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PUBLIC SECTOR OVERVIEW
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NFP specializes in the Public Sector 

providing over 25 years of expertise and 

resources. Please see a list below of some of 

the highlights: 

RECOGNIZED EXPERTS IN THE SPACE

Work with experts on our team, who have been invited to 

speak for, and participate in many industry organizations, 

including: 

• Utah Association of Counties (UAC)

• Society for Human Resource Management

• SelectHealth & PEHP Broker Advisory Boards

• Utah League of Cities & Towns (ULCT)

• The Governor’s Office

• The National Association of Counties

• The National League of Cities
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Project Objectives
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Project Objectives

There are four key components 
we will address in this study:
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Salt Lake and
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compare to
Davis County

Maintaining and managing 

the compensation 

program/structure is 

critical. 
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Phases & Responsibilities 
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Role of the Manager/Leader

Project Sounding Board

 Project communicator (ears and eyes)

 Provide project feedback

 Job Description Process

 Manage employee expectations

 Help take internal ownership of the project

 A Davis County project, not a NFP project
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Initial Phase – Project 
Chartering and Criteria 
Defined, Communication 
Plan to Employees and 
Stakeholders

Communication Plan to Employees and Stakeholders-Utilizing Multiple Methods

 Intranet

 Internal Newsletter, if applicable

 Employee Meetings on the Total Compensation Analysis: Wages, Benefits &
Classification Project

 FAQs

 Branding the Project

 Dedicated email address- daviscocompproject@nfp.com
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Phase I – Internal 
Employee Benefit 
Survey

Employee Benefit Survey

• Approximately Twenty-Five
(25) questions

Questions on satisfaction with:

• Medical, vision, dental,
voluntary insurances

• Retirement and 401(k)

• Benefit education

• Health & Wellness
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FOCUSED EMPLOYEE 
SURVEY DEVOTED TO 

BENEFITS 

ANTICIPATED SURVEY 
RELEASE TO EMPLOYEES 
IS AROUND AUGUST 22ND 

SURVEY REMAINS OPEN 
FOR ABOUT 20-30 DAYS
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Phase I – Job Analysis of Current Job 
Descriptions and review of Current 
Classification System

Managers will review all job descriptions within each of 
their respective departments.

 Human Resources will communicate process and
deadlines of review

• Potential manager and employee involvement.

• Critical to have all job descriptions revised and
current as we enter the next stage.
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Phase II/III – Completed Analysis, Documentation & Recommendation on the County’s Total Compensation Plan
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Review and recommend comparative entities to survey for the compensation and benefit survey. 

Review and approve benefit survey questions.

Customized Compensation and Benefit Survey. 

• NFP will develop a customized survey to be used in the collection of market data for the positions as defined in the scope of work.  The survey will
request data on the compensation offered by the participating agencies. This will include minimum, midpoint, maximum, actual averages and the
medians of each position.  NFP will request, base pay, incentive/bonus pay, other cash rewards, incumbents in job, desired market position and
any other salary data that is relevant.

• In conjunction to the customized salary survey, NFP will utilize multiple survey tools that collates and aggregates data from over many sources.
These tools will provide various cuts of data that will include private industry and organizations in the Davis County area. Davis County competes
not only with the public sector but most of your benchmark positions also compete against the private industry.  This ensures a very reliable and
large database of information from hundreds of industries and including thousands of jobs.

• CompAnalyst

• ERI

• Payscale

• Compdata

• TechNet
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Comparative Entities 
for Customized 
Compensation 
Survey 

• Collaborative list recommended
by both Davis County and NFP

• Open for input
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Comparative Entity Comparative Entity 

1 Bountiful City 18 Roy City 

2 Box Elder County 19 Salt Lake City 

3 Brigham City 20 Salt Lake County 

4 Cache County 21 Sandy City

5 Centerville City 22 State of Utah

6 Clearfield City 23 Summit County 

7 Clinton City 24 Sycracuse City 

8 Draper City 25 Tooele County 

9 Farmington City 26 Unified Police Department 

10 Kaysville City 27 Utah County 

11 Layton City 28 Valley Emergency Communication Center 

12 Lehi City 29 Washington County 

13 Murray City 30 Weber Area Dispatch 911

14 North Salt Lake City 31 Weber County 

15 Ogden City 32 West Haven City

16 Orem City 33 West Jordan City 

17 Provo City 34 West Point City 

35 West Valley City 
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Phase II/III – Completed Analysis, Documentation & 
Recommendation on the County’s Total Compensation Plan
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• In order to demonstrate the County’s market position,
NFP will compile a separate summary report for each job.
Each report includes a list of organizations that reported
pay data and benefits for the job. For each job the
consulting team will calculate the average and median, for
the study cities’ Minimum, Top Out and Actual Average
pay rates. The summary sheet will also show the County’s
pay rates as a percentage of the average and median.

