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In late 2007, the Legal Aid Association of California (LAAC) and the California Legal Services Trust Fund Program convened a series of
three statewide strategic planning meetings on legal services issues. California had just successfully passed itsinterest on Lawyer Trust
Accounts (IOLTA) comparability bill, AB 1723, and the legal aid community was expecting significant increases in IOLTA funding as
banks began to offer comparable interest rates on IOLTA accounts. Some members of the community even projected increases to
IOLTA grants as early as Januay 2009.

The 2007 strategic planning meetings focused on settinges$bndatst at
all three meetings the highest priority was addressing the problems in retaining and recruiting legal services attorneys. IOLTA-funded
organizations repeatedly provided anecdotal evidence of committed legal services attorneys under financial pressure being forced to

leave their legal aid jobs for government and other positions, attorneys leaving predictably at year s 3-5 and years 7-10 of their legal
services careers, and difficulties recruiting attorneys, particularly attorneys of diverse backgrounds or attorneys to work a t programs
serving rural areas of the state.

LAACO6s member organi zat i dgona studysok thel retén#oA &hd rteauitnoent wimivildegal services attorneys in
California so the legal aid nonprofits could use the projected IOLTA increases to create tailored and effective responses. Legal services
programs around the state provided funds to help cover the costs of the study, as did the American Bar Association, Legal Services
Trust Fund Program, foundations, and other key legal aid supporters. With strategic input from the Trust Fund Program and
Administrative Office of the Courts, LAAC commissioned this study and report, with data collection starting mid -2008.

Then, just a few months later, the economic recession began,the federal funds rate (which determines IOLTA account interest rates)
dropped precipitously, and the state budget fell into a multi -million dollar deficit. Suddenly, instead of looking forward to funding
increases, California legal services programs found themselves facing cuts in IOLTA funding, elimination of state and county grants,

and drops in many other sources of funding. As t he federal funds rate hovers close to z
percent for FY10 and 15 percent for FY11. Instead of being able to design targeted salary and benefits increases, professional
development programs, and new hiring practices, many legal services nonprofits were forced to freeze salaries and take other
personnel cost cutting measures. At t he ti me of trhanylega tidiatgarbzations strlggle t® enaintain services for
clientsd whose needs continue to escalated at a time of dramatically decreased funding.

LAAC wunderstands that i mplementing the studyods r e amaymothepbssibléinns c
the short term for organizations struggling with the effects of the recession LAAC offers the studybs rec
attorney compensation for consideration, discussion, and planning for when the economy and funding levels rebound and the legal

services community once again has the financial resources necesary to invest in the future of access to justice in California.

Simultaneously, LAAC acknowledges that the new attorneys joining legal services nonprofits bring vital perspectives, skills,
understanding of technology, and innovative ideas to the statewide delivery system. Indeed, they are the future leaders of the
individual organizations and the entire legal services nonprofit sector. It also acknowledges the hundreds of attorneys who have
dedicated yearsto legalaid. The st udyds r e c odngehadestoimamagement @ervision, professional development,
and hiring practices cand and should be--implemented separately from compensation increases and within existing financial resources.

LAAC thanks the organizationslisted on the next page for their financial support for the study and report, as well as the Administrative
Office of the Courts (AOC) for their participation in the statewide meetings that led to the commissioning of this report and their
guidance throughout the process.

Board of Directors of Legal Aid Association of California
April 2010
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AKeep Pl ease work on itélWe
not because weTharis the plea raman attorney who
soon will have to leave her attorney position in legal aid in California
because she cannot pay her bills on her salary.

us.

She is one of hundreds of attorneys who were interviewed for this
Study, commissioned by the Legal Aid Association of California, to
explore the causes, effects and possible solutions to why legal aid
organizations in Calfornia are having an increasingly difficult time
recruiting and retaining quality attorneys.

The story that unfolded during the Study and told in this Report is one
of inadequate salaries and loan repayment asdstance for legal aid
attorneys and the need to address these challenges to ensure that
quality attorneys can do the work that is needed and they loved
provide legal assistance to low-income clientsd without sacrificing their
financial lives.

Significant Hiring, but Many Attorneys
Left

California legal aid organizations have been hiring significant numbers
of new attorneys and can be expected to do so again when the
economy improves. However, they have also been losing attorneys at
a fast rate.

More than one-third of all of the attorneys who were w orking for the
organizations on July 1, 2005 were no longer working for them three
years later. Half of the attorneys had only been with their
organizations 2.5 years before they left.

During the three year period examined in the Study (July 1, 2005 i
June 30, 2008), the organizations hired 373 attorneys. If the newly
hired attorneys leave at the same rate as those of whom many of
them replaced, the organizations will be saddled for years with the
high cost of turnover.

A Diverse and Primarily Female
Wor kforce

The organizations have done an exceptional job recruiting a
racially/ethnically diverse work force. More than half of the attorneys
hired during the three-year period examined in the Study were
Hispanic/Latino, Asian/Pacific Islander, African Amercan/Black or in
other racial or ethnic groups besides White. On July 1, 2008, 44
percent of the attorneys working for the organizations were in
racial/ethnic groups other than White. This racial/ethnic diversity is
extraordinary when compared to all members of the State Bar.

/ ea

orneys

Since this Report was written in the fall of 2009, the recession

has continued to adversely affect the legal aid organizations in

the Study. The Legal Services Trust Fund of California reduced
the funding that the organizations receive from Interest On
Lawyer Trust Accounts (IOLTA) by ten percent for FY10 and will
reduce the grants by an additional 15 percent for FY11. Other
sources of private and public funding have been reduced as well.
One bright spot was from a significant source of funding for ten

of the larger organizationsd the federally-funded Legal Services
Corporation increased its grants by eight percent in 2010.

The Legal Aid Association of California conducted ashort survey
in April 2010 to update information about the personnel actions
the organizations have taken since data was collected from them
in June 2009. Two-thirds of the St u doygénizations responded.

A mixed picture was found. Nearly two-thirds (seventeen) of the
26 organizations reported they took some action to reduce
personnel costs. The most prevalent actions were freezing staff
salaries, laying off staff and eliminating vacant positions. Three
organizations implemented furloughs or reduced hours. Only one
organization reduced salaries.

Seven of the seventeen organizations that took action to reduce
personnel costs also took actions that positively affected
personnel and increased their costs. They, along with six other
organizationsd for a total of 13 organizations or half of those
reportingd raised attorney salaries (through cost of living
adjustments, step or salary scale increase9 or gave bonuses.

This survey demonstrates that for many of the legal aid
organizations, addressing the challenges identified in this Report
will be more difficult than anticipated, and for some, meeting
these challenges will need to be delayed. However, it is notable
that when difficult decisions had to be made during the
recession, nearly all the organizations maintained or raised

attorney salaries, rather than reducing salaries even further,
which would have increased their challenges.
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Nearly half of the legal aid attorneys (44

percent) are in ethnic or racial groups other
than White.

Seven in ten of the attorneys hired during th e three year period were
female, and on July 1, 2008, over two-thirds of the attorneys were
women.

Female attorneys and attorneys of color left their organizations at
approximately the same rates at which they were hired.

Many of the organizations have prioritized hiring bilingual attorneys, as
well, and overall, 43 percent of the attorneys employed on July 1,
2008) spoke at least one other language in addition to English. Thr ee-
fourths of these attorneys spoke Spanish and nine percent spoke an
Asian or Pacific Islander language.

One-half of the legal aid attorneys think
they will leave their current employment in

the next three years.

More Attorneys Are Going to Leave

This Report is being published during a recession that includes a level
of unemployment that has made most p eople stay at their jobs, if they
have one. Although this may have altered the recruitment and
in |legal aid
authors and the legal aid organizations believe that the turnover issues
the organizations faced before the recession will return and possibly
worsen when the job picture is better. Many legal aid attorneys who
think they will leave cited the poor economy and their fear of being
jobless as a reason that keeps them in their job for now.

retention situation

Theat t orneys working for the
asked to complete a survey that provided the Study with information
about their personal financial situations and their legal aid jobs. The
survey had a response rate that made it representative of all of the
organizationsd attorneys. When

their job in the next three years, half said they did think they w ill

leave.

-level salary is $46,000,
have
salar ies of less than $50,000 after more than
three years in legal aid.

The median entry

and more than half of the attorneys

Studyods

n

asked

orneys

Salaries Are the Number One Reason for
Leaving

The attorneys who think they will leave give a variety of reasons, but
the predominant one is they need more income. When asked to rate
the importance of 17 possible reasons why they may leave, the three
financial options were among the top five reasons given.

Top Five Reasons (in order) Attorneys Think
Will Leave

They

Financial pressure due to low salary

Financial pressure due to other extraordinary expense
Personal reason

Burn-out

Financial pressure due to student loans

Those who think they will leave make approximately $15,000 less than
the attorneys who do not think they will leave. They have a median

salary in the range of $50,000 - $54,999 while the attorneys who do
not think they will leave have a median salary in the range of $65, 000
- $69,999.

The median salary of all of the attorneys employed by the
organizations on July 1, 2008 was $62,572. Attorneys who are not
managers or supervisors had a median salary of $55,000.

When starting salary information was collected in June 2009, the
me&hgnl stlarpng §alﬁaup/ \éva.s.5§4g,0nq%. gormtea1 cr)f }h? org?\nlzqtl%nsé pro&dee
salary supplements for bilingual skills, but even with these, the vast
majority of starting salaries are still under $50,000.

Overall, the salaries are not adequate for many attorneys to make fit,
particularly if they do not have another source of income, like a
partner or parents.

not

marr

my parents. 0

they thought they would

Educational Debt is Crushing

More than half of the attorneys who responded to the survey have
educational debt. Their median debt level is between $60,000 and
$69,999. However, the amount of debt increases with almost every
year of law school graduates. The median educational debt for the
attorneys who graduated with debt in 2008 is $120,000 to $129,999.

port

|l eave
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About half of the attorneys with education al debt receive some
assistance with their payments from Loan Repayment Assistance
Programs (LRAPs) sponsored by their law school or employer, but for
many it is not enough. The attorneys who receive no assistance are
really struggling, and many will have to leave for higher paying jobs.

0[ My e d noat debt]iisoterrible, it keeps

me up at night worrying how | can stay at

-fourth of
and | am
only. o

legal aid and survive. | pay over one
my salary to student loans a month,
paying interest

Many Will Leave for Government Jobs

The organizations report that many of the attorneys who left their

legal aid jobs because they need more money take government jobs.
The attorneys who think they will leave in the next three years also
name government jobs most often as the ones they will take.

The salary and retirement benefit comparison tells why. Many of the

salaries are set in each county, so a few examples are given here. A
Deputy Public Defender, Deputy District Attorney, Deputy County
Counsel, and Deputy City Attorney in Sacramento make right under
$80,000 to start. In the legal aid organizations in and around
Sacramento, the median starting salary is $46,250.

Some of the Il egal
experience go to work for the Superior Court system as Family Law
Facilitators or Self Help Center Attorneys. The Self Help Center
positions in San Francisco start new attorneys with no experience at
between $80,179 and $97,457. The median starting salary for a legal

aid attorney in the San Francisco area is $44,000. Los Angeles County
requires five years of experience for its Selfi Help attorneys and starts

them at between $80,683 and $111,720.

In addition to these major salary d ifferences, the government positions
are eligible for the California
where a Deputy Public Defender who retires at age 65 in 2019 after 30
years of service will receive an average pension of $107,800. Only one
oftheStudy 6 s o r g a rsa defined benefi perfsian, and it is not
available for employees who started with the organization after 2007.

The other organizations primarily have retirement plans into which
they contribute generally three to five percentofthe at t or ney s 6
resulting in most legal aid attorneys having inadequate retirement
savings.

0l have been an attorne
was offered a po sition at the public defender's

office which would have paid me three times

what | make now. 6

Public

orneys

Fresno $48-120 - $61,428 $47,916 $204 - $13,512
Los Angeles $55,466-$72,749 $46,200 $9,266 - $26,549
Riverside $64,320 - $81,890 $44,100 | $20,220 - $37,790
Sacramento $79,866 $46,250 $33,616
San Francisco * $98,514 - $103,454 $44,000 | $54,514 - $59,454
Santa Barbara $68,351 - $83,443 $43,414 | $24,937 - $40,029

*Two yearsof experiencarerequiredfor an entry level position as a Deputy
Public Defender in San Francisco. The salary for an attorney with two years of
experience at Bay Area Legal Aid, the largest general legal aid provider in the
Bay Area is $46,750, making the difference still more than $50,000.

Other Findings

Many of the attorneys expressed their desire for further professional
development and advancement opportunities. Both those who think
they will stay and those who think they will leave (sometimes for a
combination of salary and professional development reasons) want to
improve and expand their skill sets. Many would like a career ladder
within their organization 8 not necessarily a ladder to management, but
a ladder to increased responsibility and use of skills.

The younger attorneys, in particular, put a priority on a good work/life
balance. To achieve this balance, many attorneys want flexibility in

aneys that hayeafaniilg law i o n s henathey @ortheir work. In fact, this is a major reason that many

attorneys stay in their positions, particularly those who have children.
Many of the organizations provide this flexibility, others do not.

Deep Commitment to Poor People

There are many important findings in this Study. One, in particular,
must not be overlooked. There is a remarkable level of commitment in
the attorneys and the organizations to providing free legal assistance
to low income persons.

Empl oyeesd

Retirement System

This deep commitment was expressed directly by almost every

attorney who was interviewed. Many of the attorneys w ho completed

the survey articulated their commitment as well, describing how much

they love helping low income people. Some talked about how they

want their jobs to change, but all believe deeply in the missions of
s ghéirdrigahizations.

ol l ove my wor k. It

I work with and work for excellent people that

I admire and respect. o
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The attoney sd® commi t ment is shown
significantly lower salaries than almost any other publicly funded or
private attorneys and by many of them sacrificing their financial
security to work in legal aid.

The commitment of the executive directors was obvious as well. Most
have worked in civil legal aid for their entire careers 8 some for more
than 30 years. The executive directors are deeply concerned about
how their organizations can best provide the most legal assistance to
the most low-income individualsd how they can have the largest

impact.

To have the largest impact, however, this commitment must now
include an emphasis on the attorneys who provide the legal assistance.

Their needs must be prioritized in order to maximize the organizat i on s 6

work to effectively carry out their missions.

