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1. Introduction 

Hay Group was retained by the Association of Community Legal Clinics of 
Ontario (ACLCO) to develop a new provincial salary structure for 
community legal clinics. 

Legal Aid Ontario’s (LAO) salary funding grid provided clinics with some 
guidance in setting salaries for a number of years. The LAO salary funding 
grid is no longer used by LAO in their funding decisions. However, the 
funding amounts that it prescribed continue to have a significant impact on 
each clinic’s salary funding. LAO’s unstated assumptions about the relative 
value of jobs and the value of experience applied to over 30 years of a 
constantly changing funding environment have made this grid impossible to 
use in any meaningful way for most clinics. But clinics have not had any 
assistance from LAO in developing salary administration policies and most 
clinics do not have access to the expertise necessary to develop these 
policies. It is the view of the ACLCO and its members that it is time to 
establish a new salary structure. 

The sample job descriptions, developed by a joint LAO-clinic committee a 
few years ago for use by the clinics, are attached as Appendix B.  It is 
recognized that many actual clinic job descriptions vary significantly from 
these samples and clinics will need to adjust the value of their jobs 
accordingly.   

This report comprises the following sections: 

 Methodology 

 Existing Salary Grid and Principles for a New Structure 

 Market Findings 

 Proposed Salary Structure: Discussion & Recommendations 
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2. Methodology 

In conducting this assignment, Hay Group undertook the following 
activities: 

 We met with the ACLCO Compensation Working Group to confirm the 
project deliverables, activities and time table.  We also discussed the 
project context, key issues and concerns with the existing structure, and 
identified the primary objectives and principles of a new structure. 

 We evaluated the five core clinic jobs using the Hay Group Job 
Evaluation Methodology.  The five jobs are as follows: 

- Executive Director 

- Staff Lawyer 

- Community Legal Worker 

- Office Manager 

- Support Staff 

The job were evaluated for two reasons: (1) in order to establish the 
relative size of each job, and (2) to allow Hay Group to benchmark the 
clinic jobs against jobs of similar size and complexity in our 
compensation database. 

 We accessed market data from our compensation database for comparable 
jobs in the Ontario broader public sector.  We were also provided with 
salary ranges for Legal Aid Ontario (LAO) and the Human Rights Legal 
Support Centre.   

 We developed options for salary ranges based on the job evaluation 
results and the market data. 

 We met twice with the Working Group Sub-Committee to present the 
market findings and salary range options.  In between the two meetings, 
we participated in a conference call meeting with the Compensation 
Working Group to obtain guidance on key issues. 

 We prepared this final report presenting our findings, salary range options 
and recommendations. 

 



 

  

 

 
 

 

 

 3 www.haygroup.com\ca 
 

3. Current Salary Grid and Principles for a New 
Structure 

3.1. Current Salary Grid 

The following information was provided by the Compensation Working 
Group with respect to the current salary grid: 

 The current salary grid is actually a funding grid.  Clinics allocate the 
funds that are provided as they see fit.   

 The funding grid extends only to 2011; when a person starts in a later year 
(e.g., 2013), the clinic starts with the salary for an individual who began 
in 2011, and applies the percentage increases for each of the subsequent 
years (e.g., 2012 and 2013) to determine the appropriate starting salary. 

 Funding for increases is provided annually by LAO. 

 Once a position reaches the cap or ceiling set by LAO, the clinic does not 
receive additional funding, i.e., the employee is not considered as part of 
the group of employees who attract salary increase funding (except for 
pay equity increases).  That said, there are few positions at the top of the 
funding grid. 

 In the last two years, LAO increased the funding allocations to each 
specialty and ethno-linguistic clinic, and several general service clinics, 
by varying amounts.  This funding may be used to retain additional staff.  

 The current funding grid does not include Pay Equity funding. The 
funding grid included Pay Equity up until the year 2000.  

- A rough estimate of the Pay Equity funding was suggested at $10,000 
per position.  

- Pay equity is based on payroll and, therefore, varies by clinic (the 
application of pay is different for each clinic). 

- The application of pay equity is different for each clinic, despite 
having a common comparator, because each clinic has its own pay 
equity plan. 

The Working Group identified the following issues with the current grid that 
need to be resolved: 

 Compression is happening both within jobs (i.e., no differentials for large 
spans of time based on “year of hire” or “year of call”) and between jobs. 

 Historically there were challenges with attracting new employees; as a 
result, the starting salary was made more generous, but then the grid was 
capped, which has caused compression and slower movement through the 
“range.” 
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 The only opportunity for increases is COLA as funded by LAO in any 
particular year, which limits the ability of people to grow within their job. 

