Transit and Grants Funds):
83 Full-time $8,141,800
106-115 24 Part-time Percent Compensation: 77.27% ($6,291,000)

77.1%

Operation. lysis Office
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Sr. Transportation Planner

Appendix A.47
TRANSPORTATION & PUBLIC WORKS 2025

v

v

Bike-Ped Safety Coordinator

GIS Analyst

v

Vision Zero Specialist

Engineering Administrator

Director

v

v

v

Assistant Director

Capital Programs Coordinator

Utility Coordinator

A

—

Pavement Mgt Coordinator

v

Pavement Mgt Staff
(2 Full-time)

Vv

Construction Mgt Coordinator

v

Construction Mgt Staff
(2 Full-time)

P

Design Engineering
Coordinator

v

Design Engineering Staff
(2 Full-time)

v

Right of Way Coordinator Administrative Assistant I & II Inspector
(1 Full-Time/1 Part-Time)
Re— )
S M *
tormwater Management .
Administrator Streets & Drainage Inspector
Superintendent
v v

Stormwater Management
Staff

(6 Full-time)

Land Development
Engineer I

Mission: Transportation and Public Works is committed to ensuring a high quality of
life for current and future generations of people living in Athens-Clarke County by
providing safe and efficient multi-modal transportation systems throughout the entire
county. Transportation and Public Works oversees the maintenance of efficient
stormwater systems and promotes practices that support healthy streams and rivers.

FY26 Budget (General and Stormwater Funds): $11,236,000

Percent Compensation: 61.89% ($6,951,300)

Capital Budgets: $1,336,000

—

Records Clerk

Land Developement
Coordinator

 —

Streets & Drainage Staff
(35 Full-time)

Traffic Engineer

R

Administrative Assistant II

Vv

v

Land Developement
Coordinator

v

Permit Supervisor

v

Land Development
Inspectors (4 Full-time)

Total Authorized Positions

98 Full-time
1 Part-time

Traffic Engineering Staff
(17 Full-time)

Paygrade tiers
by Department

126-135
5.1%

116-125
45.9%

106-115
49%
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Manager's Office Departmental Supervisory Ratios*
Department Total Avg. Staff/'Supervisors m

Airport 5 1.75
Ammal Services 5.33 5
Budget & Strategic Analysis 3 2.67
Building Inspections 8.67 8.33
Caprtal Projects 5 -
Central Services 6.33 55
Communications 35 B
Corrections 2.13 2.04
Economic Development 5 5
Elections 291 1.25
Finance 3.71 343
Fire 217 2.16
Housing & Community Dev. 1.89 1.89
Human Resources 471 3.57
Information Technology 5 48
Leisure Services 28.27 6.82
Manager's Office 7.25 7.25
Organizational Development 3 3
People & Belonging 6 25
Planning 6.33 3
Police 5.14 5.14
Public Utilities 15.21 145
Solid Waste 6.46 5.54
Sustainability 35 1.5
Transit 11.78 9.11
Transportation & Public Works 6.53 6.47
Total 163.82 120.22

Average 4.86 441

*All department directors are in Manager’s Office

Operational Analysis Office

84

() Below average

Above Average
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Appendix C
Comparative Organizational Structures - Barrow County

Citizens of
Barrow
County

Appointed
Boards &
Authorities

Constitutional
Officers/Elected
Officials

Board of
Commissioners

Superior Juvenile Sheriff’s Office

Court Court County & Jail
Manager

Public
Defender Deputy
County
Manager

Tax
Clerk of Commissioner

Commission

State Court

District
Solicitor

Attorney

Elections & Planning &
Voter Community Probate Court
Registration Development

Animal
Control

Emergency

Finance Building Water/ Building & Magistrate
Services

Department Inspections Wastewater Grounds Court

B
Human Code S Roads & Clerk of

. i Stormwater -
Resources Compliance Lg;ﬁﬁf‘ Bridges Superior Court

Leisure

Services Transportation

Operational
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Comparative Organizational Structures - Jackson County

