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1) Appropriate Pay Ranges

2) Appropriate Pay for Individual Employees

3) Fiscal Responsibility



1) Appropriate Pay Range
a) Market Competitiveness
b) Economic Indicators (e.g., Consumer Price 

Index, Unemployment Rate)



2) Appropriate Pay for Individual Employees
a) Paying employees appropriately for individual 

contribution 
b) Progression through salary ranges
c) Step and Grade pay plan for Police and Fire



3) Fiscal Responsibility 
a) Available revenues
b) Service and staffing levels
c) Public sentiment
d) Regulatory compliance (i.e., Affordable Care 

Act)



“It is the policy of the Sandy City Council to establish 
a compensation plan to attract and retain highly 
skilled and talented employees in all positions, to 
motivate these employees to perform well, and to 

create inducements both through basic compensation 
and fringe benefits for these employees to remain 
with Sandy City for productive periods of service.”

- City Council Policy on Compensation



“Salary ranges, which are internally equitable and 
competitive in the job market and are structured utilizing 

a system of continuing job evaluation and periodic 
surveys of the entities on the comparison group.  When 
compared to the comparison group average, Sandy City 

city-wide and individual pay band minimum pay and 
maximum pay should be at or near 100 percent.”

- City Council Policy on Compensation





⊡ Pay increases take effect July 1 each year

⊡ Components of pay plan can include:
1) On-going Pay

a) COLA increase using economic indicators (as needed)
b) Market increase using salary survey(as needed)
c) Performance Evaluation Increase / Step Increase

2) One-time Pay
a) Performance Incentive
b) Topped Out Evaluation Incentive





⊡ Sources of Data
1) Internal information
2) Economic data 
3) Nation-wide public & private sector surveys
4) Public sector comparison group using a Utah 

League of Cities & Towns Cluster



1) Internal Information
□ Employee Turnover

Annual City Turnover 2012 2013 2014 2015 2016 2017 2018 2019 2020

Total separations for the City 27 29 59 61 35 58 86 52 55

Number of employees at year-end 481 491 484 486 494 501 489 513 515

Total percent turnover 5.61% 5.91% 12.19% 12.55% 7.09% 11.58% 17.59% 10.14% 10.68%



1) Internal Information (continued)
□ Employee Turnover

Involuntary Voluntary Retirement Total

Police 1 6 5 12

Public Utilities 1 6 1 8

Public Works 1 4 2 7

Parks & Recreation 1 2 3 6

Fire 3 1 1 5

Administrative Services 1 3 1 5

Community Development 0 1 2 3

Justice Court 0 3 0 3

City Attorney 1 1 1 3

CAO/Mayor/Admin 0 2 0 2

City Council 0 0 1 1

RDA/Economic Development 0 0 0 0

TOTAL 9 29 17 55

2012-2019 AVERAGE 10.6 28.0 12.3 50.9

2020 Turnover by Reason for Leaving



2) Economic Data
a) Consumer Price Index (CPI)

Salt Lake City United States

2019

2020

2021 (projected)

2022 (projected)

*Data Source: Moody’s Analytics



⊡ Economic Data
b) Unemployment Rate
□
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3) Nation-wide Public & Private Sector Surveys
□ Salary Budgets

■ 2020 surveys show actual salary budget increases were less 
than what was projected at the beginning of the year due to 
COVID-19. Projected average salary budget increases ranged 
from 2.5% - 3.3%. Actual average budget increases in 2020 
ranged from 2.5% - 3.0%. 

■ Expectations for 2021 salary budgets are similar to 2020 
numbers. Survey responses ranged from 2.1% - 2.9% 



“According to the survey, all employee groups other 
than executives are projected to receive salary 

increases of 2.6% in 2021. Those include 
management; exempt, non-management; and non-
exempt salaried and hourly employees. Executives 
are projected to receive slightly smaller increases 

(2.5%) next year [2021].” 

- Willis Towers Watson



“The projected recovery to an average 2.6% merit 
increase next year indicates that employers are 

optimistic about an economic recovery in 2021 and 
hope to restore some lost pay as a result.”

- Salary.com



“The survey also found two in three employers (66%) 
are planning to award annual performance bonuses 

next year  [2021] while less than one in 10 (8%) don’t 
expect to do so. The remaining 26% are undecided.”

- Willis Towers Watson



4) Public sector comparison group using a Utah 
League of Cities & Towns Cluster



Draper

Layton

Murray

Ogden

Orem 

Provo

Sandy

St. George

West Jordan

West Valley City

Salt Lake City (Cluster L)

Unified Fire Authority

Unified Police Department

Additional 

Entities

Sandy City's Comparison Group

Cluster A: 

Major Cities



✓ Salary survey includes a sampling of 44 positions 

✓ 62% of employees are represented

✓ All departments are represented

✓ All pay bands are represented



2 Clerical & Laborer

3 Crew Leader, Admin Support & Technician

5 Manager

6 Department Director & CAO

4
Supervisor, Professional, First Response 

& Public Safety



Min = Bottom of the pay range

Max = Top of the pay range

Act. Avg. = Average pay of all 

employees in that position

























Health Plan

⊡ The City’s health insurance provider is PEHP.  The FY 2022 
renewal is expected to be 4% - 5% which equates to a 
$240,000 - $300,000 premium increase. 

⊡ The SCOPE Clinic provider is Onsite Care. We anticipate a 
7% increase to clinic costs in FY 2022 which equates to a 
$36,000 increase.



Dental Plan

⊡ The City’s dental insurance provider is Ameritas. The dental 
plan is self-funded. In FY 2022, we anticipate an $80,000 
increase. 

Retirement Plan

⊡ There are no anticipated rate increases for Utah Retirement 
Systems.



Other Benefits

⊡ Workers Compensation: Anticipate a small increase. 

⊡ Employee Assistance Program: Anticipate a small increase.





Benefits 

⊡ We are working on finalizing renewals. Projected health 
plan renewal anticipated at 4%-5% which equates to a 
$240,000 - $300,000 premium increase.



Pay Plan

⊡ Fiscal year-to-date turnover and other savings equates to a 
0.88% savings over the current year’s personnel budget. 
This savings will net against any increases. Additional 
turnover savings may occur.

⊡ Estimate to fund the police and fire step and grade pay plan 
is $710,000. 

⊡ Salary survey data indicates market increases will be 
needed for some non-sworn bands to be competitive with 
comparison cities.  



Any questions?