3.2. Principles for Designing a New Structure 

Based on our discussions with the Compensation Working Group, we 
understand that the new salary grid should provide a fair and equitable 
approach to setting salaries, and support the recruitment and retention of 
staff.  Specifically, the grid should assist the clinics with two key decisions: 

1. Setting salaries for new hires 

2. Determining pay increases for existing employees 

In addition to the primary objectives above, the following were identified as 
guiding principles in establishing the new structure: 

 Appropriate pay differential between each of the five jobs  

 Fair, transparent and easy to understand 

 Easy to implement across the clinics (i.e., structured but also able to adapt 
to fit the unique situation of each clinic); salaries should be comparable 
from one clinic to another  

 Addresses compression issues within jobs, as well as between jobs 

 Allows the opportunity to provide increases that reflect an individual’s 
growth within the role 

 Provides flexibility for new and existing roles that do not fit within the 
parameters of the current five jobs 

In addition to the above principles, the Working Group provided strategic 
contextual information, specifically that many clinics have recently received 
and many will receive funding increases to provide more and enhanced legal 
aid services.  As a result it is anticipated that approximately 80-90 new hires 
will enter the system in the near future.   

Further, over the next five years, clinics will need to fill more senior 
positions due to upcoming retirements.   
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4. Market Findings 

4.1. Market Data Sources 

For the purpose of this study, we accessed market data from Hay Group’s 
extensive compensation database. 

Hay Group evaluated the five core clinic jobs using the Hay Group Job 
Evaluation Methodology.  This methodology uses the four standard factors 
of know-how, problem-solving, accountability and working conditions to 
analyze and evaluate the skill, effort and responsibility of any job.   

Based on the evaluation results, we benchmarked the clinic jobs to our 
database and obtained salary data for jobs of comparable size and 
complexity.  Two markets were accessed:  

 All Ontario broader public sector organizations 

 Jobs requiring legal training within Ontario broader public sector 
organizations  

In addition, ACLCO obtained salary information for LAO and the Human 
Rights Legal Support Centre for the purpose of this project. 

4.2. Compensation Elements 

Information was collected and analyzed for the following compensation 
elements:  

 Job rate, i.e., the salary paid to a fully competent, experienced incumbent 

 Actual base salary, i.e., the salaries actually paid to incumbents  

Note that actual salaries may differ from job rates for various reasons, 
including available funding. 

4.3. Statistics 

Market data have been analyzed according to the following statistics (subject 
to there being sufficient observations): 

75th percentile (P75): the point below which 75% of values fall.  Also 
referred to as “top quartile.”  A minimum of 7 values is required to report 
this statistic. 

50th percentile (P50): the mid-point of all values. A minimum of 4 
observations is required to report this statistic.  
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25th percentile (P25): the point below which 25% of values fall.  Also 
referred to as the “bottom quartile.”  A minimum of 7 values is required to 
report this statistic. 

Average: the arithmetic average (or mean).  A minimum of 3 values is 
required to report this statistic. 

4.4. Market Data 

In the following tables, we present the market data accessed through the Hay 
Group compensation database.  Please note that the reported salaries include 
pay equity. 
 

Ontario Broader Public Sector: Annual Salaries 

Job Title 

Job Rate Actual Salary 

P75 P50 P25 Avg. P75 P50 P25 Avg. 

Executive Director 143,150 130,560 116,690 133,330 147,590 131,950 116,300 134,120

Staff Lawyer 112,310 105,360 95,850 105,020 114,990 105,100 95,870 105,510

Community Legal Worker 85,610 79,120 69,850 78,310 86,370 76,610 68,530 77,740 

Office Manager 66,250 58,990 53,150 60,220 65,680 58,410 52,080 59,920 

Support Staff 56,740 47,800 43,660 49,650 55,810 47,990 42,350 49,840 

 
 

Jobs Requiring Legal Training in the Ontario Broader Public Sector: Annual Salaries 

Job Title 

Job Rate Actual Salary 

P75 P50 P25 Avg. P75 P50 P25 Avg. 

Executive Director 139,060 135,920 121,960 135,640 150,950 128,320 114,820 131,180

Staff Lawyer 122,890 111,120 100,680 114,900 122,980 108,020 92,080 111,590

Community Legal Worker 78,790 73,490 67,720 74,560 80,430 71,200 67,500 73,310 

Office Manager n/a 56,630 n/a 58,080 n/a 54,990 n/a 56,780 

Support Staff n/a n/a n/a n/a n/a n/a n/a n/a 

We observe that the market salaries for the Executive Director and Staff 
Lawyer positions are generally higher for the “legal” market as compared to 
the generic market.  In other words, there is a “market premium” for jobs 
that require legal training.  This is similar to salary data we observe for other 
professions. 
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While we have provided market data for various percentiles, we recommend 
that the 50th percentile (middle of the market) is a reasonable and defensible 
position for broader public sector organizations.  

For the Staff Lawyer position, we observe that the Human Rights Legal 
Support Centre pays less than the 50th percentile of market, while LAO has 
an annual salary range maximum of $115,000, which is only slightly higher 
than the 50th percentile for broader public sector legal positions and is equal 
to the market average. 