Bold Action is Needed

Some of the executive directors said they do not have a choice when it
comes to increasing salaries, and they were not saying this because of
the effects of the recession. They feel they have no choice because
they are under internal and external pressure to make sure that as
many low income individuals as possible receive legal assistance.

Many of the executive directors want to increase salaries and make the
other changes necessary to make legal aid a financially-sound decision
for attorney employment. They want to be competitive with
government employers so they can recruit and retain the best
attorneys for the jobs. Some of the legal aid organizations have taken
positive steps to increase salaries.

Changing the legal aid paradigm and addressing the challenges
identified in this Report will take bold steps, but not just on the part of
the executive directors. Staff and management, including the Boards of
Directors, have to help make and support the difficult decisions
required. Salaries and other financial needs of attorneys must be
addressed through increased funding, staff attrition, and/or reductions
in expenses, including, if necessary, reductions in staff.

In organizations where staff attorneys are members of a union, it is
essential that union leadership work with management on these
issues. The difficulty of representing all members of a union that
includes different job positions on issues that do not affect all
members the same is acknowledged, but unions must ensure that
attorneys can continue to work in legal aid.

Nearly 100 attorney positions were added to these organizations in a
span of three yearsd at a time when low salaries and high educational
debt were critical challenges. Using new funding to increase the
number of attorney positions can no longer be the norm. New funding,
when not restricted, should be used for increasing attorney salaries.

orneys

i ndi r darge | ayourttsy of tnéme fumdingwmay kbe rlegs prevalent in the

foreseeable future as the economy recovers. Therefore, reducing
expenses, and particularly staff positions, is an option that may need
to be utilized by many of the organizations. For those organizations
that have been forced to eliminate or leave positions vacant, new
funds should be used to the extent possible to increase attorney
salaries rather than fill or restore positions. Although these actions will
mean reduced services to clients, it is critical that attorneys be
recruited and retained who can provide the highest quality legal
assistance now and into the future.

Funding for legal aid organizations is often made up of diversified
grants and contracts. Much of the funding is project -driven. Funders
need to make funding streams available that can be used to increase
attorney salaries so funding distribution is not a barrier to an
organization addressing the attorney salary challenge. Legal aid
organizations must be clear about the true cost of providing legal
services, and funders have to recognize and acceg that if increased
funding is given to an organization, it cannot always provide more
services. Adequately supporting the actual cost of attorneys today
must be the first priority of |Ie

The funders and other supporters of legal aid, as well as the unions
that represent legal aid attorneys and other staff , must be the leaders
and supporters of the hard decisions needed to address the salary and
other needs of the attorneys who are needed to provide quality legal

assistance tolow-income Californians.

bY

0olt has become accepdda

attorneys to be paid significantly less than

all other attorneys, and government and
private funders have become accustomed to
it, and come to rely ol

Recommendations

These recommendations address the major issues identified in the
Report. Most are made for the individual organizations, although some,
particularly for LRAPs, will need cooperative effort. Organizations are
encouraged to review the report for smaller changes that can be made
as well.

Salaries.  Government employers are the primary financial
competition for recruiting new attorneys to legal aid and retaining

attorneys who want to contin ue to do public interest work. The salaries
paid by government employers, detailed in this Report, exceed the
legal aid attorneys by large amounts. Therefore, a short-term and
long-term recommendation is made for bringing legal aid salaries in
line with the salaries paid to government attorneys.

gal
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1 The short-term recommendation is for all organizations to increase Professional Development and Advancement.
their starting salaries by $10,000 to $15,000 over the next three to Increased opportunities for advancement within the legal aid
five years. Salary scales should be increased for experienced organizations should be developed, as well as implementation of

attorneys as well. Ten thousand dollars is the median amount that professional development plans that help attorneys take advantage of
attorneys who think they will leave soon said would make a these opportunities.

difference in their decision to leave, and $15,000 is the difference
in salaries between those attorneys who think they will leave soon

Recruitm ent and Hiring Practices . The legal aid
and those who do not.

organizations should prioritize the recruitment and hiring process by
developing a staff committee, with significant membership of and input
from newly hired attorneys, to recommend and implement specific
improvements.

Those legal aid organizations in areas with higher costs of living
should consider higher salary goals in order to compete more
quickly with government employers and to increase the number of
legal aid attorneys who can afford to work in these higher cost

areas Funders and Suppor ters. Funders of legal aid organizations

must ensure that their funding can be used to increase attorney
salaries and implement the other needed changes identified in this
Report. Funders and other supporters of legal aid should be leaders in
the efforts needed for effective recruitment and retention of legal aid

1 Ultimately, legal aid attorney salaries should be comparable to
those paid by the government employers. In five of the six regions,

the maximum starting salaries of deputy public defenders are attorneys.
$25,000 to $50,000 more than the current starting salaries of legal
aid attorneys. To achieve comparability will take sustained action Conclusion

over a longer period of time. It is recommended that organizations
develop a ten-year plan to increase attorney salaries to achieve
parity with deputy public defenders in the same geographic areas.

Legal aid organizations in California have incredibly dedicated
attorneys working for them. They also have incredibly dedicated
executive directors leading them. Together, along with their Boards of

L R Assi p ) Directors, funders, and other supporters, they need to improve
oan epayment ssistance rograms. Multiple attorney compensation and workplace practices to ensure that

approaches to increase assistance Widfys Bd afe b efiedilely SdVE lod-idofle Hiénd Sufiile

student loans should be undertaken. maintaining a financially stable lifestyle and a rewarding career.

1 Eliminate LRAP waiting periods and time limits, and increase
assistance levels of existing employer LRAPs.

1 Develop LRAPs in organizations that do not have them.

1 Work with the California law schools to improve their LRAPs by
increasing income caps (to ensure increased salaries do not result
in decreased LRAP assistance), eliminating the counting of spousal
income, and increasing assistance levels.

1 Develop a statewide LRAP, in partnership with funders of legal aid,
which provides loan repayment assistance that is not taxable to
the attorney.

1 Provide technical assistance to the attorneys about the possible
use of the Public Service Loan Forgiveness Program for forgiveness
of their federal loans.

Retirement Benefits. The legal aid organizations should

increase their contributions to employeesd retirement plans to assist
attorneys, both young and old, in meetin g their financial needs for

retirement.

Flexibility.  The legal aid organizations should develop or expand
schedule flexibility that meets the needs of the attorneys as much as
possible, while providing good access to servicesfor clients.
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sl owed, as has turnover. The authors

directors believe, however, that unaddressed, recruitment and
retention issues, if lessened for the time being, will return when
employees once again feel safe to take new jobs. Accordingly, the
Study utilizes the prerecession data in its analysis and addresses the

Purpose of the Study

changed context in its recommendations.*

Civil legal aid organizations in California have found it increasingly
difficult to recruit and retain high quality attorneys to provide legal

assistance for low-income individuals. This Report presents the

findings from a study that examined a variety of factors affecting

either recruitment or retention of attorneys and recommendations for

how to improve both. Overall the organizations hired 373 attorneys during the three year
period reviewed for hiring and turnover (July 1, 2005 i June 30,

Studyds Scope and Met hode®ogy

Thirty-seven organizations that provide civil legal aid in California A large number and percentage of new hires. This is a large
participated in the Study. These organizations constitute approximately amount of hiring. Given that the total number o f attorneys employed
half of the 70 organizations that receive funding from the Legal at the end of the three years was 608, 373 new hires means that six
Services Trust Fund Commission of the State Bar of California to out of ten current legal aid attorneys (61 percent) were hired during
provide legal assistance directly to low income individuals. this period.

The 37 participating organizations are a representative mix of civil Even more attorneys than before. Overall the organizations
legal aid providers from all areas of the state. They employ increased the number of attorney positions. Ninety-four more

approximately 70 percent of Cal i f or nataraeys worked tonthe grgamizationstos July &,2Q08 than did three
years earlier. This is an eighteen percent increased from 514 attorneys

Factors that affect attorney recruitment and retention were compared to 608.2

by regions of the state, number of attorneys in the organization,

budget size of the organization, and whether the organization receives Looking at the individual organizations, 25 increased the number of

funding from the federally -funded Legal Services Corpordion (LSC). attorneys, six decreased, and six stayed the same. The increases
ranged from one to fourteen in the number of attorneys and four

More about the participating organizations and the methodology used percent in one large organization to 200 percent in a small and a very

in the Study can be found in Appendix 1. small organization.

Changed Conditions Variety of levels of experience. Some organizations report

explicitly only hiring attorneys with no experience, while others recruit
attorneys with experience but have difficulty hiring them. However,
attorneys at all experience levels were hired by the organizations

. L3 ) .
al s (gurlr&gc;hre }hrgecypaé ;&enod. In fact, more than one -fifth of the hires

The Study began in August 2008 with the gathering of data about the
attorneys employed by the organizations on July 1, 2008 (referred to

in the Surmentlegalais attbrneyso ) . Data was ) )
about attorneys who had left in the previous three years & July 1, 2005 (22 percent) graduated from law school in 1999 or earlier. See Graph
through June 30, 2008 (referred tdl' in t he Study as Afor mer

attorneyso).

The next month%2 September 2008Y2the economic crisis in the United
States began and the U.S. economy plunged into a deep recession. As
lay-offs began affecting millions of Americans, most employed

individuals became very thankful just to have and keep a job. In

addition, the sharp decline in the stock market resulted in most ! For this reason, when conducting focus groups and interviews in the spring
and summer of 2009, participants were asked to comment based on their job
) . . and/or organization prior to September 2008.

employees realized they were going to have to keep working longer 2 This upward trend continued into at least May 2009 when the organizations
than expected to make up for the losses. reported 659.5 attorney positions filled and 15 vacant. This is another nine
percent increase from July 1, 2008. The increase in positikely occurred
before the economic downturn in the fall of 2008.

3 Law school graduation years are used as approximations of experience levels
and retention environment®2the growth in hiring described within has because reliable data about actual legal years of experience was unavailable.

individuals losing thousands of dollars in their retirement funds. Many

These economic changes altered the immediate legal aid recruitment
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Graph 1: Law School Graduation Year of Attorneys
Hired between 7/1/05 and 7/1/08
(Data for 97 percent of the recently thinebps)
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Increasingly and primarily female. More than seven in ten (71
percent) of the recently hired attorneys were female. Data was
unavailable to compare this gender composition with all attorneys
hired prior to July 1, 2005, but of the attorneys who were hired earlier
and were still working for the organizations on July 1, 2008 (current
legal aid attorneys), 66 percent were female.

Females make up less than half (47 percent) of law school graduates
nationally. Although the recently hired attorneys are not all new
graduates, the organizations report increasing percentages of female
attorneys applying for positions and being hired in California legal aid.

Increasing racial and ethnic diversity. The attorneys hired during
the three year period were exceptionally ethnically and racially diverse.
Over half (51 percent) were attorneys of color. See Chart 1.

Chart 1: Race/Ethnicity of Attorneys Hired
between July 1, 2005 and July 1, 2008
(Data for 95 percent of regdmited attorneys)

White (Not of
Hispanic Origi
(173) (49%)

Other (17) (5%
Black (Not of
Hispanic Origi~

(19) (5%)

Hispanic/Latir
(63) (18%)

Asian/Pacif
Islander (8.
(18%)

Data was unavailable to compare the racial/ethnic composition of
these attorneys with those hired prior to July 1, 2005, but this
racial/ethnic composition is more diverse than the composition of
attorneys e mpl oyed by t he
legal aid at t or neyso) . The
attorneys hired was seven percent more than their proportion of
current legal aid attorneys (51% compared to 44%). *

The increasing percentage of attorneys of color hired is reflected in
Graph 2.

Graph 2: Percent Attorneys of Color of Total Number of
Attorneys Started by Year
(Data for 98 percentoifrent legal aid attorheys
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The racial/ethnic diversity of law school graduates nationally has
generally been increasing over the years. Students of color made up
nearly a quarter (24 percent) of law students nationwide in 2008 -
20098 the highest ever.®

California law schools are more racially/ethnicaly diverse with a

organizations
percentage

[
o f

minority enrollment of 31 percent.®1 n t he Studyés organ

newly recruited attorneys and most current legal aid attorneys
graduated from a law school in California. The top five law schools
they graduated from have minority en roliments of 30 to 39 percent.
See Table 22 in Appendix 4 for a list of the ABA-accredited law schools
in California and their percentage of minority students.

“ Broken down by group, the prent ofattorneys ofAsian Pacific Islander
descentof all attorneys hired was five percent mdhan their percent of

current attorneys. Hispanic/Latinos hired were two percent more than their

percent of current attorneys, and Black/African Americaoraglys hired were

close to one percent more than their portion of current attorneys. Other
attorneys of color were a little lessO percent) while the percent of

White/Caucasian attorneys of current attorneys hired was seven percent less.

See Graph 6infra for the racial/ethnic composition of the current attorneys.

5 http://www.abanet.org/legaled/statistics/stats.html
5 Official Guide to ABAapproved Law SchoglsLaw School Admission
Council and American Bar Association, 200&p://officialguide.lsac.org
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During the period of July 1, 2005 through June 30, 2008, 279
attorneys left 33 of the 37 participating organizations. The other four
organizations did not have any attorneys leave.

Characteristics of Former Attorneys

Attorneys of color left at the same high rate as they were

hired . Attorneys of color left during the three yea r period at about
the same rate as they were hired. Overall, 51 percent of the attorneys
recruited were attorneys of color, and they comprised 50 percent of
the attorneys who left.

Hispanic/Latino attorneys left at slightly higher rates than at which

they were hired; they accounted for 19 percent of the hires, and were

21 percent of the attorneys who left. Similarly attorneys of Asian
Pacific Islander descent were 18 percent of those hired and 21 percent
of those who left. Black/African American attorneys left at the same
rate as they were hiredd both five percent. See Chart 2.

Chart 2: Race/Ethnicity of Former Attorneys
(Data for 96 percent of former attorneys)

Asian or Pac
Islander (55
(21%)
Hispanic/Latir
(55) (21%)

Black (Not of
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(13) (5%)
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White (Not of Other (3) (1%
Hispanic Origi
(130) (50%)

Primarily female. = Female attorneys left somewhat disproportionately
compared to their hiring. Seventy-six percent of the attorneys who left
were female, whereas the percentage hired during the same time
period was 71 percent.