CITIZENS OF JACKSON COUNTY

BOARD OF
JUDICIAL COMMISSIONERS

County Boards &
M_ Manager Authorities
Assistant County
Manager lAgricultural Center Airport Authority
= ional
[Animal Control }— Corrections
Board of Animal Control Institue (CI) ‘
Equalization 3 Board of Elections &
9 Geographical E911 Registration

Information
Elections &
L. Registration Office
m— Historic Courthouse/|
Welcome Center/ | |
m R e e Board of Tax Assessors
Agency (EMA)

. Service (EMS) A ppraisal Offic
Public

Board of Adjustments

ﬁ

Development [~ Facilities
. Maintenance Planning Commission
Protective
b
M_ Planning &
o
Compliance
Keep Jackson Information
Beautiful Technology (IT)

Stormwater/MS4| Parks & Recreation|

Public Works  |——{ “Transit

L

Solid Waste/
Transfer Station

Operational Analysis Office
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Comparative Organizational Structures - Bulloch County

Bulloch County
Citizens

Clerk of Courts

Probate Court

Magistrate
Lourt

Supenior Court

State Court

District
Attorney

Public Defender

Operational Anal

Board of

Lommissioners

Divisions

Public Safety

Community
Services

Community
Development

Public Facilities

I'ransportation

Corrections

Administration

DFACS

Airport

Keep Bulloch

deautifu

Animal Shelter

Development

Authority

Tax Assessors
and

Investigations

Courthouse
Secunty
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Comparative Organizational Structures - Gwinnett County

Gwinnett County Residents
(8
Constitutional Board of
Officers Commissioners

Clerk of Courts Other Boards

& Authorities

Judicial
System

Courts i Prosecuting
Offices

County Administrator _
Chief of Staff

I

Assistant County Administrator:
People & Community

Law Department |Emes
|

Deputy County Administrator/CFO
Human Voter Registrations
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Comparative Organizational Structures - City of Savannah

CHIEF OF
INFORMATION
& PUBLIC
AFFAIRS

INNOVATION &
TECHNOLOGY
SERVICES

MARKETINGE
COMMUNICATIONS

RECORDER'S COURT

POUCY &
INTERGOVERNMERTAL
AFFAIRS'

PUBLIC SAFETY

Operational Analysis Office

GOVERNANCE

CITY OF SAVANNAH
RESIDENTS
1 JORKING
MAYOR & CITY TOGETHEQ‘T% SERVE
e OURIRESIDENTS

CHIEF OF STAFF
MANAGER

|
CHIEF OF

GOVERNMENT
OPERATIONS

CHIEF OF
PLANNING &
ECONOMIC

DEVELOPMENT

CHIEF
OPERATIONS
OFFICER

CHIEF OF
COMMUNITY
SERVICES

CHIEF OF
WATER
RESQURCES

ons.. S
NEIGH BORNOOD

SAFEIY &
ENGAGEMENT

FINANCIAL

DEVELOPMENT
SERVICES

WATER SUPPLY &
SERVICES

TREATMENT

SANITANION

MANAGEMENT &

LANNING & CODE WATER
oGH

URBAN DESIGN COMPUANCE RECLAMATION

HUMAN SIORMWAITER
RESOURCES

MANAGEMEN!

PARK & IRES

REAL ESIATE
SERVICES

PARKING

WATER
SERVICES

RESOURCES
FLANNING &
ENGINELRING
CAPHAL PROJECTS

MANAGEMENT

ULTURAL
RESOURCES

TRANSFORTATION
SERVICES SEWER
CONVEYANCE
INTERAGENCY
COUNCILON
HOMELESSNESS

ENVIRONMENTAL
SERVICES &
SUSTAINABILITY

RSk
MANAGEMENT WATER
DISTRIBUTION

SPECIAL EVENTS

INTERNAL AUDRING FILM, & TOURISM

INDUSTRIAL &
DOMESTIC WATER

cCOMMUNITY..... TR sese
DEVELOPMENT PUBLIC WORKS

89



APPENDIX

Appendix C
Comparative Organizational Structures - Macon Bibb County
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Comparative Organizational Structures - Columbus - Muscogee County
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Comparative Organizational Structures - Nashville Davidson County
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Comparative Organizational Structures - Louisville Jefferson County
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Comparative Organizational Structures - Leon County
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GOAL AREA 1: GOOD NEIGHBORS