Note that non-profit and public sector organizations typically position their 
compensation at the 50th percentile of the market, as the middle of the market 
is a reasonable, defensible and generally competitive position.  We typically 
recommend the 50th percentile rather than the average, as the average can be 
significantly affected (up or down) by a small number of high or low values. 
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5. Proposed Salary Structure: Discussion & 
Recommendations 

5.1. Salary Range Recommendations 

Based on the principles developed by the Compensation Working Group, the 
market data and best practices, we propose a new compensation structure 
with the following attributes: 

 The salary ranges have fixed steps, with a “full competency rate” at the 
top of the range, which is aligned with the market “job rate.”  An 
incumbent progresses through the salary range based on demonstrated 
increasing competency in the role.  When employees reach the full 
competency rate, they may still be eligible to receive cost-of-living 
increases.  However, the priority should be to progress all competent 
employees on their respective ranges to the full competency rate.  
Employees at the full competency rate should receive a pay equity 
adjustment if they have not reached pay equity. 

 The number of steps is different for the various roles based on the 
estimated time it takes for an incumbent to reach full competence, based 
on advice provided by the Compensation Working Group: 

- Officer Manager/Support Staff: 6 steps 

- Staff Lawyer/Community Legal Worker: 8 steps 

- Executive Director: 6 steps 

Note that incumbents in less complex roles (Office Manager/Support 
Staff) typically take less time to reach full competence than incumbents in 
more complex roles (Staff Lawyer/Community Legal Worker).  With 
respect to the Executive Director, it is assumed that an incumbent will 
have already reached full competence as a Staff Lawyer, and hence has 
built up an understanding of the clinic and sector. 

 The Staff Lawyer full competency rate serves as the “fulcrum” for the 
structure, that is, it is positioned at the market job rate.  In examining the 
market data, we found that the variance between the salaries at the job 
rate of the five positions at the 50th percentile is approximately 30%.  
Therefore, we have recommended a salary structure in which the 
differential between salaries at the job rate is 30%.  In other words, the 
Executive Director full competency rate is 30% greater than the Staff 
Lawyer full competency rate; the Staff Lawyer full competency rate is 
30% greater than the Community Legal Worker full competency rate; etc.  
In addition to aligning reasonably well with the market data, this approach 
provides for internal equity between positions in a manner that aligns with 
best practice, while addressing the concern about compression. 
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 The Staff Lawyer full competency rate has been set at the LAO salary 
range maximum of $115,000.  This salary is both very close to the 50th 
percentile and average of the overall market, as well as being reasonable 
and defensible in relation to a key market comparator.  

 The salary range minimum should reflect a reasonable “start rate” for a 
new hire with little or no experience in a similar role.  Some new hires 
may be placed higher than the start rate based on their previous 
experience, so that the time to reach the full competence rate will be 
shorter. 

Based on the above attributes and in discussion with the Compensation 
Working Group, we recommend the following salary structure design: (Note: 
Salary values indicated below are inclusive of pay equity funds.) 

Job Title Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
Differential 
b/w Grades

(vertical)

% Progression 
b/w Steps
(horizontal)

Min-Max
Spread

Step 1 /
Job Rate 
(last step)

Executive Director $120,000 $125,400 $131,000 $136,900 $143,100 $149,500 30% 4.5% 24.6% 80%

Staff Lawyer $76,400 $81,000 $85,900 $91,100 $96,600 $102,400 $108,500 $115,000 30% 6.0% 50.5% 66%

Community Legal Worker $70,500 $72,800 $75,200 $77,700 $80,300 $83,000 $85,700 $88,500 30% 3.3% 25.5% 80%

Office Manager $59,900 $61,500 $63,100 $64,700 $66,400 $68,100 30% 2.6% 13.7% 88%

Support Staff $46,100 $47,300 $48,500 $49,800 $51,100 $52,400 2.6% 13.7% 88%  

Note that the Executive Director salary range could be applied in a manner 
to reflect clinics of varying size and complexity.     

5.2. Managing Progression on the Salary Range 

Ideally, incumbents would progress through the salary range at the rate of 
one step per year until reaching the full competency rate.  However, we 
understand that clinics typically receive annual funding increases of only 1% 
plus 1% for pay equity.  When a clinic has staff turnover, additional funds 
may be available for salary increases, but it is generally not possible to plan 
for such situations.   

To address these circumstances, we have proposed “transitional pay levels” 
of approximately 0.5% – 1.0% that allow for more gradual progression 
between steps.  Incumbents could move one or more transitional pay levels 
per year, subject to the funds available to the clinic for salary adjustments.  
The benchmark steps remain aspirational, but also important benchmarks for 
measuring progress relative to the market. 