Most were Gen X.  Nearly two-thirds of the attorneys (63 percent)
who left were 31 to 45 years oldd in Generation X. A comparison with
the ages of hired attorneys was not made, but a comparison with

current legal aid attorneys finds that this percentage of Generation X
leaving is disproportionate to the age make-up of the current
attorneys, where they are less than half (45 percent). The former and

current legal aid attorneys who are in Gen Y (less than 31 years) are
at similar percentagesd 17 and 19 percent, respectively. The bigger
difference in the Generation X attorneys leaving is counter-balanced by
the Boomer Plus Generation (older than 45) not leaving. Although they
comprise 36 percent of the current legal aid attorneys, they are only
20 percent of the attorneys who left. See Chart 3 as compared to

Chart 4.

Chart 3: Generations ofFormer Attorneys
(Data for 92 percent of former attorneys)

Boomer Pl
(46 - 70+
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Gen X (31-¢ 20%)
years) (162
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(44: 17%)

All ranges of experience levels. Like the finding reported in the
previous section that attorneys of all ranges of experience levels
(measured by law school graduation dates) were hired during the
three year period, attorneys in all ranges of experience also left during
the time period. In fact, the attorneys who left had the same
percentages of experience levels as those who were hired during the
three year period and virtually the same as those who were employed
on 7/1/08.

The attorneys who left in the largest percentages were those who
graduated from law school in 2000 i 2004. They could have had
anywhere from less than one year of experience to eight years of
experience. See Graph 3.

Graph 3 Graduation Years of Former Attorneys
(Data for 91 percent of the former attorneys)
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Turnover Rates and Length of

orneys

Nearly one-fourth of the attorneys who left had been employed by the
organizations for less than a year, and three-fourths had been

Employment employed for less than five years. See Graph 4 for the lengths of
employment.
The St udyds data provides information about the characteristics of the
attorneys who left, but not information about the ir reasons for leaving. Graph 4: Former Attorneys® Leng
Some attorneys may have left for some of the same reasons identified
. . . . 25%
by the current attorneys who think they will leave soon , including low o1
financial compensation or professional dissatisfaction with the legal aid 200 19%
organization. °r
o 16%
o X S 15%f —
However,not al | t ur nSoemeedepariures nfay fevk .béen Z 13% 13%
for personal reasons, such as retiring or leaving the work force to have E 10%
D — — —
a baby or moving to another city with a partner , or may have been for LEL, 8% 7%
professional reasons that have nothing to do with the | egal aid job 5% A%
N — — ,— —— —_—.
they left. Other d epartures may have been involuntary, with reasons
including such things asalossoffunding f or the atobrorneyds p(%/s 1%
. .. (]
a failure of the attorney to meet rTunlm.um peﬁgrmanctf standards or . N A S S T SR S
Many of the or gtisendirertars acknawidged ¢hateheyu Y vy ¥ 9 ¢ @
. . . S
are not always good at letting under -performing attorneys go, and in N

fact, may need additional turnover of these attorneys. Some of the
current legal aid attorneys brought this up as something that affects
their moraled working hard while they perceive another attorney may
not be.

Year

The attorneys who left after a short period of time were not just the
recent graduates. Some atorneys at all experience levels, except for

The following data is provided with the acknowledgement that the those wh o graduat e deft within dneéh gear 10D 70 6 s
reasons are unknown for the turnover of the former attorneys. employment. See Table 1.
Turnover, however, generally has some negative consequencesfor an
organization, such asincreased training and supervision needs Table 1: Graduation Years and
Length of Employment of Former Attorneys
Average annual turnover and three -year average turnover.
The three-year period reviewed for turnover was July 1, 2005 through (BEIE e 2 [P E (e ERETES) . .
June 30, 2008. The average annual turnover rate during the pe riod for A;t/tf/g‘:ys__\’\ggol;g: Lengc;h 2l T'm? i)
all the California organizations combined was 14 percent. ’ The total _ : .rganlzatlon
Graduation Median Range of
three-year average turnover was 37 percent f or t he St Number Percent
o s ; . Year Years Years
organizations.® This means nearly four in ten attorneys left the —
- . ) 1971 -1979 6 2% 5.0 197 27.9
organizations during the three-year period. 3950 1989 >3 % 50 047 760
- 0 . . .
1990 -1999 81 32% 4.7 04171 17.2
More than one -third of the a ttorneys left 2000 -2004 105 42% 2.3 021 7.4
between July 1, 2005 and June 30, 2008. 2005 24 9% 1.2 0.07 3.0
2006 12 5% 11 0.17 1.8
2007 2 1% 0.7 0.77 0.8
Half who left did so within 2.5 years. The median length of time Total/Median 253 100% 55 007 27.9
the attorneys had been employed by the organizations was 2.5 years.
Comparison with other legal aid organizations. Limited data is
" Annual turnover is calculated as the ratio of individual attorneys who were available to compare with California

employed by an organization on July 1st or after oéarynd not employed

on July £ of the following year. For example, if two attorneys left on August
1, 2005 and November 1, 2005 from an organization that employs ten
attorneys during that 12 month period, the turnover rate for the first Study
year wouldbe 20 percent. A thregear average for the Study period was then
calculated to arrive at the average annual turnover.

8 Total threeyear average turnover is the turnover rate of the attorneys who
were employed by an organization on July 1, 2005 restemployed by the
same organization on June 30, 2008.

Florida found an average annual turnover rate of 20 percent and a
total five -year average of 61 percentd which is expected to be higher
since it is a five year period. The median tenure was 23 months.

Attorneys of color were 51 percent of the

attorneys hired and 50 percent of the attorneys
who left.
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Organizational size variations. The rates were compared by the
size of the organization (measured by the number of attorneys).°
However, the smaller the organization the larger the turnover rate will

be if one attorney leaves. That noted, the average annual rates were
fairly similar among the different -sized organizations, with a range of
12 to 22 percent.

The largest overall turnover rate for the period was in the medium -
sized organizations at 52 percent. More than half of the attorneys in
those organizations left between July 1, 2005 and June 30, 2008.

When the length of employment for those organizations with turnover
was analyzed by the size of the organization, the large organizations
had the longest median length of employmentd 3.1 years, and the
very small organizations had the shortestd 1.7 years. The medium and

small organizations were between these levels, but not in order. See

Table 2.

Table 2: Average Annual Turnover Rates

(July 1, 2005 & June 30, 2008)

Average Overall )
N Median
Organization Annual Turnover for
. Years
Turnover the Period
All 14 percent 37 percent 25
Very Small (1to5
22 percent 32 percent 1.7
attorneys)
Small (6to09
14 percent 42 percent 29
attorneys)
Medium (10 to 24
18 percent 52 percent 2.3
attorneys)
Large (25 or more
12 percent 34 percent 3.1
attorneys)

Regional d ifferences. The San Joaquin Valley and Central California
Region (a largely rural region) had the highest turnover at 22 percent
for an average annual rate and 56 percent for the overall rate. This
means that more than one out of two attorneys left during the three-
year period.

The Inland Empire and Imperial Valley Region (also a region with large
rural areas) has a high overall turnover rate of 43 percent for the
three-year period.
The other regionsdé average annual
percent with a range of 12 to 17 percent, and their total turnover rates
are below the median of 37 percent.

° Four organizations had no attorneys leave during the -jfee period.
Three of these organizations are very small and one is small.

10

orneys

In terms of tenure of the attorneys that left, the Central Coast region
(another region with rural areas, but also areas with very high costs of
living) had the shortest median length of employment at 1.9 years.

The two large urban regions (Bay Area and Southern California) had
the least turnover and the longest tenures of the attorneys who left.
See Table 3.

The differences in turnover rates do not correlate with the proportion
of large, medium, small or very small programs within the regions.

Tabl e 3: Turnover and

of Employment by Region

(July 1, 2005 6 June 30, 2008)
(Data for 99 percent of former attorneys)

Average Overall Median
Region Annual Turnover for Years
Turnover the Period
All 14 percent 37 percent 2.5
Bay Area 12 percent 34 percent 2.7
Central Coast 15 percent 32 percent 1.9
ki Emplre 17 percent 43 percent 2.0
and Imperial
Sacramento and
Northern 12 percent 29 percent 2.2
California
San Joaquin Valley
and Central 22 percent 56 percent 2.3
California
Southern
California 14 percent 36 percent 2.7

Post -Departure Employment

The organizations provided post-departure employment information for
about 35 percent of the former attorneys. It is not known whether the
dat a representative
data on the 98 former attorneys reveals that the largest number (38)
took a job as a private attorney. The second largest number (34)
i ot h-avo . aftorneyish wantt o work for the
government, including in a publi
category (31) went to work for a different civil legal aid organization.
Thirteen took jobs as corporate counsel or in private business. Another
13 attorneys took jobs in academia, social services or a judicial
clerkship. Fifteen left the work force, but did not retire (possibly to

r afawe ghildsep) ganddivegelirgd. ot he

is of alll of

mar ked

medi an of

Of the 39 former attorneys who responded to the St udy ds
question about post-departure employment, the largest number (16)
had gone to work for the government, including public defender
offices and the Court.
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Graph 5: Gender of Currentegal AidAttorneys Compared to All

Who Are the Current Lega| Aid California Attorneys

Attorneys ? 80%
70% 67% 66%

The thirty -seven organizations had 608 atorneys working for them on gng

0

July 1, 2008. These attorneys are referred to as current legal aid
attorneys in the Report. As noted earlier, this number has increased
significantly over the past few years. The number of attorneys in each
organization ranges from three organizations with one attorney to two

organizations with more than 60 attorneys.

34%

40%
30%
20%
10%

0%

Legal Aid Organizations California State Bar

Current Attorneys and California Bi
Members

Positions.  Two-thirds of the attorneys are staff or senior attorneys.

. . - . Members

Thirty percent are in management or supervision positions, and three

percent are in other p ositions. Male = Female

Full -time/part -time status.  Eighty-eight percent of the attorneys

are full-time and twelve percent are part -time. Racially/ethnically diverse. The racial/ethnic make-up of the
current legal aid attorneys is extraordinarily diverse. Forty-four percent

Largely female. Two-thirds (67 percent) of the current legal aid of the attorneys are in a racial or ethnic group other than White (not of

attorneys are female. As noted in the earlier sections, even a higher Hispanic origin). More than one-third are either Asian/Pacific Islander

percentage of female attorneys (71 percent) were hired recently, but a (18 percent) or Hispanic/Latino (16 percent). Five percent are Black

disproportionate percentage of them (76 percent) also left, leaving 67 (not of Hispanic origin) and five percent are in other groups.

percent working for the organizations on July 1, 2008.
Nationally, the attorneys employed by a LSGfunded organization are

Nationally, the 137 non-profit organizations across the country that less diverse with the following composition:
receive funding from the Legal Services Corporation (LSC), had 63 1 71 percent White
percent female attorneys in 2008, so the California organizations had a 1 12 percent Black
slightly higher percentage of female attorneys than other civil legal aid 1 11 percent Hispanic
organizations in the country.° 1 4 percent Asian/Pacific Islander
1 2 percent Other'?
However, the |l egal aid attorneysd gender composition is the opposite of
the composition of all attorneys in California. Members of the State Bar Legal aid attorneys are far more diverse than the other members of
of California in 2006 were made up of 34 percent female attorneys and the State Bar of California. Attorneys in California have a racial make-
66 percent male attorneys.* See Graph 5. up of 84 percent White, five percent Asian/Pacific Islander, four

percent Hispanic/Latino, two percent African American, and five
percent Other.”* See Graph 6.

Two -thirds of the legal aid attorneys are female,
while one -third of all California Bar members

AlEWOIER: One of the attorneys who had worked in a

private firm said of her legal aid organization,
0The staff is one of the
see!l o

2 Fact Book 2008Legal Services Corporation, August 2008. Attorneys who

0 Fact Book 2008l.egal Services Corporation, August 2008. Attorneymo worked less than 9fercent time are not included in this data.
worked less than 90 percent time are not included in this data. 3 Final Report of Results, Member Services Survelye State Bar of
™ Final Report of Results, Member Services Survelye State Bar of California, February 2006.

California, February 2006.

11
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Graph 6: Race/Ethnicity of Current Legal Aid Attorneys Table 4: Race/Ethnicity of Current Legal Aid

compared to All California Attorneys Attorneys Compared with California Poverty
(Data for 99 percentofrent legal aid attorheys

Population & Clients Served by LSC -funded
Organizations *

Hispanic
90% 84% White Other Asian Blac k or?gin
80%
Current 56% 5% 18% 5% 16%
70% 0 (] (0] 0 0
Attorneys
60% |2 Poverty
) 53% 30% 9% 8% 42%
o 50%— Population
= g
S5  40%|— Clients
< Served b
30% — - Lse y 31% 18% 6% 18% 38%
0 3
20% |— 16% 18% s
10% 5% 4% 5% 505% unde
2%
0% — | | N
White Black Hispanic Aslisalzfdaecrific Other Multiple language speakers. Many of the organizations have
prioritized hiring bilingual attorneys, and the n umbers demonstrate it.
Legal Aid Attorneys ~ m California State Bar Membe Thirty of the 37 organizations have at least one attorney who speaks a
language in addition to English. Twenty-eight organizations have
Spanish language capacity and 17 have some type of Asian/Pacific
Islander (API) capacity. Fifteen organizations have both.
Asnoted in the fAWho Has Been Hired?0 section earlier, the newly

Of the seven organizations who do not have any attorneys who speak
another language, five are very small (measured by number of
attorneys), one is small and one is medium.

recruited legal aid attorneys are more diverse overall than the current
attorneys who began their employment with the organizations prior to
July 1, 2005. For a complete breakdown of current legal aid attorneys

by race/ethnicity, see Table 20 in Appendix 2.
In total, California legal aid attorneys speak more than 22 different

languages!” Forty-three percent of the current attorneys speak one
language in addition to English. Of these 262 attorneys, 29 speak two
languages in addition to English and six attorneys speak three
languages in addition to English. See Giaph 7.

One of the benefits of having a racially/ethnically diverse group of
attorneys is to have attorneys who may have come from a background
similar to the clients that legal aid serves. A direct com parison cannot
be made between the make-up of the current legal aid attorneys and
the individuals who live in poverty in California because of the
difference in the data collected, but in general, the overall percentage
of White individuals is similar.** It appears the largest difference is in

Hispanic/Latino individuals. (See Table 4.) Forty -three percent of the attorneys speak at

least one language in addition to English.

Together, they speak a total of more than 22
different languages.