A. Proactively reform systems of accountability to reduce jail recidivism rates and plan for
transition and returning residents

Initiative 1.A.1: Train Care & Treatment staff to deliver behavioral-based programs to the Returning
Citizens including Motivation for Change and Reentry Skills Building

Initiative 1.A.2: Research and assess the viability of implementing an in-house Co-Responder
Program with ACCPD clinicians

Initiative 1.A.3: Allow Returning Citizens to develop skills under the supervision ACCGov employees
in on-the-job opportunities around the county and within the Corrections campus while monitoring
the skills in accordance with the Department of Labor’s O*Net online resources

Initiative 1.A.4: Create a tracking mechanism for recidivism

Initiative 1.A.5: Expand partnerships to mitigate the impacts of homelessness within the community

Initiative 1.A.6: Increase the number of veterans served with substance use and mental health
disorders that have involvement in the criminal justice system by growing and creating community
partnerships and educating the community about the benefits and positive impact of participation in
Veterans Treatment Court to the community at large

Initiative 1.A.7: Increase our ability to serve justice-involved individuals with substance use

disorders through therapeutic, evidence-based care that empowers recovery, reduces recidivism,
and promotes community safety

Initiative 1.A.8: Increase the number of referrals to Family Treatment Court for parents with
substance use disorders who have open cases with the Department of Family and Children Services
where substance use is a significant factor in the case being opened

Initiative 1.A.9: Increase the number of participants served in Family Treatment Court to provide
substance abuse treatment, accountability and recovery services that will help develop healthy
family relationships and reunification services for children in foster care

Initiative 1.A.10: Provide quality substance abuse treatment, behavioral health treatment, and
recovery support services in order to reduce foster care stays and involvement with the judicial system

Initiative 1.A.11: Expand the Felony Drug Court by enhancing evidence-based treatment, peer
support, and community partnerships to increase the census and reduce recidivism among high-risk/
high-need felony offenders with substance abuse and co-occurring disorders

Initiative 1.A.12: Implement and Expand the COSSUP Program to Support Community-Based
Substance Use Disorder Treatment and Prevent Recidivism

2 |GOALS, STRATEGIES AND INITIATIVES
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B. Decrease crime and enhance public trust through collaborative strategies between the police
and the community, especially to target a reduction in gang activity

o Initiative 1.B.1: Engage with community groups, neighborhoods, faith groups, etc.

C. Use funds from National Opioids Settlement and other resources to reduce negative effects of
drug use on the community

o Initiative 1.C.1: Expand partnerships to mitigate the impacts of opioid crises Initiative 1.C.2:

« Prioritize enrollment of unhoused individuals in COSSUP and support those
participants until they are able to obtain stable housing

GOALS, STRATEGIES AND INITIATIVES | 3
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GOAL AREA 2: IDENTIFY AND CLOSE GAPS IN PARTNERSHIP
WITH THE COMMUNITY

A. Partner to develop tools and relationships to increase awareness of and access to Athens’
workforce and workplace development opportunities

 Initiative 2.A.1: Turntable Revolving Loans for Small Business - Joint Development Authority
« Initiative 2.A.2: Proactive Targeting and Recruitment
« Initiative 2.A.3: Solidify transition plan for Manufacturer’s HR Committee, while maintaining listserv

and continuing to share resources and information with group
Initiative 2.A.4: Assist industry partners and Career Academy with Biomanufacturing Pathway effort

B. Build and maintain two-way information pipelines through relationship building and resident
engagement

« Initiative 2.B.1: Support Boards, Authorities, and Commissions (BACs) as vehicles for education,
information sharing, and engagement in decision-making

« Initiative 2.B.2: Develop common practices, policies, and procedures and train all Board, Authority,
and Commission (BAC) members and department liaisons