The table on the following page illustrates the transitional pay levels 
between steps that may be used when funds are not available to implement a 
full step increase.  Appendix A provides an example of how clinics could 
manage salary range progression using the transitional pay levels. 
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Step Structure with Transitional Pay Levels 

Steps  Executive Director  Staff Lawyer 
Community Legal 

Worker 
Office Manager  Support Staff 

Step 8  $115,000  $88,500 

7.5  $113,900 

7.4  $112,800 

7.3  $111,700 

7.2  $110,600  $87,600 

7.1  $109,500  $86,600 

Step 7  $108,500  $85,700 

6.5  $107,400 

6.4  $106,300 

6.3  $105,200 

6.2  $104,200  $84,800 

6.1  $103,300  $83,900 

Step 6  $149,500  $102,400  $83,000  $68,100  $52,400 

5.5  $101,400  $67,800  $52,200 

5.4  $100,400  $67,500  $52,000 

5.3  $147,900  $99,400  $67,300  $51,800 

5.2  $146,300  $98,400  $82,100  $67,000  $51,500 

5.1  $144,700  $97,400  $81,200  $66,700  $51,300 

Step 5  $143,100  $96,600  $80,300  $66,400  $51,100 

4.5  $95,600  $66,100  $50,900 

4.4  $94,700  $65,800  $50,700 

4.3  $141,600  $93,800  $65,600  $50,500 

4.2  $140,000  $92,900  $79,400  $65,300  $50,200 

4.1  $138,500  $92,000  $78,600  $65,000  $50,000 

Step 4  $136,900  $91,100  $77,700  $64,700  $49,800 

3.5  $90,200  $64,400  $49,600 

3.4  $89,300  $64,200  $49,400 

3.3  $135,400  $88,400  $63,900  $49,200 

3.2  $134,000  $87,500  $76,900  $63,600  $48,900 

3.1  $132,500  $86,600  $76,000  $63,400  $48,700 

Step 3  $131,000  $85,900  $75,200  $63,100  $48,500 

2.5  $85,000  $62,800  $48,300 

2.4  $84,200  $62,600  $48,100 

2.3  $129,600  $83,400  $62,300  $47,900 

2.2  $128,200  $82,600  $74,400  $62,000  $47,700 

2.1  $126,800  $81,800  $73,600  $61,800  $47,500 

Step 2  $125,400  $81,000  $72,800  $61,500  $47,300 

1.5  $80,200  $61,200  $47,100 

1.4  $79,400  $61,000  $46,900 

1.3  $124,100  $78,600  $60,700  $46,700 

1.2  $122,700  $77,800  $72,000  $60,400  $46,500 

1.1  $121,400  $77,000  $71,300  $60,200  $46,300 

Step 1  $120,000  $76,400  $70,500  $59,900  $46,100 

* On average, the percentage progression between each transitional pay level is 1.1% for the Executive Director and 
CLW, 1.0% for the Staff Lawyer, and 0.5% for the Office Manager and Support Staff.  
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5.3. Job Descriptions 

As discussed above, our recommendations are based on the sample job 
descriptions for the five clinic jobs (see Appendix B).  However, we 
understand that actual clinic job descriptions may vary from the sample 
descriptions.  It is difficult to anticipate all such variations and how these 
might impact on the recommended salary ranges.   

As a “rule of thumb,” clinics could apply the following criteria: 

 Job is significantly larger than the sample job: increase salary range start 
rate and full competency rate (and all steps) by a factor of 10% 

 Job is moderately larger than the sample job: increase the start rate and 
full competency rate (and all steps) by 6% 

 Job is minimally larger than the sample job: increase the start rate and full 
competency rate (and all steps) by 3% 

 The same general principles would apply if the job is smaller than the 
sample job. 

5.4. Other Recommendations 

It is further recommended that a formal market review (similar to the review 
undertaken in this study) be conducted approximately every three years to 
determine whether any market adjustments to the salary structure are 
required to maintain competitiveness. 
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Appendix A: Implementation Guidelines and Examples  

In the past years, clinics have received funding from LAO to increase 
salaries in two components:  

 pay equity adjustment for eligible clinics (1% of the previous year’s 
payroll); and 

 compensation funding increase (lately 1% or 2%) until a position 
reaches LAO’s funding maximum. 

The salary structure design, on page 9 of the report, includes steps in a range 
from a “start rate” to a “full competency rate” for each of the five traditional 
clinic jobs. This range and the steps are based on Hay Group’s market survey 
and analysis.  However, the progression between these steps is higher than 
the increased funding that clinics typically receive from LAO.  For this 
reason, Hay Group has proposed “transitional pay levels” that allow for more 
gradual progression between steps.  The Transitional Pay Levels are set out 
on page 10 of the report. 

The following are guidelines and examples that may assist clinics in 
implementing the recommended salary structure and allow clinic employees 
to progress between the steps. 