In 2008, the eleven LSC-funded organizations in California provided
legal assistance to a diverse population of clients, and again
Hispanic/Latinos have the largest difference between the current legal
aid attorneys and the clients served. (See Table 4.)

152000 Census of Population and Housing. Summary File 3. Tatl89&
G; LSC Program/Grantee Profiles.
In the U.S. Census data, individuals of Hispanic origin may be of any race.  *© http://www.rin.Isc.gov/Scripts/L SC/gramto/pgp2.asp

Hence, people who identified themsedvas Spanish, Hispanic or Latino may " The languages are American Sign Language, Arabic, Armenian, Bengali,
include people who also identified themselves as White, Black, Asian or  Cantonese, Chinese, Farsi, French, German, Hindi, ltalian, Japanese, Khmer,
Ot her . Since the data from the St udKgréas, Mandaria rPormguese, dussian,pSpanishi Tagagbog, nYiddish dhait o
into only the Hispanic category, there is not an exact correlatioveba the Vietnamese, and Othendt delineated).

census and organizationsdé6 dat a.

12


http://www.rin.lsc.gov/Scripts/LSC/grantpro/pgp2.asp

Shaping the Future of Justice: Effective Recruitment and Retention of Civil Legal Aid Att

Graph 7: Current Legal Aid Attorneys Who Speak Another
Language
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The increased availability of bilingual attorneys and emphasis on hiring
bilingual attorneys is demonstrated by Graph 8. Eighty percent of the
bilingual attorneys were hired in the last eight years, and over half
(53%) since 2005.

Graph 8: Year Multilingual Attorneys Began Employment with
Present Employer
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*Includes first six months of 2008

In 2000, 39 p ercent of Californian adults spoke a language other than
English and percent spoke
Most of these individuals have Spanish or an API language as their first
language.® The percentages may be higher among lower income
individuals. With close to one-third of the attorneys speaking Spanish

t wel ve

and nearly ten percent speaking an API language, the organizations as

18 Census 2000 PHT-37. Table 6b.California-- Ability to Speak English
by Language Spoken at Honfer the Population 18 Years and Over: 2000
Internet Release Date: October 29, 2004 (revised February 2006).
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orneys

a whole are doing an increasingly good job of having language
capacity.

One of the executive directors said that an attorney being bilingual in
one of their client communityods
Rarely is an attorney hired without a second language. Many of the
organizations are showing a strong commitment to language access
for clients. This is particularly true of those that provide a salary
supplement to attorneys who speak and/or write a second language
that they can use in their work. See Appendix 3 for more information
about the bilingual supplements.

All generations.  No generation makes up the majority of the current
legal aid attorneys. Generation X attorneys (31 7 45 years of age) are
somewhat less than the majority at 45 percent. Next is the Baby
Vet er an g@® yaars of agelpat slightty
more than one-third, and Gen Y attorneys are almost 20 percent of the
attorneys. See Chart 4.

Boomer and

This diversity in ages is different than the California State Bar
membership. The older generationsd Baby Boomers and Veteran® are
64 percent of
aidéos age ®omposition.

Chart 4: Generations of Currentegal AidAttorneys
(Data for 93 percentwfentiegalid atorneys)

Boomer Plu
(46-70+ year
(202: 36%)

Gen X (31-¢
years) (25¢
45%)

GenY (less tt
31 years) (10
19%)

Experience levels. Using law school graduation year as an

Il an

(46
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approximation of experience level, the current legal aid at t or neys
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percent) graduated since 2000, with the majority graduating from
1969 to 1999, meaning the majority of attorneys have at least ten
years of experience. See Graph 9.

¥ Final Report of Results, &nber Services Survefhe State Bar of

California, February 2006. Note that the data was collected two years before

the Study and the

perfect comparison.

dat a, age

categor i
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Graph 9: CurrentLegal AdAt t or neys & Law Sc hogedkent & thé ghgleaatioingysnare the primary breadwinner in their

Year
(Data for 99.7 percentwfrent legal aid attorpeys
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Personal financial and living circumstances. Additional data
about personal financial and living circumstances was collected
through the survey of current legal aid attorneys. See Table 5. As
noted earlier, 70 percent of the current attorneys responded to the
survey.?’ Factors that may affect what attorneys may leave their
organizations soon are analyzed below.

1. Marital status. Married individuals (50 percent) and single
individuals living as a couple (13 percent) comprise nearly two-thirds
of the current legal aid attorneys, while single attorneys are slightly
more than one-third (37 percent). Median ages of these groups
differd the median age range for single attorney respondents is 30-34,
while the median for the other two groups is 35 -39.

2. Living with others. Current attorneys were asked if they lived
with anyone other than a romantic partner. Forty -three percent of the
single attorneys live with at least one other adult who is not their
romantic partner. One-third of these single attorneys (32 percent) live
with their parents, one third (33 percent) live with other family

members, and nearly half (45 percent) have a roommate. 2

The rate at which single attorneys live with other adults i s 4.3 times
higher than the rate  one in tend of attorneys who are married or
living as a couple.

3. Primary breadwinner. Less than a majority of married
attorneys (43 percent) and single attorneys living as a couple (39
percent) are the primary breadwinner for their families. By contrast, 80

20 see Appendix 1 for a detailed tablettshows why this data is generally

representative of all of the current attorneys.

% The total is more than 100 percent because some single attorneys live with

individuals in more than one category.

family.

Breadwinners are disproportionately single. Even though 37 percent of
all attorneys are single, 53 percent of the breadwinners are single. Of
the female breadwinners, 58 percent are single; whereas, 44 percent
of the male breadwinners are single. Single female breadwinners are
twice as likely to have children in their home as single male
breadwinnersd 19 percent as compared to nine percent.

4.  Ability to own a home. Three-fourths of the married attorneys
own their home. Nearly half (45 percent) of the single attorneys who
live as a couple own, while only 37 percent of the single attorneys do.

Nearly three-fourths (71 percent) of all of the attorneys who own their
home have two earners in the household. With only one-third of the
single attorneys having more than one earner in the household, it is
likely more difficult for single attorneys to buy a home.

Only 53 percent of the attorneys who own their homes are the primary
breadwinner in their family.

Thirty percent of the single attorneys who own their home have
children under the age of 22, which may mean that some purchased
homes while they were previously married or living with someone.

5. Need for second job. More than one in five of the single
attorneys (22 percent) have a second job. This percentage is much
higher than that for married attorneys (13 percent) and single
attorneys living as a couple (12 percent). There is also a difference in
why these attorneys have a second job. Of the single attorneys, 84
percent said they had a second job because they needed the income;
whereas, 50 percent of the married attorneys and 43 percent of the
single attorneys living as a couple gave this reason.

More than one in five of the single attorneys
have a second job fi 84 percent of them because

they need the income.
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. Single, but
MEHEY SIS Female Male Single Couple Married All
Married 48% 56% 50%
Single but living as couple 14% 11% 13%
Single 39% 33% 37%
Primary Breadwinner for the Family 50% 71% 80% 39% 43% 56%
# of Adult Earners in the Household
One 32% 37% 67% 21% 13% 33%
Two 62% 57% 20% 75% 85% 61%
More than two 7% 6% 13% 1% 2% 6%
Live with Adult other than Partner 22% 22% 43% 10% 10% 22%
Own Home 56% 64% 37% 48% 75% 59%
Second Job 15% 18% 22% 12% 13% 16%
Number of Children Under 22 Years of Age
0 68% 66% 87% 90% 43% 67%
1 14% 18% 9% 1% 23% 15%
2 16% 11% 4% 4% 26% 14%
3-5 3% 6% 0% 2% 8% 4%

The number of respondents for each question ranged between 404 and 414, with the exception of primary breadwinners with only 317 respondents.

The survey of the current legal aid attorneys asked if the respondents
thought they would leave their organization in the next three years.

Half of the attorneys. Half of the respondents (195 of 390
attorneys who answered t he question) answered
attorneys were then asked within how many years they thought they

would leave, 186 answered the question and were fairly divided
among the three years. See Graph 10.

15

Graph 10: Attorneys Who Think Thy Will Leave in Next Three
Yearsand Within How Many Years
(195 Respondents)
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Widespread among the organizations and the state. At least
one attorney from 33 of the 37 organizations responded that they

think they will leave. (Two of the organizations did not have any
attorneys fill out the survey.) The attorneys who completed the survey

work in a total of 57 cities, and those who said they thought they

would leave work in 45 of these citiesd in all regions of the state.

The largest number of attorneys in any one organization who think
they will leave is 21, in one of the large organizations. The
percentages in the organizations range from zero to 100 percent, with
a median of 50 percent.

Largely staff attorneys. Eighty percent of the attorneys who think
they will leave are staff attorneys. The other 20 percent is made up of
managers and supervisors (17 percent) and attorneys in other
positions (3 percent). Staff attorneys are 67 percent of the current
legal aid attorneys, so a disproportionate percentage of them think
they will leave. See Graph 11.

The part-time attorneys, who comprise 12 percent of the current
attorneys, make up 11 percent of the attorneys who think they will
leave.

Graph 11: Positions of Attorneys Wi Think They Will Leave
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Disproportionately female. While exactly half of the respondents
said they think they will leave, a higher percentage of the female
respondents (52 percent) said they think they will leave than t he male
respondents (44 percent). Female attorneys comprise 67 percent of
the current legal aid attorneys, yet they are 76 percent of the
attorneys who think they will leave. Some of this difference may be
due to more female attorneys responding to the survey than their
percentage of current attorneysd 73 percent compared to 67 percent.
See Graph 12.
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Graph 12: Gender of Attorneys Who Think They Will Leave
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More attorneys of color and bilingual attorneys. Forty-nine
percent of the attorneys who think they will leave are attorneys of
color. Since they make up 44 percent of the current legal aid
attorneys, they may leave at a disproportionate rate.

Of the attorneys who think they will leave, 74 p ercent speak Spanish,
which is more than twice the percentage as that of the current
bilingual attorneys who speak Spanish. The attorneys who think they
will leave and speak other languages are also disproportionate to the
percentage of current attorneys who speak those languages. See
Graph 13.

Graph 13: Languages Spoken hyurrent Legal Aid Attorneys
Compared with AttorneysWho Think They Will Leave
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Lower salaries and less experience. There is a $15,000
differential in the median salaries between the attorneys who think
they will leave and those who do not. The median salary of those who
think they will leave is in the range of $50,000 - $54,999, while the
attorneys who do not think they will leave have a median salary in the
range of $65,000 - $69,999.
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The salary differential is likely due to the difference in positions and
the level of experience. The median graduation year of those who
think they will leave is 2003, while the median graduation year for
those who do not think they will leave is in the range of 1995-1999.%
The median graduation year for all of the respondents is 2001 and for
all current legal aid attorneys, 1999, meaning that attorneys with less
experience are more likely to leave. However, the range of graduation
dates for the attorneys who think they will leave is from pre -1970 to
2008.

Other demographics. The other demographicsd marital status, the
number of earners in the household, primary breadwinner, and
whether an attorney has a roommate d are similar between those who
think they will leave and those who do not.

Why May They Leave?

The attorneys who think they will leave give a variety of reasons, but
the predominant one is they need more income. When asked to rate
the importance of 17 possible reasons why they may leave, the three
financial options were among the top five reasons given.

Top Five Reasons (in order) Attorneys Think They
Will Leave

Personal reasons, also in the top five, may include taking time off to
have children, moving with a partner, moving to take care of parents,
etc. Employees leaving for personal reasons are to be expected in any
workplace, and so personal reasons are not explored here.

The other reasonsd financial and burn-outd are explored in the
following sections.

Salaries Are the Number One
Reason

Of the respondents who think they wil | leave soon and say a salary
increase will make a difference in their decision about whether to
leave, the minimum salary increase that will make a difference ranges

2 Data was collected for five year ranges prior to 266@ for individual
years for 2000 and later.
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from $1,000 to more than $20,000. The minimum median amount that
respondents say will make a differenceis$10, 000. The
experience and salary levels are not related to how much of a salary
increase they said will make a difference.

What are the salaries?

Median salaries of all attorneys. The salaries of all attorneys were
analyzed as of July 1, 2008. The median salaries were:
1  $55,000 for staff attorneys (including senior attorneys);
1  $83,110 for supervisors of attorneys; and
T $62,572 for all attorneys (including a few in other
positions).

Generally, it takes an attorney four years to have a base salary of
more than $50,000.

See Table 6 for salary information of the current legal aid attorneys by
position and law school graduation year.
Lower salaries for attorneys who left . The salaries of the current
legal aid attorneys in Table 6 are as of July 1, 2008. The data for the
attorneys who left is from the three prior years 6 July 1, 2005 7 June
30, 2008. The median salary of the attorneys who left during that time
period was nearly $10,000 less than those there on July 1, 20080
$53,329 as compared to $62,572. Some of this difference may be due
to the difference in timing. However, of those Aired during the three -
year period, the attorneys who also left during the time period had a
median salary of $46,200 as compared to $51,845 for those attorneys
who were hired and stayed during the three years.

Graph 14: Median Salaries of Attorneys Who Left Compared with
Salaries of Attorneys Who Stayed

$70,000
$60,000
$50,000 |—
$40,000 |—
$30,000 |—
$20,000 |—
$10,000 |—

$0

Attorneys whoAttorneys on Attorneys whattorneys who

left 7/1/05- 7/1/08 were hired were hired and
7/1/08 between left between
711/05- 711/05-
7/1/08 and 7/1/08
stayed

The median salary for all staff attorneys

,000.

