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FINANCES: Addressing retention through financial support: 
1. Is your program able to guarantee attorneys yearly or regular salary increases over time? 
· No (two programs)

· No, there is no guarantee and attorneys are told that at the time of hiring.  However, we are almost always able to give an increase within a 2 year period.
· Yes ( two programs)

· We have a salary scale that is based on years in practice, so the attorney automatically moves up every year, and we adjust the entire scale every few years.  
· We have a year cost-of-living increase and a year step increase.
· We have regular steps, based on adequate (and sometimes superior) performance that eventually hit a cap.  Most are subject to a collective bargaining agreement, generally negotiated for three years, which often raises the scale.
· We give annual step increase until year 11, then it stops. 

· We have regular, annual step increases but they are contingent on adequate program funding.  
2. Does your program offer other financial benefits, like LRAP, year-end bonuses or gifts, or others? 
· Employer-contributed retirement plan (4 programs)
· 4% of salary pension contribution
· We are working on creating a 401(k) or 503(b) with an employer match
· Loan repayment program and bonuses in good years.
· LRAP (two programs)
· LRAP at $150/month unless loans are paid off, but no bonuses or gifts.

· LRAP for attorneys:  we add up to a cap of $500 per month to their pay (50% of the total minimum monthly payment).

· Small year-end bonus, funded by the Board of Directors. 

· Small annual merit bonus 
· Small year-end bonus, amount varies depending on budget.
· Very competitive salary & benefits 
· No (two programs)
3. Does your program offer any other financial benefits that you feel help with retention? 
· We have recently raised starting Attorney salaries to $50,000.  This puts us within equality ($0-$10,000) behind public defender, county counsel, and district attorney. 
· Some positions have superior performance steps beyond those available annually for adequate performance. 
· Salary stipends for language ability and project coordination, etc.
· One-time base salary increase of 2% each for verbal and written non-English language skills in threshold languages.
· Cover the practical expenses if possible, in a way that says you trust people -- cell phones needed for work, bar dues, CLE, books for work, laptops for travel
· Four weeks vacation starting in the first year of employment.
· A largely discretionary training budget per staff member
· A large senior attorney increase in salary after 3 years
· A no-cost $10,000 life insurance policy
· Cafeteria style before-tax plan for daycare and uncovered health expenses.
· We offer $185 toward medical health insurance premiums
· Good health insurance with no employee contribution and in most cases no contribution for dependents either.
· Group health benefits plus $1,500 in “self-insurance” which can be used for dental or vision.

· We have a comprehensive benefits package (includes dental, vision, disability, life insurance, dependents) benefits package from the date of hire, with a max. staff paid premium of $30/mo.
· Comprehensive health insurance package for our workers and their families (no cost except copays if they select the HMO options).
· Housing allowance to AmeriCorps attorneys. 

HUMAN RESOURCES: 
1. Does your program examine career goals or other turnover predictors in the interviewing stage?  
· Attorney applicant selection for interviews values those who have demonstrated commitment to the poverty community before/during or after law school. 
· We try to choose those who have a demonstrated commitment to our client community so that these resources will be used wisely and invested in those who will stay.
· Yes (although we would be interested to know what types of questions/data other programs use to predict retention).
· Definitely; we’re not looking to hire someone who sees our job as a stepping stone.
· Yes; turnover is very expensive for the organization
· Informally
· A standard interview question asks "Where do you see yourself in five years", though I can't recall anyone answering "outside legal services" being considered.

· I think the most important piece of this is in recruitment--that we really search for the young attorney is committed to the work that we do.  There is nothing like having a staff attorney who is totally committed to the work and really wants to do that work.
· Yes
· Probably not as carefully as we should
· No (three programs)
2. Does your program have some mechanism for gauging employee satisfaction? 
· Our regular evaluation process includes a section for the employee to evaluate the organization. 

· We meet with employees to draft an annual professional development plan.

· We do regular two-way evaluations. When employees are evaluated, they are asked about their job satisfaction and how the supervisor can help them reach their yearly work and long-term professional goals (which are discussed in detail).  Also, separately, managers conduct a self-evaluation process where they send out an evaluation form for staff to complete anonymously.
· Staff union, and self evaluations
· Nothing formal.  All staff is encouraged to talk to the Exec. Dir. via an ‘open door’ policy.
· No (three programs) 
3. Does your program conduct exit interviews with attorneys as they depart? 
· Yes (two programs).
· Usually
· Questionnaires are provided to exiting staff
· Since it is a small office; a formal exit interview is not necessary.  In addition, attorney staff turnover is very low. 

· No (but we should) 

· No
· Not as a rule. 

4. How does your program address access to training and/or professional development for attorney staff? 
· We have implemented a yearly in-house training program and we give staff a largely discretionary training budget 
· Individualized training plans (ITP) are developed by each attorney; this fiscal year, training was funded with a grant from our local bar association’s foundation.  
· Through Self Needs assessments and internal trainings at staff conferences and through task forces as well as specific trainings aimed at new advocates  

· this is part of our annual self-evaluation/review process  

· Professional development plan plus broad distribution of announcements about trainings
· We suggest specific training programs and have a policy of paying for the attorney to go to any program (within reason). 

· Director of Advocacy position is also responsible for in-house trainings and promoting/approving off site trainings.  We have attorneys and their supervisors jointly prepare a development plan, with responsibilities for each, as part of the annual evaluation.