1. Clinics are required to pay at least 1% of the previous year’s total 
payroll towards their pay equity plans.  Accordingly, the first step is to 
use the 1% funded by LAO for this purpose to apply the clinic’s pay 
equity plan.1 

2. Clinics can then use compensation funding increases plus any personnel 
surplus that might be available to move employees through the grid, 
either to the next step or to a transitional pay level. 

Note: For the purpose of these examples, the Clinic has five staff, one in 
each of the traditional jobs.  The pay equity adjustments provided are 
for illustrative purposes only; clinics each have separate and mostly 
disparate pay equity plans.  

                                                 
1  Clinic  positions  that  have  reached  pay  equity  are  not  included  in  the  pay  equity 
distribution. 
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Example 1 

The payroll for all five positions is assumed to be $372,900 for the current 
year. (Step 1 of Hay Group’s salary structure).  

Year 1 - Funded increase: 1% pay equity (3,729) + 1% compensation 
increase (3,729)  

Total salary funds available: $380,358. 

1. Apply pay equity adjustments to existing salaries based on the 
clinic’s pay equity plan. The minimum adjustments must be no less 
than the lesser of 1% of the clinic’s payroll for the previous year or 
the amount required to achieve pay equity. 

2. The total compensation funding increase available, including any 
surplus that the clinic may want to use for increases, should then be 
divided among positions in such a way as to move staff to the next 
affordable Transitional Pay Level or Step. 

 

Job Title 
Current 
Salaries 

PE Adjustment 
Year 1 

Compensation 
Increase 

Year 1 
Salaries 

Step 
Level 

ED 
120,000 
Step 1 

745  655  121,400  1.1 

SL 
76,400 
Step 1 

745  1,455  78,600  1.3 

CLW 
70,500 
Step 1 

745  755  72,000  1.2 

OM 
59,900 
Step 11 

745  55  60,700  1.3 

SS 
46,100 
Step 1 

749  51  46,900  1.4 

Total  372,900  3,729  2,971  379,600   

Note:  This example would leave the clinic with a $758 surplus that the 
Board of Directors can allocate as it chooses, e.g. as an increase or bonus 
or to fund a staffing gap or overlap.  
 

Year 2 - Funded increase: 1% pay equity (3,803) + 2% compensation 
increase (7,606)  

Total salary funds available: $391,767. 

1. Apply pay equity adjustments to existing salaries based on the 
clinic’s pay equity plan. The minimum adjustments must be no less 
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than the lesser of 1% of the clinic’s payroll for the previous year or 
the amount required to achieve pay equity. 

2. The total compensation funding increase available, including any 
surplus that the clinic may want to use for increases, should then be 
divided among positions in such a way as to move staff to the next 
affordable Transitional Pay Level or Step.  

 

Job Title 
Current 
Salaries 

PE Adjustment 
Year 2 

Compensation 
Increase 

Year 2 
Salaries 

Step 
Level 

ED 
121,400 
Step  1.1 

760  3,240  125,400  2 

SL 
78,600 
Step 1.3 

760  2,440  81,800  2.1 

CLW 
72,000 
Step 1.2 

760  840  73,600  2.1 

OM 
60,700 
Step 1.3 

760  540  62,000  2.2 

SS 
46,900 
Step 1.4 

763  237  47,900  2.3 

Total  379,600  3,803  7,297  390,700   

Note:  This example would leave the clinic with a $1,067 surplus that the 
Board of Directors can allocate as it chooses, e.g. as an increase or bonus 
or to fund a staffing gap or overlap.  
 

Year 3 - Funded increase: 1% pay equity (3,917) + 1% compensation 
increase (3,917) + $5,000 personnel surplus due to staff turnover  

Total salary funds available: $404,601.   

1. Apply pay equity adjustments to existing salaries based on the 
clinic’s pay equity plan. The minimum adjustments must be no less 
than the lesser of 1% of the clinic’s payroll for the previous year or 
the amount required to achieve pay equity. 

2. The total compensation funding increase available, including any 
surplus that the clinic may want to use for increases, should then be 
divided among positions in such a way as to move staff to the next 
affordable Transitional Pay Level or Step. 
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Job Title 
Current 
Salaries 

PE Adjustment 
Year 3 

Compensation 
Increase 

Year 3 
Salaries 

Step 
Level 

ED 
125,400 
Step 2 

783  4,817  131,000  3 

SL 
81,800 
Step 2.1 

783  3,317  85,900  3 

CLW 
73,600 
Step 2.1 

783  817  75,200  3 

OM 
62,000 
Step 2.2 

783  317  63,100  3 

SS 
47,900 
Step 2.3 

785  215  48,900  3.2 

Total  390,700  3,917  9,483  404,100   

Note:  This example would leave the clinic with a $501 surplus that the 
Board of Directors can allocate as it chooses, e.g. as an increase or bonus 
or to fund a staffing gap or overlap.  
 