(including senior attorneys) is $55

res|




Shaping the Future of Justice: Effective Recruitment and Retention of Civil Legal Aid Attorneys in California

Table 6: California Civil Legal Aid Median Attorney Sala ries
Law Overall Median # of Medi_a_n Median
Schoql # of All Median # of Staff Staff Supenvising Supervising # of Other Other
Graduation Attorneys Salary Attorneys Attorney Attorneys Attorney Attorneys Attorney
Year Salary Salary Salary
1969 -1975 30 $91,144 6 $76,740 23 $94,650 1 *
1976 $85,896 2 $50,094 7 $96,516 0 N/A
1977 $92,400 1 * 5 $92,400 1 *
1978 $70,080 5 $67,800 1 * 0 N/A
1979 11 $91,891 2 $78,844 9 $97,920 0 N/A
1980 13 $77,506 9 $77,506 4 $82,446 0 N/A
1981 11 $87,891 5 $69,032 6 $97,155 0 N/A
1982 6 $72,054 2 $66,700 4 $84,760 0 N/A
1983 10 $92,120 3 $56,529 7 $93,240 0 N/A
1984 7 $70,224 2 $65,112 5 $82,400 0 N/A
1985 12 $84,248 6 $74,417 6 $106,093 0 N/A
1986 15 $90,132 2 $68,000 12 $91,822 1 *
1987 10 $68,420 6 $64,782 4 $75,758 0 N/A
1988 11 $77,500 6 $67,008 5 $84,552 0 N/A
1989 5 $88,800 1 * $98,584 0 N/A
1990 $91,800 1 * 3 $94,800 0 N/A
1991 14 $84,448 4 $63,032 10 $88,490 0 N/A
1992 12 $80,660 4 $75,743 8 $87,054 0 N/A
1993 19 $76,680 11 $76,000 8 $83,888 0 N/A
1994 15 $70,648 9 $58,493 6 $74,260 0 N/A
1995 11 $80,158 $65,411 6 $85,291 1 *
1996 18 $74,480 12 $72,660 6 $81,280 0 N/A
1997 18 $71,400 11 $65,400 6 $97,200 1 *
1998 20 $74,840 8 $66,663 10 $62,323 2 $56,000
1999 24 $63,779 15 $56,011 7 $70,908 2 $72,590
2000 18 $62,726 9 $55,960 8 $65,950 1 *
2001 33 $60,000 23 $55,326 10 $72,462 0 N/A
2002 32 $56,506 25 $56,011 7 $57,763 0 N/A
2003 34 $57,946 28 $58,280 6 $62,012 0 N/A
2004 36 $53,658 30 $53,658 6 $52,589 0 N/A
2005 48 $49,807 39 $50,000 8 $54,000 1 *
2006 43 $48,510 39 $48,510 1 * 3 $48,000
2007 36 $48,206 32 $48,672 1 * 3 $32,500
2008 3 $48,600 3 $48,600 0 N/A 0 N/A
Total 601 365 219 17
Median Grad. Year Salary Grad. Year Salary Grad. Year Salary Grad. Year Salary
1999 $62,572 2002 $55,000 1991 $83,110 1999 $50,064

*When only one attorney is in a category, the salary is not listed to protect anonymity.
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Current starting salaries. In June 2009, the organizations were Graph 16: Year of Most Recent Increase in Salary Scale or Starting
asked the amount of their starting salaries. Ten organizations had Salary for Attorneys
increased their starting salary since July 1, 2008. The median starting
salary for a licensed attorney with no experience ranges from $32,500 16 15
to $60,0008 nearly a $30,000 difference. The median salary is 14
$46, 000 . See Table 10 for a list of starting salaries. o icz)
©
N
§ 2 6 4 .
The median starting salary for attorneys is o 4 6
$46,000. g 4 0 0 2 —

2004 2005 2006 2007 2008 2009

Salary scales. Twenty-six of the organizations have a salary scale for
their attorney salaries. The median starting salaries of the two groups
of organizations are similard $45,500 for the organizations with a

Organizations with a salarys€aiganizations without a salan

salary scale and $46,000 for those without. However, the range of the Unions. Ni ne or gani z a uding atterdeyssbelangsftg a i nc |
starting salaries is different. The lowest starting salary for an attorney union. These organizations range in size (measured by number of
in an organization without a salary scale is $40,000. The lowest attorneys) with six large, one medium and two very small. They all
starting salary for those with a scale is $7,500 less at $32,500. The have salary scales, and the median starting salary is $46,000, the
highest starting salary is also higher for those without a salary scale & same median as that for all organizations. The organization with the
$60,000 compared to $55,728. See Graph 15. lowest starting salary ($32,500) is unionized.
Graph 15: Starting Salaries for Attorneys Funding size and type. The median starting salaries generally
increase by the funding size of the organization. The very small

- 16 15 organi zationso6 med#$48814 is mare than $4g700s al ar

.g 14 32 less than the |l arge organizationsd |

@ 12 medium organizations are within $500 of each otherd $46,000 and

= 10 $45,500 respectively. See Table 7.

o’ 8

S 6

o 4 s 3 R The median starting salary of the eleven organizations that are funded

‘é 2 i 1 i 1 by the Legal Services Corporation (LSC) is the same as the large

g 0 organizations and nearly $3,000 more than those organizations not

¥ ¥ ¥ & & ¥ $ funded by LSGS $47,916 compared to $45,000.
I I T S
S & & & S
§ § § § S & & : : =
Q Q Q Q Q 9 Tabl e 7: Organi zationso

Attorneys Comparedt o Funding Size

; , R Number of '
Starting Salary R Funding Size Or:ar:rlli:arti?)ns Median Range
Large--Over $5
Million 11 $47,916 $38,520 - $51,816
The majority (15 of 26) of the organizations with salary scales Medium--$2-5 Million 8 $45,500 $41,000 - $60,000
increased their scale in 2008, and about the same percentage (6 of 11) Smalk-$1-2 Million 9 $46,000 $40,000 - $50,000
f th izati ithout sal les i d their starti very Smal--Under
of the organizations without salary scales increase eir starting $1 Million g $43.214 $32.500 - $55,000
salary in 2008. One organization has not increased its starting salary *One very small program has not determined a salary for licensed attorneys with no
. . . . . experience.
since 2004 and four organizations have not increased their salary
scales since 2006. See Graph 16. Regions. The median starting salary in the regions ranges from a low

of $43,414 in the Central Coast region to a high of $47,916 in th e San
Joaquin Valley/Central California region. Along with the Central Coast
region, two other regions (Bay Area and Inland Empire/Imperial
Valley) and the organizations that have offices in all the regions
(Statewide) have median starting salaries below the median of
$46,000 for all the organizations. See Graph 17.

% One organization did not report a starting saldafwentyfour of the
organizations hire law graduates before they have passed the bar exam. The
salaries for this position range from $34,112 to $50,000, aithedian of
$42,000. Only the starting salary for licensed attorneys is analyzed in this
Report.
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Graph 17: Starting Salaries for Attorneys by Region
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Bilingual salary supplements. Thirteen of the organizations (35
percent) provide a salary supplement for attorneys who are bilingual in
a language that they use in their work. The supplement amounts
range from $300/year to $2,400/year. See Table 21 in Appendix 3 for

a description of the organizations?d
amounts.
Potential ~ starting compensation with bilingual supplement

and LRAP. The total starting financial compensation is higher in those
organizations that provide a bilingual supplement and/or educational

I oan repayment assistance. (The
assidgance is detailed in the next section.) These supplements increase
the financial compensation by $300 to $8,000, depending on whether
an attorney speaks another language and has educational debt. The
highest a starting salary could increase to is $58,000 in one
organization in Southern California. See Table 21 in Appendix 3.

Other salary supplements. A few of the organizations have other
supplements for additional work or expertise. Examples include the
following:

Al Preparation of grant reports

1  Coordination of outreach

1  Specialized area of practice

1  Computer Responsible Person

Salary caps. Fifteen of the organizations (42 percent) have salary
caps on attorney salaries. The lowest cap is at a very small
organization where a staff attorney maxes out at $51,000 after 19-20
years. The second lowest maximum is at one of the large
organizationsd $64,000 for staff attorneys who have been admitted to
the bar for 18 or more years.

20

Wh at
actions?

are the organizatio

In June 2009, the organizations provided information about the actions
they took regarding attorney salaries (1) during the three -year period
that was reviewed for turnover 6 July 1, 2005 through June 30, 2008;
(2) since July 1, 2008; and (3) anticipated in 2009 and 2010.

During the three-year period, all organizations took at least one action

to increase attorney salaries. Most used step increases, some used
Cost of Living Adjustments (COLAs), and some used a combination.
Some organizations gave bonuses. See Graph 18.

Graph 18: Number oTimes Attorney Salaries Increased between
July 1, 2008June 30, 2008
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Salary actions after July 1, 2008. The time period between July
2008 and June 2009 saw a mix of action because it was pre-and post-

economic downturn. The action taken by the most organizations (21)

was giving step increases to some or all of their attorneys. Eleven,

including some of the 21 organizations, also gave COLA increases to
some or all of the attorneys, and two gave merit increases.

Eight of the organizations increased their salary scale and two
organizations without salary scales increased their entry level salary.
Four organizations froze salaries, and five organizations reduced
salaries or required or allowed furloughs.

Anticipated salary a ctions. When asked what salary actions the
organizations thought they would take during the remainder of 2009

and 2010, a mix of measures was identified. Twenty-one of the
organizations anticipated providing either a step or COLA increase.
One organization believes it will give bonuses.

Three organizations know or believe their attorney salary scale will be
increased, and one organization without a scale believes it will increase
its entry level salary.

Eleven organizations believe salaries will be frozen. Six organizations
anticipate reducing salaries or requiring furloughs.
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What do the executive directors think A few think salaries do not need to be raised. When the three

ies? . . .
about the salaries® that answered oo to raising attorneys salaries were asked why, their
The organizationés executive direct 0rerspsonses |ncluded that theydthlnk t]helr %‘a?rle?/ are cRmpetIE(ve v%ntpl ei

o . . other similar organlzatlons and that paying higher salarles would mean
organization needs to increase attorney salaries.

they would be unable to hire as many staff persons.

r

Almost all believe salaries should be raised. The vast majority of
. . R . . Low salarbes e}re the bl%gest b%rrler to suc?e§sful recruitment, .
the organizationés executive dlrectpl_ ney Sal arie
t

should be increased. Thirty-three said yes, three said no, and one did he Exec u tive Direc t_ ors ide n tify
not answer number one challenge for recruiting quality attorneys. While many

noted that recruitment and retention is easier now because of the
recession, they acknowledged their continuing problems and that these
problems will grow again when the economy improves.

s
he

In order to compete. When asked why attorney salaries should be
increased, many commented that in order to recruit and retain

attorneys, their organizations need to have salaries that compete with 1 AWe only can a interesied and abletimaceegty s

government attorney salariesd the employers that most executive salary levels way below that of government or private practice.
directors see as their primary competition for attorneys. Gi ven that, the pool! s finiteéo

Others see their competition as the other civil legal aid organizations in
California, and feel they need to raise their salaries to compete with
them. T AThe reason w elook ba gcamparalility with
governmental sector attorney jobs is because we had great
difficulty in recruiting attorneys, particularly at the management
/evel i n our southern California

T Aéwe continue having probl ems rec
/ evel when we cannot promote from

0The salaries need to be co
interest gover nment |l awyers

salaries are $30,000 -$40,000 below the State attorneys,
public defenders, court research  attorneys, family law

facilitators and ot hers. o6

oOWe have definitely intervi
have declined the job because of how low our salaries
are. In fact, now we screen all good applicants first by

) phone about the salary alone, because that is such a
To encourage and reward their attorneys and enable them to b i

have a decentliving Many of the organizati
comments went beyond the competition issue to acknowledging that
legal aid attorneys have trouble living on their salaries and that they Ll AThe starting sal ary Imewgeabuatond $4 2
believe they deserve to make more. with extremely high educational debt in California is inadequate.

The effect has included rejections of offers of employment and
resignations after two or three y

g factor . 6

1 rABecaus e wtsdisiveinahe Bay Area, because student
loan debt is huge, because they should be able to live on what

theydore pai déo T Aéwhen [the organization] recrui.i

generate a high amount of interest and those that express
/qte/pgt Aast have significant experience. Once they develop

AThe can barel /i ve on what we a
1 4 4 pay heir | awyering skills they tend

1T ATo be able to pay [ oans and [/ ive /i n Sjlicon Valley. .
T nethe more qua//f/ ed appl/icants t

1 rABecause [t 0s fioaakditif therBayoArea onshe a f provide bett er compensation. o

salaries that [they] makeéo N . . . . .
T Altés increasingly difficult to g

T nBeing able to recruit attorneys

oéwe have s ome of t he bes
attorneys and we dondt pay

: 7 . It is very difficult to retain the lawyers we want. The executive
remain competitive and currently we simply are not . - ; L
: directors reported great difficulty in retaining atto rneys because of the
with the government sector . | Jari
ow salaries.

T rAéto contribute to morale for a d¢g cannot r est a Asn sooh aasv arether

opportunity arises, they leave for higher pay and
benefits. o6

1 /ANeed to reward excel lent, har
responsibility and let attorneys see potential for doing this work
long term. o
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1 AWe tend to get excell ent
Retention risk s greatest for attorneys who have spent a few
years at [the organization] and feel that they must leave in
order to make a higher salary to contribute their fair share to
the support of their families. o

Attorneys subsidizing legal aid. Some of the executive directors

acknowledge that many of the attorneys are making a personal

sacrifice by working at such low salaries and are subsidizing the
organi zationds services.

1 Alt has become acceptable for
significantly less than all other attorneys, and government and
private funders have become accustomed to it, and come to rely
on [ t.o

1 A Wedr e as kinayg tosubsdizeatltetpwvision of legal

services. The funders should be
1 AThe biggest donors to the
give up what they could make

Hard to make it alone. Many of the executive directors describe
how the attorney salaries are not enough for many individuals to make
it without family assistance.

ci vil

appl i danitist 6fsompi at foftney positions.

1 Al t basasségn When | told my son, who does not have an
undergraduate degree, what | make, [he] was shocked as he
makes more than | do! o

T Al think my salary s ridiculous.

what | evel my work I s

1 /APletic. o

1 AOut r ag elove selping other people but | have a family
too. The sad thing is in all my efforts to help others no one has

ane bt eEEGtal NoNBEPENHoMBeOpai d

quanti fied

i

1T AYou become more frustrated [ 7 ving
hopel ess becawseoultdlolff mewbdr |6/
/! need to get another jJob. !/ canoi
to keep doing what | do. o

SqbsiiditZolonkg - tOhi s job knowing the sal a

would be an amazing job. It is! That said, it is the | owest salary |

0rgani za phayPsBed fortahyGttody Bosifoh Jnﬂ/l%é?ee Mtk it¥SE s in
s omewh agye relditifige - eSremely high turnover,

and sometimes
resentment, which is all detrimental to the effectiveness of our
services. 0

Takes a partner with an income Attorneys with a partner

acknowledge they would not and/or could not work as a legal aid

attorneys without their partnerods
1T Alt /s not enough to meet the
Area. | could not afford to live off of it were it not for the

addi tional Jiincome of my partner.

fi

curr

o

1 Alf you have a family, you canédt ﬂst,,a/yl«eo,n§ /5Wy€on§)5d§/‘//7/$¢d’t?z§d/eve/
by her familyéanother [awyer [|ives Wigthe hegrr g&r epptrSe Snot for my spouseé
continue or ki n for /egal aid]o
1 APeopl e on uwée earhaawae (hlaketattorngyg / e . o0 rnu v rng ! g rdj
who left th is organization in the last three years were single.) T Alf my husband weren't domphoolyed i
efin e/ need t o nd nother jo
1 Al think and many people | know feefl als I "éh you havelto %e /
married to a spouse that makes a higher income or have fo be T Al 6m g/ad my partner [ S Supporti ve
independently wealthy to be able to make a career out of public to have a roommate. 0
interest work. o _ .
Y Al/f | was not married, | would hav
What do the attorneys think of the T AMy husband i s ouner plrammere for ther e a d v
salaries? experience and the reward, not the sa/@ry. / makg about one -
third what | made i n private pract
The attorneys were asked what they thought about their salaries. The T Al would not be able to afford thi
responses were similar among attorneys who think they will leave and 1 Aoverall I 6m ver ylenh &npmeigd outiobkuis ¢ h e

those who do not. Comments like those below were widespread.

notthat pr omi si ngéltodés not
year career, you have to have a partner with a significant

sustiadonab/!