Collection of Data, 
Analysis & 
Reporting

• Slot positions into job families and grades.  The current
classification system will be reviewed with
recommendations made by NFP to improve the current
system aligned with the current job market.  Impact
statements will be developed along with financial impacts
if changes were to be made.

Deep Dive and 
Comparing the 

County’s positions 
to the External 

Market
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Phase V – Adoption of 
the Recommended 
County Compensation 
and Benefit Plans

NFP will complete a final report 
with an executive summary that 
highlights primary findings and 
recommendations.
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Project Plan Timeline
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Tasks Responsible Start End Days Status

Project Planning

Kick-off meeting onsite. NFP 7/20/2022 7/20/2022 0 Complete

Confirm project objectives NFP/Davis County 7/20/2022 7/20/2022 0 Complete

Assign NFP and Davis County areas of responsibility NFP/Davis County 7/20/2022 7/20/2022 0 Complete

Generate communication plan NFP/Davis County 7/20/2022 Ongoing Ongoing In Process

Send positions and job descriptions to review Davis County 7/20/2022 8/1/2022 12 Not started

Davis County Employee Benefit Survey 

Generate draft of Employee Benefit Survey NFP 7/28/2022 8/5/2022 8 Not started

Davis County Review of Employee Benefit Survey Davis County 8/1/2022 8/9/2022 8 Not started

Benefit Study distribution to employees NFP/Davis County 8/15/2022 9/19/2022 35 Not started

Review and Analysis of Benefit Survey Results NFP 9/20/2022 10/3/2022 13 Not started

Final Report of Employee Benefit Survey NFP 10/5/2022 10/5/2022 0 Not started

Job Evaluation 

Human Resources will send job descriptions to each manager to review their employees' 
responsibilities. If necessary, NFP will assist with Position Description Questionnaires (PDQ forms) 

and/or desk audits. 
Davis County/NFP 8/15/2022 9/9/2022 25 Not started

Market Analysis via Customized Compensation and Benefit  Survey

Confirm Entities to survey NFP/Davis County 8/1/2022 8/5/2022 4 Not started

Develop customized survey, with review and approval by the Davis County stakeholders NFP/Davis County 8/8/2022 8/19/2022 11 Not started

Customized survey distributed to participants NFP 8/24/2022 9/30/2022 37 Not started

Analyze Davis County positions with NFP’s compensation tools-
ERI/CompAnaylst/Payscale/Compdata/TechNet 

NFP 8/24/2022 10/17/2022 54 Not started

Collection and data and analysis NFP 10/3/2022 10/31/2022 28 Not started

Salary Structure Review & Recommendations

Market price benchmark jobs from survey NFP 9/30/2022 10/31/2022 31 Not started

Evaluate, price, and slot non-benchmark jobs from survey NFP 9/30/2022 10/31/2022 31 Not started

Develop and recommend a means and process to determine positions & job titles, focusing on internal 
& external equity. Development of statistical pay analysis and recommendations for structures

NFP 10/20/2022 11/21/2022 32 Not started

Review with the David County: Recommendations for compensation structure, job slotting, and pay 
range analysis

NFP/Davis County 11/21/2022 12/5/2022 14 Not started

Reporting/Recommendations & Maintenance & Training of System 

Draft of report and recommendations NFP 1/13/2023 1/13/2023 0 Not started

Training and implementation plan, with applicable staff and HR (onsite) NFP 1/23/2023 2/1/2023 9 Not started

Presentation of Final Recommendations

Presentation of the results of the customized market survey and recommended changes to the current 
classification system

NFP Week of 3/17/23 Week of 3/17/23 N/A Not started

Projected Completion of Project 3/17/2023
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COLA/Salary Increase 
Benchmarking for Fall Budget 
Considerations

 Market recommendations will be made
for salary increases in time for the
2023 merit budget.
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Questions
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