The chart on the next page illustrates the clinic’s progression over the three 
years.  Funding increases plus surpluses have allowed the clinic to bring all 
staff to at least Step 3. 
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Example 1: Sample Clinic of Five Staff Progressing through Salary Grid (all figures include pay equity)

Steps Executive Director Staff Lawyer
Community Legal 

Worker
Office Manager Support Staff

Legend

Step 8 $115,000 $88,500 Year 3 Base Salary*

7.5 $113,900 Year 2 Base Salary*

7.4 $112,800 Year 1 Base Salary*

7.3 $111,700 Initial Base Salary

7.2 $110,600 $87,600

7.1 $109,500 $86,600

Step 7 $108,500 $85,700

6.5 $107,400

6.4 $106,300

6.3 $105,200

6.2 $104,200 $84,800

6.1 $103,300 $83,900

Step 6 $149,500 $102,400 $83,000 $68,100 $52,400

5.5 $101,400 $52,200

5.4 $100,400 $67,800 $52,000

5.3 $147,900 $99,400 $67,300 $51,800

5.2 $146,300 $98,400 $82,100 $67,000 $51,500

5.1 $144,700 $97,400 $81,200 $66,700 $51,300

Step 5 $143,100 $96,600 $80,300 $66,400 $51,100

4.5 $95,600 $66,100 $50,900

4.4 $94,700 $65,800 $50,700

4.3 $141,600 $93,800 $65,600 $50,500

4.2 $140,000 $92,900 $79,400 $65,300 $50,200

4.1 $138,500 $92,000 $78,600 $65,000 $50,000

Step 4 $136,900 $91,100 $77,700 $64,700 $49,800

3.5 $90,200 $64,400 $49,600

3.4 $89,300 $64,200 $49,400

3.3 $135,400 $88,400 $63,900 $49,200

3.2 $134,000 $87,500 $76,900 $63,600 $48,900

3.1 $132,500 $86,600 $76,000 $63,400 $48,700

Step 3 $131,000 $85,900 $75,200 $63,100 $48,500

2.5 $85,000 $62,800 $48,300

2.4 $84,200 $62,600 $48,100

2.3 $129,600 $83,400 $62,300 $47,900

2.2 $128,200 $82,600 $74,400 $62,000 $47,700

2.1 $126,800 $81,800 $73,600 $61,800 $47,500

Step 2 $125,400 $81,000 $72,800 $61,500 $47,300

1.5 $80,200 $61,200 $47,100

1.4 $79,400 $61,000 $46,900

1.3 $124,100 $78,600 $60,700 $46,700

1.2 $122,700 $77,800 $72,000 $60,400 $46,500

1.1 $121,400 $77,000 $71,300 $60,200 $46,300

Step 1 $120,000 $76,400 $70,500 $59,900 $46,100

* Note: Includes pay 

equity adjustment
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Example 2 

The payroll for all five positions is assumed to be $426,000 for the current 
year.   

Year 1 – Funded increase: 1% pay equity (4,260) + 1% compensation 
increase (4,260) + 1,500 surplus 

Total salary funds available: $436,020. 

1. Apply pay equity adjustments to existing salaries based on the 
clinic’s pay equity plan. The minimum adjustments must be no less 
than the lesser of 1% of the clinic’s payroll for the previous year or 
the amount required to achieve pay equity. 

2. The total general compensation funding increase available, 
including any surplus that the clinic may wish to use for increases, 
should then be divided among positions in such a way as to move 
incumbents to the next affordable Transitional Pay Level or Step. 
Clinics may choose to use the general compensation funding 
increase that they receive for increases to move incumbents through 
the steps rather than give increases to those who have reached the 
full competency rate. 

In this example, the Office Manager who has reached the full competency 
rate (Step 6).  She receives only a pay equity adjustment to her current salary 
and no general compensation increase. Funding from LAO for general 
compensation increases has been divided among the remaining staff, who 
have not reached the full competency rate. 

Job Title 
Current 
Salaries 

PE Adjustment 
Year 1 

Compensation 
Increase 

Year 1 
Salaries 

Step 
Level 

ED 
141,600         
Step 4.3 

850  2,250  144,700  5.1 

SL 
91,100          
Step 4 

850  1,850  93,800  4.3  

CLW 
75,200          
Step 3  

850  850  76,900  3.2 

OM 
68,100          
Step 6 

850  ‐‐‐  68,950  6 

SS 
50,000          
Step 4.1 

860  640  51,500  5.2 

Total  426,000  4,260  5,590  435,850   
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Note:  This example would leave the clinic with a $170 surplus that the 
Board of Directors can allocate as it chooses, e.g., as an increase or 
bonus or to fund a staffing gap or overlap.  
 