Embarrassing and demoralizing . Many attorneys feel their salary i ncomeébPersonal circumstances det
. ; . . . stay. o
is so low that is embarrassing. Some, along with some of the executive
directors feel this can or has contributed negatively to morale. Takes parental support. Some attorneys make ends meet by
1 Al f ewndte rdlative to just about anyone in the world or acceptingmoney fromt hei r parents or their par
SOCIEU/’[ but s;n;let/mes, ! cqn;‘ be;lle';f' tha;/ n;a//;e 1‘/7167‘ same 1 [ am unable to pay all of my bills every month and make regular
amount as a zna year associale al a lirm wnen 1 have been an debt payments. | often have to turn to my parents for help with
attorney and a dedjcated and fairly accomplished one for nearly rent
20 years. o ’
~ 1 s a / an ar of anyc
1 n[]/loffe'na’s' my sense of professi Ona/beeou%ﬁgf)ow 9%170%6,2)7 foré}u%’aré/and.? 4
to specialize /n [area of] [law /nslg forref;em%rﬁ/tse/fét,an bgcg/usjns}/pasmep oesrﬁ?ga?n !
should have to have a wealthy spouseée

1T AMy salary i s embarrassingly [ow
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ahugei ncomeé, we woul d not have bee Qualitwdffected a Io addit¥d to @ahaing #he executive directo r s 6
without financial assistance from both our parents. Forget about comments that the low salaries affect the quality of attorney
#3. 0

applicants, some attorneys acknowledge that the quality of the
services is not at the level it could be because it is difficult to recruit

0élt also helps that | 1live and retain attorneys with experience.
a lower rent. There is a running joke in [our

organization] that most new attorneys live with their . 7A€ Ther estoseanmcepted premise that it is okay for legal

parents. 6 aid lawyers to be paid less and that not only diminishes the
Important work that is done by legal aid lawyers but it also is not

keeping in step with the high demands that young attorneys have

regarding!l oans so | see [/ ess quality p

Forced to live with parents and roommates . Sharing living

expenses with either family or roommates is another way that oAl think that the low salarijies dec

. ) ) firm because we hire attorneys right out of law school (the only
attorneys live on their salaries. ones who apply, generally), and they generally leave after only a

few ears. o
1 Al just moved back i n with my parents.o‘y

L%wer than other attorneys and occupations . The attorneys
eca s/ingle and har a
often commented on the differenceS between their salaries and those

of government attorneysd the employment they, along with the

T Altos very hard.tb have bo héave a& ae&e%u i\#gldnl%gto?s,' s8e as the primary competition.

T A/ am able to get by on my salary
house with several other people to keep rent low é 0

They also commented on the inequities of making less than many

0éitds embarrassing. occupations that require less education. Often the attorneys would

anothernon-pr of it before | start. bring up teachers they know who make more than them, even though

teachers are usually acknowledged to be underpaid. In fact, the

average teacher salary in primary and secondary schools in California

in 2008 was $65,808. Forty districts in 15 counties in five of the

Studyés six regions have average te:

the highest at more than $93,000.

! /gg;v/ ;en//l'cei sa;;g/,'rit Z/o/u;t/f bealgesz‘os t//7/'nl/7( z{h: ch;icg belﬁ/;ez vrae il ’ YiRéc ef natmél'é ’}(/] b ép gn/héz ’%rea" gz?o%ey %65%077 and’ °
contacted one of my former students, who also worked in our

'g U/b//,; g"g tp r/vzte;(sco‘ecl'totrlssvzgri Zo/t f/o sz;artly(. Ag/;iﬁaﬂf fsirvres childe off;'cee as g paralegal before he got his law license. He very politely
§irmed mé down and let me know that he was earning more than
1 Al can't imagine myself workii2ng for memihs job withd heyDisttics Attornep's adficet whare he thad
years because | hope to have a family or buy a home and cannot been about 6 years. o
do so on |/ ess than $40K a yearo

Cannot raise a family . Some attorneys report difficulties supporting
children on their salaries, while others acknowledge they will need to
leave their job when they decide to have children.

T AThe current | egal aid pay scal e 1

T Al candt afford to have a child. o it should be. Given my level of legal expertise and education, |
" . . . . . should earn more than someone who works in public
1 AThi s harsestipdrteof my job. | left my job as a public transportation or department of corrections. All are honorable
agefender after my maternily leave, and was very enthusiastic Jobs, but as a legal aid attorney, there is not greater financial
about this new work. However, | took a pay cut of over 50%! My compensation to account for the advanced education and job
family and | operate on a deficit each month, and use our sav ings skills that the position demands. Also, the discrepancy between
to maintain basic e xpenses. o0 what an attorn ey makes as an attorney in the private sector vs. in
Cannot pay debt . The next section of the Report details the high legal aid /s ridiculously /arge.o
level of educational debt many of the attorneys have, and that they 1T A/ have been an attorney for al mo
cannot afford their student loan payments without additional financial jposition at the public defender's office which would have paid me

compensation, including a higher salary. s times what I make now.o

0l was a teacher before goi

ol e m to | aw school Wt thé more in my third year of teaching in a low income

public school than | do right now. And now | have [a

cost of an education would pay for itself. | have not
largeamount ] of | aw school debt

found this to be true. 6

No choic e. Some believe the organizations have no choice but to pay
low salaries because there is not enough funding for higher salaries.

Cannot buy a home . Many attorneys commented that they cannot
afford to buy a house. This issue was brought up often in the focus
groups that were held in Los Angeles and the Bay Area.
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my current income and debt .
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Aour organi zation cannot afford WorAlpaym #mbr and ahnadvasaiasosy sathry ane toe muehme n t
understand that. There is a great deal of transparency re our stress. o

budget, whi ¢ h k / high. o .
uaget, wihi ¢ eeps morale rg ¢ 1 ﬁCo//ege costs for two ch//a’ren o

Alt is not the organization's fault. There mply isn't the _$§ pay
nonprofit attorneys adequatel y. o aram runn'ify Ya lae ilei T or 5260

il feel the salary is adequate &nd! rB9YW NFCFef Ot F87S %l &Yy rement
resources of my employer. Certainly it would be nice to earn a money, soon.o

salary equivalent to public defenders or county counsel with
similar years of experience, but this is not going to happen with
my empl oyer. o

oLow pay is putting a strai

I love legal services but there comes a time when you

Al think my salary s fair and de#ff §EV el AT i cl it e e ) in
my position earn across the state. | just wish --like everyone else--
that legal aid/civil legal services attorneys were paid more. It's
hard to believe that first -year associates make up [o three times When the attorneys who think they will leave were asked what they
as much as first-year legal aid attorneys do when we come in
with similar experience levels. But | understand that thats the ) ] .
way the system works and I'm grateful for the opportunity | more financial security.
have. o

expect to gain by leaving their position, many listed more money and

1T AA chance to earn sufficient money
AMy salary s too [ ow, but so [ s myoblgdnénsind aonlive payoheck-lopmaey c bbskds at

t hi .0

/s agency.o T AHIi gher pay, abi |dadureWestyleabiitatosavea mo r
A[f The Board and executive director]mofnelyl f oappheciater g, her olfoens si onal
salaries]. In a heartbeat, they 6d I ncrease our salarjes, but. the .
moneyés not there.o bl nf'he ability to afford having a fa

T AMoney and not being overwor ked al

Al wunderstand there /s no choice. o

Alt's not employer's fault that Vs ,;7; 7 d# Nl c’/eaasezfi s¢lary a
notoriously underfunded. o stress ayasosavesomemoneygy nt on car travel

AThere i sn't enough funding to pr@~ 73’§ncécﬁe(qur{ftlée %G1 aries
comparedtopublicdef ender s and other state wiggralbahbicey209000 a yearo

Al am very satisfied with my salary, ioieBnht §REr ! s&NEPS €akb §-titb@balr é e nt
a

legal aid firm o ability to work from homeo
Al feel fortunate [ 0m making more  hap, §ReP!/ 8al Br y N8nQOMBENF bEIhe At bene
1 AlLless financial stress, more profe

would |Iike to start a fa

Furthe r Consequences of Low Salaries for
the Attorneys

The above comments describe some of the consequences the low

Primary Reason Many Will Leave salaries have on the attorneys and the organizations. In the focus

Attorneys who think they will leave were asked the primary reason
they will leave. Most gave financial reasons.

1
1

= =4 =4 =4 =2

groups and interviews, the attorneys were asked about further
ramifications beyond not being able to pay student loans or have
children or buy a house.

AFinancial, financial, financial .o
Other expenditures unaffordable. The attorneys talked about
other big expenditures they struggle with, but also other smaller

ACandt afford to have a family ( clipéneestheyhaverdidrdyo.my current salary
and expenses. o

AHaving kids, need more $$%$0

1 Live in a 400 square foot apartment that is 120 degrees in the
AFi nancilalve t he wor k. o summer

1  Cannot afford uncovered medical expenses
1  Support parents, some of whom are chronically ill
AisSalary / Student | oans / Mor't gageTb Have no disposable income
Can take no or limited trips and vacations
A Mor e ihbneedyo make more money to afford student Have old cars that are not gas efficient and break down

loans, car payments and ONE day p U'ﬂf ¢ Bafridtthuy hew/tiBtHas for @ourt
1  Cannot go out to dinner with friends

AiSalary to pay off student [ oan. o

24



Shaping the Future of Justice: Effective Recruitment and Retention of Civil Legal Aid Attorneys in California

Partner relationships. Some talked about the effect their low salary
has on their relationshiop wi th
pressureo is the way one attorney

they are not pulling their financial weight in the relationship. One

attorney said, A My husband makes

put

because of hi m. We candt bkxagstuti ! hous
feel a [ ot of guilt. /'t o6s

Family relationships, especially for immigrants or first

generation Americans. Some attorneys talked

views of their salaries. One attorney from a middle class family said,
AMy family s crazy with the guilt
comments about me needing to get another job. They wonder why /
woul dnét make more money. O

Many attorneys who are immigrants or children of immigrants feel
particular pressure from their families to make money. The attorneys
talked personally about these cultural pressures, and some executive
directors talked about seeing the effect, such as one organization that
had three attorneys of Asian descent apply for a job, and all three
applicants took jobs with better pay. Sometimes the pressure is to
make more money because that is what is supposed to happen in the
U.S., but this can also be combined with an expectation that the child
who is an attorney will help to support his/her extended family. An
attorney of Asian descent who had worked in a law firm before legal
aid said she used to give half of her salary to her parents to put her
brothers and sisters through school.

Still feel poor. Two attorneys who grew up poor shared their

feelings about continuing to be financially insecure. 7/ [/ /i ved my
/i fe so deprived. /! think &and&homl &
refugee and | grew up poor. | swore

Thoughts of a second job. When one of the attorneys in a focus
gr oup s har e dalayks &inking &beut getng & second job,
but my wor k! oaotheisagreedoo heavy, O

Poor credit score.  An attorney who made $45,000 when she started
in legal aid got way behind on her student loan payments, which then
destroyed her credit. She asked for and received a significant raise,
but she knows that when she goes to buy a new car she will have a
higher interest rate on her car loan because of her low credit score.

Educational Debt is Crushing

The attorneys were asked in the survey to comment about their
debt or other
commonly used words like crushing, suffocating, and brutal.

educational

A crushing burden that will never end

1 Al t iSHI QIRBE o
1 Alt's brutal .o
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t h €

good money.

what os /(6'6'1?/ n,g/fus

attorneys?®o

o[ My educational debt ] i
night worrying how | can stay at legal aid and survive.

| pay over one -fourth of my salary to student loans a

mont h, and | am paying inte

//Omne’-’fe'//,”ge KEAS b59"4

now
/aans are a mortgage. o
/s exorbitant and suffocating

1AMy
1 At

a b o u tdonit whisk about & nhilova s j8b and am professionally

satisfied. But, | cannot see the light at the end of the tunnel
wi reg, rd 1 va/ s?/zpo loans. /t/ ”ﬂ#‘/ ult to l;ba

an dm/ght bgé 2! year?/l;u of éséhao/ witl échofz] 'gz/‘/?/ ng
remai ning. o

T AMy educational debt and ot her de
my license to practice law have caused me to declare
bankruptcy. o

| AMy debt s daunting and it woul c
the life | do on one income. | could not work at this job or
support my child. Over 1/6 of my gross income last year was
spent on | NTEREST for my student [ o

T AMy debt s about equal to my col

sector. The key difference is that they can afford to pay theirs
of f, and | anticipate paying my d
T Alt gets so muwoulgetiwale place where gou
have children. o
T AMy kids are two, and [/
theyobére in college. o

wi |/ sti

OFor t he
debt

f i rosittof lawvwschooly theides of
would crush me. | 6 m

my
tumor . 0

have more money now. o

Aa&’/e% 1éabe fefafaic? € P OOr again. o
AThe debt burden of attending

S/mp/y cannot sustain it at my current level of compensation. In
order to comply with my scheduled loan payments, | would need
to be earning about $20,000 more annually than | do now. | am
unable to make these payments and am slowly watching the
principal owed increase because of repeated deferments. [/
would love to continue working as an attorney in the public
interest, but my debt will soon c

T Alt s I mpossible. /! have to ser
much less rewarding job in order to keep my house. o

T AThe amount of debt s a huge
public interest work long -term. | would like fo have a family but
could not afford one on my curren

/ av

de

Help is needed!