. Initiative 2.B.3: Develop a solutions-based outreach program to provide interactive information and

resources to the community, prioritizing areas of highest need

Initiative 2.B.4: Increase education in the business community through partnerships such as the

Chamber of Commerce, Athens Area Apartment Association, Downtown Athens Business Association

Initiative 2.B.5: Pursue local partnerships with economic development agencies, business leaders,

and community groups

4|GOALS, STRATEGIES AND INITIATIVES
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GOAL AREA 3: ORGANIZATIONAL IMPROVEMENT

A. Develop strategies to recruit, reward, and retain high performing employees, both internally
and externally, including individuals coming out of the justice system

Initiative 3.A.1: Compile, analyze, and respond to changes in applicant demographic data and
ACCGov workforce demographic data

Initiative 3.A.2: Compile and analyze retention data by department on a monthly basis; make
recommendations as needed. (Compensation & Payroll Division, Employment Division)
Initiative 3.A.3: Establish formal relationships for recruitment of applicants, interns, and work-based

learning students from UGA, Clarke County School District, Piedmont College, Athens Technical
College, and University of North Georgia

Initiative 3.A.4: Implement annual pay increases in the form of Table Adjustment, Market
Adjustment, and Pay for Performance for the Unified Pay Plan and Public Safety Pay Plans. Effectively
communicate methodology and rationale to all internal stakeholders

Initiative 3.A.5: As a fiduciary entity, improve retirement benefits and asset portfolios to include
design change recommendations to future Defined Benefit/ Deferred Compensation offerings to
meet recruitment and retention needs for a 21st Century workforce

Initiative 3.A.6: Create and distribute Total Reward / Compensation Statements to all employees
annually, highlighting the total cost of benefits and compensation provided by ACCGov through
salary, health insurance contributions, basic life insurance, short term disability coverage, wellness
initiatives and incentives, health reimbursement account funding, pension funding, and deferred
compensation matching

B. Create a culture for high performance: increase interdepartmental collaboration, events,
better cross-departmental workforce strategy

Initiative 3.B.1: Leverage opportunities to measure progress and improve processes

Initiative 3.B.2: Develop centralized IT policy platform. Ensure that staff are following proper
procedures and providing consistent service

Initiative 3.B.3: Invest in the professional development of ACC poll workers through a monthly
informational and training newsletter

Initiative 3.B.4: Build a framework for the cultivation of embodied behaviors that support the vision
of ACCGov

Initiative 3.B.5: Measure the effectiveness of Customer Service training and employee performance

Initiative 3.B.6: Conduct Succession planning workshops

GOALS, STRATEGIES AND INITIATIVES | 5
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GOAL AREA 4: QUALITY, STABLE, AFFORDABLE HOUSING FOR ALL

A. Implement recommendations from the 2023 Minority and Women-Owned Business Enterprise
Disparity Study

Initiative 4.A.1: Increasing awareness of available minority and women vendors and the available
product lines and services they provide through the development of a Minority Business Enterprise
and Women Business Enterprise Vendor Availability Database

Initiative 4.A.2: Increasing Minority and Women Business Enterprise utilization in construction and
A&E contracting

Initiative 4.A.3: Monitoring, evaluating, and reporting on Minority and Women Business Enterprises

(hereafter “M/WBE”) participation and contract compliance with the provisions of the ACCGov
Business Inclusion Policy

B. Update zoning code and development standards to enable diverse, affordable housing options
that meet community needs, and identify funding/resources to support these efforts.