Year 2 – Funded increase: 1% pay equity (4,359) + 2% compensation 
increase (8,717)  

The payroll for all five positions is $435,850 for Year 1.  Total salary 
funds available for Year 2: $448,926. 

1. Apply pay equity adjustments to existing salaries based on the 
clinic’s pay equity plan. The minimum adjustments must be no less 
than the lesser of 1% of the clinic’s payroll for the previous year or 
the amount required to achieve pay equity. 

2. The total compensation funding increase available, including any 
surplus that the clinic may want to use for increases, should then be 
divided among positions in such a way as to move staff to the next 
affordable Transitional Pay Level or Step. Clinics can choose to use 
the general compensation funding increase that they receive for 
increases to move incumbents through the steps rather than give 
increases to those who have reached full competency. 

In this example, the Office Manager, who has reached the full competency 
rate (Step 6), receives a pay equity adjustment and a general compensation 
increase. The amount of the Office Manager’s increase is based on the 
remaining available funds after other staff are moved to the next affordable 
Transitional Pay Level or Step. 

Job Title 
Current 
Salaries 

PE Adjustment 
Year 2 

Compensation 
Increase 

Year 2 
Salaries 

Step 
Level 

ED 
144,700         
Step 5.1 

870  2,330  147,900  5.3 

SL 
93,800          
Step 4.3 

870  2,730  97,400  5.1  

CLW 
76,900          
Step 3.2  

870  2,530  80,300  5 

OM 
68,950          
Step 6 

870  690  70,510  6 

SS 
51,500          
Step 5.2 

879  421  52,800  6 

Total  435,850  4,359  8,701  448,910   

Note:  This example would leave the clinic with virtually no surplus.  
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The chart below illustrates the clinic’s progression over the two years.  
Funding increases plus surpluses have allowed the clinic to bring all staff to 
at least Step 5. 

Example 2: Sample Clinic of Five Staff Progressing through Salary Grid (all figures include pay equity)

Steps Executive Director Staff Lawyer
Community Legal 

Worker
Office Manager Support Staff

Legend

Step 8 $115,000 $88,500 Year 2 Base Salary*

7.5 $113,900 Year 1 Base Salary*

7.4 $112,800 Initial Base Salary

7.3 $111,700

7.2 $110,600 $87,600

7.1 $109,500 $86,600

Step 7 $108,500 $85,700

6.5 $107,400

6.4 $106,300

6.3 $105,200

6.2 $104,200 $84,800 $70,510

6.1 $103,300 $83,900 $68,950 $52,800

Step 6 $149,500 $102,400 $83,000 $68,100 $52,400

5.5 $101,400 $52,200

5.4 $100,400 $67,800 $52,000

5.3 $147,900 $99,400 $67,300 $51,800

5.2 $146,300 $98,400 $82,100 $67,000 $51,500

5.1 $144,700 $97,400 $81,200 $66,700 $51,300

Step 5 $143,100 $96,600 $80,300 $66,400 $51,100

4.5 $95,600 $66,100 $50,900

4.4 $94,700 $65,800 $50,700

4.3 $141,600 $93,800 $65,600 $50,500

4.2 $140,000 $92,900 $79,400 $65,300 $50,200

4.1 $138,500 $92,000 $78,600 $65,000 $50,000

Step 4 $136,900 $91,100 $77,700 $64,700 $49,800

3.5 $90,200 $64,400 $49,600

3.4 $89,300 $64,200 $49,400

3.3 $135,400 $88,400 $63,900 $49,200

3.2 $134,000 $87,500 $76,900 $63,600 $48,900

3.1 $132,500 $86,600 $76,000 $63,400 $48,700

Step 3 $131,000 $85,900 $75,200 $63,100 $48,500

2.5 $85,000 $62,800 $48,300

2.4 $84,200 $62,600 $48,100

2.3 $129,600 $83,400 $62,300 $47,900

2.2 $128,200 $82,600 $74,400 $62,000 $47,700

2.1 $126,800 $81,800 $73,600 $61,800 $47,500

Step 2 $125,400 $81,000 $72,800 $61,500 $47,300

1.5 $80,200 $61,200 $47,100

1.4 $79,400 $61,000 $46,900

1.3 $124,100 $78,600 $60,700 $46,700

1.2 $122,700 $77,800 $72,000 $60,400 $46,500

1.1 $121,400 $77,000 $71,300 $60,200 $46,300

Step 1 $120,000 $76,400 $70,500 $59,900 $46,100

* Note: Includes pay 

equity adjustment
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Example 3: 

The payroll for all five positions is assumed to be $428,400 for the current 
year.  

Year 1 – Funded increase: 1% pay equity (4,284) + 1% compensation 
increase (4,284)  

Total salary funds available: $436,968. 

The Support Staff position has reached pay equity.  

The Office Manager and Support Staff have reached their full competency 
rates based on the Hay Group’s recommended salary structure design.  