T Al need help paying off this
nearly 1/2 of my paycheck. | love the work | do and | want to
stay in Legal Services but it is very difficult withallmy | oans . O

T AHELP HELP HELP!'! | t's becoming
services without help repaying th

debt. Their responses

deb

educational
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mi
2

0 My debt i s astrono cal
sal aryél pay $13,69 annu
educational debts, and | am on a 30 -year pl a
actually gotten a sick feeling in the pit of my stomach

while typing this. o

(0]

Amount of Debt

Eighty-two percent of the attorney respondents graduated from law
school with educational debt. The median range of the debt was
$80,000 1 $89,000, and the highest amount was $180,000 - $189,999.

Of those who have paid off their debt 6 93 percent of whom graduated
before 20006 most did so in five years or less, with only 13 percent of
them taking more than ten years.

Graph 19: Amount of Current Educational Debt

However, 55 percent of the attorney respondents still have educational
debt. Most of these attorneys (69 percent) expect to ne ed more than
ten years to pay off their student loans. More than a third (38
percent) estimate a pay-off period of 25 to 30 years because they
have put their loans on extended repayment plans to lower the
payments, making them more affordable.

The median amount of debt these attorneys have is in the range of
$60,000 - $69,999, but spans as high as $180,000 - $189,999. The
educational debt balances generally increase steadily with each year of

|l aw graduates, with the 2008 ,g00aduat
$129,999 being double the amount for the attorneys as a whole. See

Graphs 19 and 20.
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The median educational debt of a legal aid attorney
who graduated in 2008 is between $120,000 and

$129,999.

Why the Educational Debt is High

More recent graduates have extraordinarily high debt primarily
because tuitiond especially law school tuitiond has steadily increased.
Table 8 details the 2008-2009 tuition and fees for ABA-accredited law
schools in California. If the tuition and fees stayed at the 2008 -2009
levels, the average cost for three years would be more than $77,000 at
a California public law school and more than $99,000 at a private
school. Adding in the academic year living expenses of $20,226 that
are allowed for loans, the total many law school graduates need to
borrow is nearly $138,000 for residents and nearly $160,000 for non -
residents at public law schools in California.

However, the increases did not end in 2008-2009. California schools,
like those across the country, continued to increase tuition and fees. A
check of just two public law schools in California revealed increases of
$8,460 and $9,011 for annual in-state tuition and fees for 2009 -2010.

Of the attorney respondents, most (60 percent) went to a private law
school, and three-fourths of all respondents (74 percent) graduated
from law school in California.

These numbers are about law school costs. In addition to educational
loans needed by attorneys for law school, many borrow for
undergraduate school, a bar review course and the bar exam fees. The
average borrowed by all undergraduate students in 2007 in California
was $17,215%. A full bar review course for the July 2009 California
exam was $4,300 to $6,000.% In addition, most law graduates borrow
to cover their living expenses while they study for the bar exam.

0The only reason you would

debt now is someone hel ped

2 nttp://projectonstudentdebt.org/state_by_sthta.php
2 Amounts from the websites &ar Passers, Bar NonReview, BarBri and
Celebration Bar Exam Review

Table 8: Tuition for California

ABA -Accredited Law Schools

I -t Out -of - Three Year
Law School Tuition Sifls Total for In -
& Fees Tuition state Tuition
& Fees & Fees
University of California,
Berkeley, School of Law $26,896 $39,141 $80,688
University of California,
Davis Sclool of Law
(King Hall) $25,489 $37,734 $76,467
University of California,
Hastings College of the
Law $24,120 $35,345 $72,360
University of California
at Los Angeles (UCLA)
School of Law $26,855 $37,648 $80,565
In -state and Out - T!Ill::l \f(grar
Law School of -state Tu ition "
and Fees Tuition &
Fees
California Western
School of Law $34,300 $87,900
Chapman University
School of Law $34,518 $86,820
Golden Gate University
School of Law $32,940 $86,040
University of La Verne
College of Law $32,370 $87,720
Loyola Law School,
Loyola Marymount $36,058 $83,520
University
University of the Pacific,
McGeorge School of Law $34,547 $103,956
Pepperdine University
School of Law $35,520 $106,560
University of San
Diegod School of Law $37,704 $113,112
University of San
Francisco School of Law $33,870 $101,610
Santa Clara University
School of Law $35,250 $105,750
University of Southern
California, Gould School $42,640 $127,920
of Law
zgﬁgg’l"esmm Law $33,410 $100,230
gtci':)fglr d University Law $39,916 $119,748
'cl)'fhﬁgnvis Jefferson School $31,770 $95.310
Western State
Universityd College of $29,770 $89,310
Law
Whittier Law School $31,750 $95,250

Official Guide to ABAapproved Law Schools, Law School Admissions
Council and American Bar Association, 2008, 2009,
http://officialguide.lsac.org .
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Loan Repayment Assistance Programs

For some attorneys, their educational burden is lightened with funding
from one or more Loan Repayment Assigance Programs (LRAPS).

Employer LRAPs.  One-fourth of the organizations (nine of 37) have
an LRAP for their attorneys. All of the organizations with LRAPs have
budgets that are defined as
LSC. Two of the large budget organizations do not have an LRAP.
Seven of nine are large in terms of the number of attorneys and two
are medium-sized.

The employer LRAPs provide assistance to 157 attorneys, which is
approximately one-fourth of the current attorneys. As stated earli er, 55
percent of the attorney respondents have educational debt, so it is
likely that less than half of the attorneys with debt are receiving
employer LRAP assistance. Fortytwo percent of the attorney survey
respondents reported receiving employer LRAP &sistance.

The annual amount of assistance given to the employer LRAP
participants ranges from $1,800 to $6,000. The assistance is taxable
income because it is received from the employer. Other details of the
employer LRAPs are in Table9.

Law school L RAPs.
They vary greatly in the number of graduates who receive assistance
and the amount of assistance given. The income limitations of the
programs can make many attorneys ineligible, sometimes from their
ownsal aries and sometimes from
During the period of June 2007 i May 2008, 340 California law school
graduates received slightly more than $2.5 million. However, more
than $1.1 million of the assistance provided to 128 partic ipants was
from one law school.?® Anecdotal information suggests that some of
the schools have increased their income limitations and funding
recently. Some of the legal aid attorneys are receiving full payments
from their California law school.

Many of the law schools around the country have LRAPs, but most are
not funded at a level that provides assistance to a large number of
participants and/or assistance in large amounts, except for some of the
lvy League schools. A larger percentage of out-of-state attorney
respondents (36 percent) receive LRAP assistance from their law
schools than in-state law graduates (23 percent). Overall one-fourth
(27 percent) of the attorney respondents who have educational debt
receive LRAP assistance from their law school.

Assistance from almost all law school LRAPSs is not taxable income to
the attorney because the programs are set up to comply with Sec.
108(f) of the federal tax code, which allows for this type of assistance
to be non-taxable.

% Equal Justice Works Guide to Law SchpaB09.

Eleven California law schools have an LRAP.

Al argeo

t hei
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Total LRAP coverage. Slightly more than half (53 percent) of the
survey respondents with educational debt receive LRAP assistance.
The primary source is from their employers. The second source is from
their law schools. Some attorneys also receive LRAP assistance from
their fellowship sponsors, and a few from the Legal Services
Corporationd6s LRAP.

Fagigral Ruflig Seevice,Lgan Fajgvaness r & Althguyply wagy 409
aid attorneys may be eligible for forgiveness of their federal loans after

they work in public interest employment for ten year s under the new
federal Public Service Loan Forgiveness, they still need to make the
payments on both their federal loans (for the ten years) and on their

private loans. Also, many attorneys are not eligible for federal loan
forgiveness because of theirinc o me or t heir

spouseds

The critical need for adequate LRAPs for the current

attorneys.  The attorneys describe the difference LRAPs make for

them.

T Ailt feels overwhel ming i n some r
be able to do it without LRAP. O

1 A Buftor [l aw school] bés program, /
organi zation]. o

T Al absolutely could not do it wit

1 A[f The organizationds] / oan repay.
one reason | took the job. o

T Without LRAP assistance, | would not have been able fto choose
working in legal aid.

T Al came into [ aw in order to do

impossible for me without LRAP assistance. | appreciate the new
CCRAA legislation that will help with public loans, but | have a

p a $oicant agngunt ef piivale Igans framylaw gchoglihataug not
covered by that and which | will continue fo need LRAP
assistance for. o

woul d be
t hout LRAP. 6

i mpossi bl e

/
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Table 9: Employer Loan Repayment Assistance Programs

Maximum Number of
Organization Waiting period Time Limit Annual Benefit Participants LRAP Budget
Employer #1 No 10 years after graduation $3,000 24 $69,000
Step 10 on salary scale or 10
Employer #2 No years after Bar admission $4,000 25 $49,000
Employer #3 No 10 years $3,600 4 $18,000
Employer #4 90 days No $4,000 14 $50,000
Employer #5 No No $1,800 26 $46,800
Employer #6 No No $1,800 9 $16,200
Employer #7 No No $6,000 15 $57,574
Employer #8 CA Bar admission required 20 years $3,600 18 $64,800
Employer #9 180 days No $3,600 22 $90,600

However, some LRAPs arenot extensive enough.

1T AAfter my employerdés contribution
spend 25% of my after tax income fo service my educational
debts. o

1 AThe $150 per month we receive |Is

does not come close to covering my loan repayment expenses. |
was able to consolidate my loans, which made it possible for me
fo work in the public interest sector and pay my loans, but

unfortunately the only program | could afford was the 30 year

plan. That means I'll be paying my law school loans until I'm 61
years ol d. o

abl
aw

do
a

e to
school

woul d not be
P from BOTH |

ol
LRA

The critical need for LRAPs for wider recruitment. Many of the
current attorneys express how educational debt makes some attorneys
take higher paying jobs when they would rather be public interest
attorneys.

1 Al t @tiendldeabl] is the number one barrier identified by law
students | went to school with and speak to now preventing them
from pursuing a public interest
AEducational debt s the primary
classmates who initially wanted to do legal aid work are now in
private practice. It's very difficult to pay the bills, save, and pay
of f /aw school!/ [ oans on a civil
AThe excessive amount of debt

/s the primary factor that ke eps them from choosing public
interest work and forces them to work for law firms. Then, once
they start in law firms, it is highly unlikely that they will later
choose the huge pay cut it would be for them to go into public

i nterest work. o

il am vyetadhave had a $cholarship in law school. | think a
lot of attorneys | know feel that they are forced to get a high
paying job in order to pay educational debt and other expenses i
that they had to o6sell outdé rath
practiceanar ea of [ aw they originally
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/l egal
wi t il whiilc ham alwu ckyw deat st gr 4duet eany [edu

T il was fortunate to have family
L Ryttt 8u2n sﬁpﬂo it Lol ﬁea/ﬂ/ hﬁ&ﬁb]@ Br alz‘o;neys fo
practice public interest law. | have mentored many aspiring public
interest law students an})’ /awyerf who /17’)&/7/701‘ even think of a
C Earebrdit % yt)f/'ng ! £ f;'nﬁ, given el %l’ég%éﬂhgl tban

payments. o

S

wor k t

address the

0éDespite t he hard
organizations like [ours] have put to try to

crushing debt that most law students graduate with,

there are still far, far too few programs to counteract
the crushing feeling of many law students that they
need to take a private corporate law firm job in order to

pay off their debts. 6

Burden recognized by those without debt. Many of the attorneys
who never had or no longer have educational debt describe the
difference between going to law school years ago and nowd the level
of debt and its effect on the more recent law graduates. This is a
di fference in attitude from previou

! eitAot has cdrid@®Rd. Thére is a new recognition that the educational
r

déb? burdéh is tsohrr‘?u{:h Ia’rnggr ar{d ?s/ar4 i&stle th/atam'fjvst be (’aeﬁal?vﬁté
if legal aid is going to have a diverse and quality attorney work force.
aid salary. oo

attorneys | know, especially in legal aid/public interest, it is an
ongoing source of stress and diff

0 Igraduated from law school at a time when the cost
was reasonable. My loans were at what was then an

acceptable rate of interest. The cost of law school today

woul d prevent me from bei

ng



Shaping the Future of Justice: Effective Recruitment and Retention of Civil Legal Aid Attorneys in California

1 Al was on financial aid i n | aw s cOrganizhtions without/amyLRgPar ent s hel ped me
pay it off after | graduated. | am extremely lucky. If it were not

for their willingness to make sacrifices on my behalf and help T AWe candt compe tvehd ofrass odmewt, 000 | n
me, | would have had a much more & fifli chualvte tniome W& airadh ca (Ad ekégutisgtdireétar o m a
1 Alt was affordable 30 years ago, I t wassaskedwhetlreo educational debt is an issue, and did not
1 Aéewe old fol ks have it easy. /'t /s knownjpthes v @ & @i Zatamieyy nedewegassigtancepirbre an
now. o LRAP. The majority of the organizationd s attorneys
1 Al feel extremel y feoedbyuebaThewaso n ot [educafionaldgbtand only one receives assistance.
only possible because | received a fulFtuition scholarship from T ALRAP S Akéy.tche organizationods at

my [ aw school él see how debt wo r r ifrenstheirtgw scboolj / eagues and
makes it difficult for many public interest attorneys to save for

their futures. | believe that most LRAP programs are not How much is needed. Attorneys with more than $100,000 of
generous enough. o educational debt often have monthly payment amounts of more than
1 Al can't [magine carrying the de &t000eeh@hemibey extend ther fepaymen dvér 8oygatse S
do. o
1 AThere was no repayment program_when [/ radu ed [ aw . .
school. I don't recall the amount of my debt, but | did receive The attorneys who fﬁmk they wﬁl {eave were asked if receiving new or
the maximum available at the time in Federally Insured Student additional loan repayment assistance would impact their decision to
Loans and | do recall what a burden the payments were. For leave, and if so, what the minimum annual amount is that would

several years ! was a single pare/]t a/_m’ ! needed to lake a impact their decision. Slightly more than one-third (35 percent) said

second job grading bar exams at night in order to try fo make N ) - . .

ends meet. | think a loan forgiveness or assistance program for additional assistance would definitely or probably affect their decision.

attorneys who do poverty law is essential to enable programs to Another 20 percent said it may. The median amount they said they

attract a well qualified and di veinsuldneed ig$6/5000with one-quarter (24 percent) saying it would
1 Al feel fortunate to have no debfakeméretr{aﬁsfld?déo.the amount of debt

with which most people graduate makes it very difficult to take a

public interest job, unless your employer or law school has a

good LRAP program. o

ng a house mi

1 Al had relatively [ittle | aw school/ debt because | worked bet ween
law school and college to save more for tuition and | worked at
nights during law school, and earned money during law school
“coops" with legal agencies. Even with relatively little debt it was
hard to pay the | oans back é/ really feel for young attorneys
coming out of school now with a $100,000 or more in debt. It
feels crippling. o
1 Al wor ked at 2 (4 afsix Years tmpay dffany a t o
student [ oans. /! could not take my first public interest jobébut
for the fact that | had paid off my loans. Even then, | had to
think long and hard before taking the job. When | hire new
attorneys with huge debts, | wonder ho w long they can stay.
Indeed, many family law attorneys whom | have trained have
gone to work for the courts because they pay more and have a
real pension plan. We need to pay our legal aid attorneys more
and help them with | oan repayment. o

Executivedire ct or s®é recogni ti oNeadyfalofthee bur den.
executive directors recognize that attorneys with the levels of debt that

most new graduates have now are unable to work in legal aid without

assistance from an LRAP. However, it is not clear that they all truly

understand the immensity and the ramifications of the debt. When

asked about the issue, responses varied.