Initiative 4.B.1: Develop and maintain future land use analysis and mapping to inform land use
policy development and implementation in compliance with State of Georgia Qualified Local
Government (QLG) standards

Initiative 4.B.2: Leverage resources in the Fire Marshal’s Office to facilitate high-quality, higher-
volume reviews of building plans, life safety inspections, and fire code investigations

C. Preserve and increase the supply of affordable housing, and improve equitable housing
opportunities in identified disinvested or underinvested areas

Initiative 4.C.1: Leverage relationship with the Neighborhood Leaders group to tell the HCD story

Initiative 4.C.2: Develop an annual one-page graphic that highlights HCD’s accomplishments (This
would help present community data in a humanized and digestible way)

Initiative 4.C.3: Provide technical assistance to subrecipients for any Concerns or Findings
determined to successfully close out monitoring process by December 31st of each year
Initiative 4.C.4: Increase the eligible scope of work and award per unit for rehabilitation activities
by allocating more CDBG funding for AH activities and/or reducing the number of annual projects
completed by sub-recipient partners

Initiative 4.C.5: Initiative: Maintain updates to the HCD fair housing webpage that include training
videos, partner events, and contacts

Initiative 4.C.6: Develop an Acquisition Strike Fund to allocate resources to promote affordable

housing development, preserve the affordability of existing rental homes & rehabilitate current
inventory
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« Initiative 4.C.7: Initiative: Focus CDBG public services funding toward projects serving people
experiencing homelessness

* Initiative 4.C.8: Collaborate and support the Athens Homeless Coalition on the annual Continuum
of Care (CoC) grant application process and applying for other funding resources to bridge the gap in
wrap-around and supportive services provided by partners Initiative 4.C.9: Complete narratives, set

up tables, add supporting documents, and complete
submission of annual AAP and annual CAPER reports by September 30th of each year (since the
strategic plan will likely be included in these reports) Initiative 4.C.10: Identify local funding sources to

support affordable housing development in
support of a Local Housing Fund

* Initiative 4.C.11: Complete narratives, set up tables, and complete full submission of 5-Year
Consolidated Plan, including AFFH and NRSA documentation

* Initiative 4.C.12: Partner with Magistrate Court to prevent tenant evictions

* Initiative 4.C.13: Collaborate with DCA to present workshop(s) that present best practices and
action steps that can be initiated to address fair housing issues

« Initiative 4.C.14: Identify and secure local and new funding sources in support of Down Payment

Assistance for qualified homebuyers (as this can directly tie into preventing eviction by supporting
low-income renters)

GOALS, STRATEGIES AND INITIATIVES | 7
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GOAL AREA 5: SAFELY MOVE AROUND ATHENS

A. Expand multi-modal Transit access to reduce auto dependency and provide greater mobility for
Athens residents

« Initiative 5.A.1: Develop a sidewalk gap program to prioritize small gaps (< 5,000 ft) as the
foundation for a priority list of annual projects, aimed towards completing our sidewalk network by
2030

o Initiative 5.A.2: Become a Silver Level Bicycle Friendly Community by 2025
o Initiative 5.A.3: Re-instate Safe Routes to School Program

o Initiative 5.A.4: Maintain, update, and implement a multiuse trail plan in partnership with ORGC to

expand trail access and connectivity

B. Enhance safety for all modes of transportation

o Initiative 5.B.1: Support Vision Zero community strategies to reduce traffic fatalities

o Initiative 5.B.2: Maintain and improve trail safety through regular inspections, hazard removal,
additional safety features, and upgrades at key crossings
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GOAL AREA 6: BUILT AND NATURAL INFRASTRUCTURE

A. Adequately plan infrastructure to support our community in the future

Initiative 6.A.1: Re-examine Land Development policy that promotes private development
expansion of multi-modal infrastructure (TAD, technical standards, future ROW needs)

Initiative 6.A.2: Design and construct water supply sufficiency for future generations

Initiative 6.A.3: Use department master plan to address service gaps and maintain existing parks,
amenities, and services

B. Follow through on the commitment to 100% Clean and Renewable Energy resolution

Initiative 6.B.1: Determine energy benchmarks for all ACCGov facilities

Initiative 6.B.2: Identify and prioritize opportunities to utilize renewable energy to meet ACCGov
needs

Initiative 6.B.3: Transform ACCGov fleet to renewable energy sources

Initiative 6.B.4: Identify opportunities to incorporate clean energy practices into all ACCGov
operations

Initiative 6.B.5: Advance electrification, waste reduction, and sustainable design across park

operations
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