· We attempt to have each attorney write a “personal professional development plan” each year, but it doesn’t always happen.

· We try to determine our lawyers' long term goals and help them reach them (does a person have dreams of being an ED/CEO/judge/professor? want to develop skills in fundraising, teach  a law school class, write law review articles or popular press pieces? how can you incorporate that in the person's job now and help lay the foundation for that aspiration?)
· Training and professional development goals and plans are set annually during the performance goals and evaluation process with interim adjustments as identified.  Supervisors and the E.D. regularly send out notices of trainings to attorney staff and supports attorneys attending trainings.  
· We recently created a mid-level supervising attorney position to allow staff attorneys to advance in their professional development (accompanied by a salary increase).
· We have Senior versions of some job categories. 
5. How does your program train managers and supervisors? 
· No formal training (three programs)
· The managing attorney is trained for the position (on-the-job) by the supervising attorney.
· Mainly "on the job", with occasional on and off site trainings.

· Our managers are generally trained through mentorship, and each manager has to take two outside supervision-type courses a year.
· Through attendance at external trainings and internal orientation focusing on internal practices and LSC compliance.
· MIE trainings when possible 
· Training of supervisors/managers occurs mainly through identifying appropriate trainings through MIE, Compasspoint, etc.  Also some ad hoc mentoring, but it is not systematic. 

6. Does your program offer mentoring for new attorney staff? 
· Yes.  New attorneys are always assigned to one of the experienced attorneys for the beginning of their tenure.
· Yes, supervisors are supposed to mentor their supervisees. 

· We require specialization in practice, and the team senior atty is the mentor for the new atty.   Each of our senior attys have 15-30 years experience in their field, and provide a wealth of training information for new admittees.
· We tried to implement a formal mentorship program using senior staff and Board members, but it didn't really work; mentorship occurs frequently, but it's informal. 
· New attorney staff ‘shadow’ each of the staff attorneys as part of their training.  Because the office is small, formal mentoring is not offered.
· We have made a number of informal attempts with mixed success 

· No – this has been an aspiration for years, but getting it organized is difficult. 

· We have a dormant program of linking new and Senior Attorneys based in separate offices, to encourage informal communication.
· No (three programs).

OTHER IDEAS: Does your program have other ways to promote job satisfaction and/or employee recognition? 
· We probably should have some institutionalized form of recognition – but we try to acknowledge excellent work contemporaneously with its performance. 

· We do not have employee recognition strategies.  
· A monthly staff meeting at which "appreciation" is a standing agenda item
· Using the intranet and/or email, we sometimes advise all staff of individuals' achievements, particularly receipt of awards and mention in press. 
· Can't say thanks, god job, important work often enough. Helps to have your board say it, too. Nominate for awards.
· We celebrate employees' anniversaries by a congratulatory email and usually the person gets taken out to lunch.
· Employees are recognized at significant anniversary dates 
· We take our admin staff out to lunch once a year for admin professionals’ day.
· We try to promote job satisfaction through non-financial means: flexibility around time (part-time schedules, flex schedules, ability to include “work from home” days in the schedule, flexible use of comp time); family-friendly environment (OK to bring kids to the office if necessary)
· Flexibility--especially important for people with young children
· Individualize things where possible -- flex schedules, administrative roles, office amenities
· Staff attorneys are offered other opportunities within the organization; if a staff attorney wants to try something new, efforts are made to offer those opportunities. 

· Staff attorneys are given significant control over their work and schedules. 

· We give a lot of autonomy for attorneys to pursue specific projects and interests within their practice. 
· We have to be creative about mid level leadership positions for young people, or, some young advocates don't see a future at their program or in legal services.  We have to find a way to allow young people to own the program and receive credit for their work.
· A monthly birthday lunch and afternoon cake for staff members whose birthday is that month
· Birthday brown bag lunches and we provide some part of the meal (dessert usually); welcome and departure lunches together.
· Feed people! An old favorite but it works.
· Regular informal outings like bowling as well as a formal yearly retreat for each program.  
· We had our first all employee retreat recently 
· We usually give $10 gift certificates, usually to Starbucks, for folks who "volunteer" to work our special events.  
· A commitment not to burn the staff attorney out--they should not be expected to spend the amount of time at work that firms are expecting of them.  This is a great argument to younger people who want to have a life outside of their work.

· We offer generous vacation that people actually use 

· The organization has a generous leave policy; staff attorneys are encouraged to take time off and are gently reminded to do so when their accrued leave balance becomes substantial.  

· In the event an employee becomes ill or has a need for extended leave, every effort is made to maintain the staff attorney’s position until they are able to return.
· A sabbatical every 4 years
· Another idea - Sabbaticals: Good idea, on the private side there's a big risk that people won't return but that's probably less of a problem for our groups. Would do it with a commitment to stay for a period of time after the sabbatical or pay back some of the time
· One way is to create special honors for young advocates.  Our community always honors people with legacy awards for people are at the end of their career while young advocates also really want their work to be valued and acknowledged.  
· A community of staff that is committed to the same ideals and world view. This means that staff meetings have to be interesting and that the staff as a whole is committed to each other.
· I think one of the big retention issues is ensuring that staff feels like they have meaningful input in the overall operation of the organization.  That's a lot harder to describe in a short survey!  

· We strive to maintain a working atmosphere that is relaxed and friendly, and which promotes ongoing communication among staff and management.  The focus is on working together, and when needed, problem solving as a team.  