1. Apply pay equity adjustments to existing salaries that have not 
reached pay equity based on the clinic’s pay equity plan. The 
minimum adjustments must be no less than the lesser of 1% of the 
clinic’s payroll for the previous year or the amount required to 
achieve pay equity. 

2. The total compensation funding increase available, including any 
surplus that the clinic may want to use for increases, should then be 
divided among positions in such a way as to move staff to the next 
affordable Transitional Pay Level or Step. Clinics can choose to use 
the general compensation funding increase that they receive for 
increases to move people through the steps rather than give 
increases to those who have reached full competencies. 

In this example, the Support Staff has achieved pay equity and does not 
receive a pay equity adjustment.  The Support Staff has also reached the full 
competency rate (Step 6).  The 1% of payroll is distributed among the staff 
who have not achieved pay equity according to the clinic’s pay equity plan.  

The Office Manager, who has reached full competency (Step 6), receives 
both a pay equity adjustment and a general compensation increase, while the 
Support Staff, who has reached full competency (Step 6), receives a general 
compensation increase only. The amount of the increases for these two 
positions is is based on the remaining available funds after other staff are 
moved to the next affordable Transitional Pay Level or Step. 
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Job Title 
Current 
Salaries 

PE Adjustment 
Year 1 

Compensation 
Increase 

Year 1 
Salaries 

Step 
Level 

ED 
141,600 
Step 4.3 

1,070  430  143,100  5 

SL 
91,100 
Step 4 

1,070  1,630  93,800  4.3 

CLW 
75,200 
Step 3 

1,070  1.430  77,700  4 

OM 
68,100 
Step 6 

1,074  250  69,424  6 

SS 
52,400 
Step 6 

‐‐‐  500  52,900  6 

Total  428,400  4,284  4,240  436,924   

 Note:  This example would leave the clinic with a surplus of $44 that the 
Board of Directors can allocate as it chooses, e.g., as an increase or 
bonus or to fund a staffing gap or overlap. 

The chart on the next page illustrates the clinic’s progression for the one 
year.  Funding increases plus surpluses have allowed the clinic to bring all 
staff to at least Step 4. 
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Example 3: Sample Clinic of Five Staff Progressing through Salary Grid (all figures include pay equity)

Steps Executive Director Staff Lawyer
Community Legal 

Worker
Office Manager Support Staff

Legend

Step 8 $115,000 $88,500 Year 1 Base Salary*

7.5 $113,900 Initial Base Salary

7.4 $112,800
* Note: Includes pay 

equity adjustment

7.3 $111,700

7.2 $110,600 $87,600

7.1 $109,500 $86,600

Step 7 $108,500 $85,700

6.5 $107,400

6.4 $106,300

6.3 $105,200

6.2 $104,200 $84,800

6.1 $103,300 $83,900 $69,424 $52,900

Step 6 $149,500 $102,400 $83,000 $68,100 $52,400

5.5 $101,400 $52,200

5.4 $100,400 $67,800 $52,000

5.3 $147,900 $99,400 $67,300 $51,800

5.2 $146,300 $98,400 $82,100 $67,000 $51,500

5.1 $144,700 $97,400 $81,200 $66,700 $51,300

Step 5 $143,100 $96,600 $80,300 $66,400 $51,100

4.5 $95,600 $66,100 $50,900

4.4 $94,700 $65,800 $50,700

4.3 $141,600 $93,800 $65,600 $50,500

4.2 $140,000 $92,900 $79,400 $65,300 $50,200

4.1 $138,500 $92,000 $78,600 $65,000 $50,000

Step 4 $136,900 $91,100 $77,700 $64,700 $49,800

3.5 $90,200 $64,400 $49,600

3.4 $89,300 $64,200 $49,400

3.3 $135,400 $88,400 $63,900 $49,200

3.2 $134,000 $87,500 $76,900 $63,600 $48,900

3.1 $132,500 $86,600 $76,000 $63,400 $48,700

Step 3 $131,000 $85,900 $75,200 $63,100 $48,500

2.5 $85,000 $62,800 $48,300

2.4 $84,200 $62,600 $48,100

2.3 $129,600 $83,400 $62,300 $47,900

2.2 $128,200 $82,600 $74,400 $62,000 $47,700

2.1 $126,800 $81,800 $73,600 $61,800 $47,500

Step 2 $125,400 $81,000 $72,800 $61,500 $47,300

1.5 $80,200 $61,200 $47,100

1.4 $79,400 $61,000 $46,900

1.3 $124,100 $78,600 $60,700 $46,700

1.2 $122,700 $77,800 $72,000 $60,400 $46,500

1.1 $121,400 $77,000 $71,300 $60,200 $46,300

Step 1 $120,000 $76,400 $70,500 $59,900 $46,100  
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Appendix B: Sample Job Descriptions 





 



 



 



 



 



 



 



 



 



 



 



 



 



 