Organizations with an LRAP:

T Al have found that LRAP s wvery symbolic. Even when |t /s a
smal l er amount, [t matters to people. o

1 AJdob ays pring up aheir loans all the time. Our LRAP has
been hel pful in recruiting. o

T When asked if a single person can make it on their organizationds
salary: i/t depends on the amount of debt. o
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Non-profits generally have provided comprehensive benefit packages
to compensate for lower salaries. The Study reviewed the benefits
provided by the legal aid organizations and found that many of the m
have good benefit packages, but others do not. The primary benefits
provided by the organizations overall are shown in Graph 21.

Graph 21: Primary Benefits and Supplements provided by the
Organizations
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Table 10 summarizes all the benefits for individual organizations.

Generally, the larger the funding size of the organization, the better
the benefit package.

Amount spent on budget. The amount the organizations spend on
benefits varies widely. One-third (13) of the organizations spend 21 to
25 percent of their personnel budgets on benefits. Two spend more
(31 to 35 percent and 36 to 40 pe rcent); seven spend 16 to 20
percent; eleven spend 11 to 15 percent; and four spend 6 to 10
percent.

Health insurance. All of the organizations provide health insurance
for their empl oyees. Mo st of them
health insurance premium, but seven do not. All but one organization

makes health insurance availabl e f or of)pas SoMdtimes hefpbdntretehtbrPal thepper fo 9ol Bist hak C

partner and dependents. The largest number of those that do, pay a
partial premium for these other individuals. See Graph 22.

Employees have varying requirements for other cost-sharing. The
highest is one of the very small organizations that requires the
employee to pay $3,500 in copayments that are not reimbursed by the
organization.
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Graph 22: Health Insurance Premium
(One organizan did not provide information about trenmoyee coverage.)
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Dental insurance. Full premium dental insurance is the benefit
provided by the most organizationsd 33. One very small organization
does not provide it at all. Two organizations (one small and one large)
do not pay any of the premiums for the employee, and one very small
organization pays a partial premium.

Disability insurance. Most of the organizations do not provide
short-term disability insurance; nine do, but only four of these pay the
entire premium. A majority of the organizations (26) provides long -
term disability insurance, and 20 of these pay the entire premium.
Three of the organizations do not pay any of the premium.

Other insurance. Twenty-eight of the organizations provide life
insurance, and 24 of them pay 100 percent of the premium. Data was
not gathered about insurance for vision, acupuncture, and chiropractic
benefits, but some organizations commented that they provide it.

Mileage. Twenty-five of the organizations reimburse employees for
their work-related mileage at the IRS rate of $0.55/mile. One
organization reimburses at a higher rate ($0.585/mile), and eleven at
lower rates. The lowest is $0.25/mile. One organization admitted it
does not advertise the mileage policy to the employees with the hope
that no one submits a reimbursement request, and almost no one
does.

Comments about the insurance benefits from the attorneys
and the organizations. One HR Director likely summed up the effect

package has sometimes made the difference in acceptance of a job

not usually been a factor when younger attorneys need fto take
anot her job because of financi al

When attorneys who were interviewed were asked if the benefits made
a difference when they took the job, almost all said they had not.

Many said they did not make up for the low salaries, and said the
benefits should be better because of the low salaries.

foelnle r o u

con
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£ £ £ £ £ A = = L]
Very
Small 1 not set 100% 0% 0% 0% 100% 0% 0% 0% 0%
Very
Small 5 X $32,500 X * * * * 100% partial % partial % partial % 0%
Very 60 -
Small 2 X $34,850 69% partial % 12%
Very
Small 4 $40,000 100% partial % partial % partial % 100% 100% 100% 100%
Very no no no no no no
Small 2 $42,827 100% answer answer answer 100% answer answer answer 0% 2%
Very
Small 4 $43,600 100% 0% 0% 0% 100% 0% 0% 0% 3%
Very
Small 8 $44,000 100% 0% 0% 0% 100% 0% 0% 0% 100% 100% 0%
Very
Small 6 $46,000 100% 0% 0% partial % 100% 0% 0% partial % 100% 100% 0%
Very 30 - % not % not % not
Small 3 $55,000 39% 0% 0% 0% given given given 0%
Small 11 $40,000 100% 0% 0% 0% 100% 0% 0% 0% 0%
Small 8 $40,000 100% 0% 0% 100% 100% 0% 0% 100% 100% 0%
Small 11 $44,000 X 100% 100% 100% 100% 100% 100% 100% 100% 0% 0% 100% 3%
80 -
Small 12 $43,000 89% partial % partial % partial % 100% partial % partial % partial % 100% 100% 3-4%
Small 7 $46,000 100% 0% 0% 0% 100% 0% 0% 0% 100% 0%
Small 7 $46,000 100% 0% 0% 0% 100% ** ** ** 100% 100% 0%
% not % not % not
Small 9 $46,000 100% 100% 100% partial % 100% 100% 100% 100% given given given 0%
60 -
Small 8 $47,000 69% 0% 0% 0% 0% 0% 0% 0% 100% 5%
% not employer
Small 7 $50,000 X 100% 100% 100% 100% 100% 100% 100% 100% given 100% 100% discretion
80 -
Medium 14 $41,000 X 89% partial % partial % partial % 100% 100% 100% 100% 100% 100% 100% 5%
Medium 20 $42,500 X 100% 0% 0% 0% 100% 0% 0% 0% 100% 100% 3-5.4%
3% after
Medium 13 $45,000 100% partial % partial % partial % 100% partial % partial % partial % 100% 100% 100% one year
Medium 7.5 $45,000 100% 100% 100% 100% 100% 100% 100% 100% 5%
13-
Medium 17 $46,000 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 4.0%
Medium 15 $46,200 X 100% 0% 0% 0% 100% 0% 0% 0% 75% 100% 100% 0%
Medium 7 $55,728 100% 0% 0% 0% 100% 0% 0% 0% 100% 100% 0%
Medium 6 $60,000 100% 100% 100% 100% 100% 100% 100% 100% 0% 100% 0%
Large 51 X $38,520 X X 100% partial % partial % partial % 100% 0% 0% 0% 100% 100% 100% 2-7%
$500 -
Large 61 X $40,000 X 100% partial % partial % partial % 100% partial % partial % partial % 100% 100% $600
a % after
Large 25 $42,000 X 100% partial % partial % partial % 100% partial % partial % partial % 100% one year
Large 55 X $46,000 X[ X 100% partial % partial % partial % 100% partial % partial % partial % 0% 100% 2-4%
Large 23 $46,701 X 100% 100% 100% 100% 100% 0% 0% 0% 100% 100% 4.50%
Large 16 X $47,916 X[ X 100% partial % partial % partial % 100% partial % partial % partial % 100% 100% 5%
Large 40 X $48,571 X | X 100% partial % partial % partial % 100% partial % partial % partial % 100% 100% 3-9%
Large 58 X $48,686 X | X 100% partial % partial % partial % 100% 100% 100% 100% 100% 100% 3.5-9%
Large 25 X $48,899 X 100% partial % partial % partial % 100% partial % partial % partial % 100% 100% el
Large 26 $50,000 X[ X 100% partial % partial % partial % 100% partial % partial % partial % 100% 100% 6%
90 -
Large 65 $51,816 99% partial % partial % partial % 0% 0% 0% 0% varies varies varies 7-85%

Blank = benefit not offered

*The organization pays health benefits up to a cap of $700. Depending on the employee's age, number of dependents, and covera ge chosen, employee contribution will vary.
**None of the premium is paid for the family until the employee ha s worked full-time for seven continuous years. Then 100 percent of the premium is paid.

**A defined benefit plan of 80 percent of salary after 25 years of service for employees hired before 2007.
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Many attorneys commented they thought their benefits w ere ok or
good, except for the mental health benefits and the retirement
benefits. Many of them talked about the need for retirement benefits,
and that the low retirement benefits were impacting whether they
could stay.

Retirement is Unaffordable for Man y

All but one of the very small organizations offer some type of
retrement plan. Most are 403(b) plans. Twenty -three of the
organizations contributed to the plans in the last year 8 most in the
range of 3 to 5 percent of ttloerhae mpl o
a defined benefit plan after 25 years of service for employees who

were hired before 2007 because the organization used to be a part of

a much larger organization that had the pension plan.

Attorneys in some of the focus groups were asked what they thought

about their organizationsd retiremen

1 nARetirement [benefits are] terrib
me think | shouldnét stay at [the
wondbét have a retirement. o0

AWoul d bmy né mel/ ofer contri buted. o

1T A/ dondét want to contribute to
more taken out of my paycheck. o

1T AFor people who have been around
di fference. o

1T Altés a nice option to have. o

1 AOurs s very generous. O

clients some
and canodt

of my
check

1 Al cbaencéotme one
Social Security

The interviewed attorneys talked about how they have almost nothing
for retirement.

T A/ dondét have anything. o

T Al donot mi nd
retirement. o0

maki ngl 6smcsddneaewds a

1T AThe big i[ssue s retirement. We
houses was our retirement and
house was a pension. | have been single throughout my career so

/| coul dndét save for retirement. o

0l am realizing that the | o
in legal services essentially mean that | will never be

able to retire. | have for 30 years put funds away in a

but that is inadequate for

purposes. o

tax savings account,

retirement
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now

T Al recognize that [l have] a
standards. However, it is still a challenge to pay for college, aging
relatives, high housing costs, and retirement on this salary.
Because | have been a career legal services attorrey making
much less for most of my career, | am concerned about not
having sufficient funds to retire on. It is still significantly lower
than | would make with my level of experience in the government
sector or private sector. o

The attorneys who think the y will leave were asked what else it would

take for them to stay (after being asked specific questions about salary

and LRAPs). The answer checked by half (51 percent) of the
respondents was fAbetter retirement
angwerghpser ok fiveaoptipns.

One organi za

Who is the Competition and

fi The ied.
What are' Their SalafiéSand® "' °
/ e. That és the thing that makes

Bem@'ﬁtSZ?ation] forever because |/

No attorneys or executive
However, the difference can be shocking. Nationally in 2008, the
median starting salary for associates ranged from $70,000 in firms of 2
to 25 attorneys to $145,000 in firm of more than 250 attorneys. One
executive director shared, 7 We  h a v evearamar&ding attorney

whose daughterin her first year at a

Aségted in dtfledriiessectioh, $dme gf the dxdcutive diredtofs see their

[ MBKoition A theDther legal aid organizations in California, and for

some attorneys, this is true. Thirty -eight percent of th e attorneys who
think they will leave said they may work in other civil legal aid
organizations in California after they leave. However, some attorneys
who go to another legal aid organization do so not for the money, but

rg}tgewgr a dl)‘]feLrlePt type of wor k or workplace.

A smaller percentage (14 percent) of the attorneys who think they will
ledve’sBi¢ VAT fegal idl drganiz&tiénd i biker statds/ are Qilere they
méy ﬁogk‘?or e’?nglgyr%e/nt. The n?egian lci\ﬁl Iegtalhalld ga/farieénr\/ationally
are lower than Californi a 6 s : $40, 000 for one
$48,000 for five years; $60,000 for 11 to 15 years; and $68,887 for
more than 15 years.”’ in  LSGfunded
organizations are lower as well for staff attorneys ($53,494). The
salaries for supervising attorneys ($70,796) and for managing
attorneys ($87,330) are calculated separately so they are not
comparabl e, but are | i kel $ The llooes e
salaries nationally are to be expected given Ca | i f @ostrof ligirdys
which is the second highest in the country d behind Hawaii.?

The average salaries

2" public Sector & Public Interest Attorney Salary RepdALP, 2008
2 Fact Book 2008Legal Services Corporation, August 2009
2 http://www.cosoflivingbystate.org/index.html

y e

t

ver |

b

directors
a ,salaries to be close to large private law firm salaries any time soon.

firm m

(o]
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Far mored nearly two-thirds of the attorneys who think they will

leaved checked employment with the government, including as a
prosecutor or public defender, as employment they think they will take

when they leave. The executive directors and the attorneys gave
example after example of attorneys leaving their organizations for the
money they could make in government jobsd one organization had
seven attorneys leave the organization in 2007 for public defender jobs
in the region because of salaries. Government employment is definitely
the main competition, and a look at the salaries and pensions shows
why.

Nearly two -thi rds of the attorneys who think they will
leave checked employment with government,
including as a prosecutor or public [defender], as

employment they think they will take when they
leave .

Tables 11-14 contain the salary information for the primary
government jobs reported by the organizations as the ones that
attorneys who have applied for jobs at legal aid take instead or
attorneys who leave legal aid take when they leave. For the positions
that have local differences in salaries, the salary levels for one county
or city in each of the Studyds regions
counties and cities were chosen because they were the ones the
majority of attorneys were perhaps most likely to work in if they
remained within a region. Many of the positions differentiate between
years of general practice and years of experience in a lower position in
the office or other related law. The general practice requirements are
abbreviated as gp in the tables and the public law requirements are
abbreviated as pl.

A reminder of the median start ing salaries in the regions:

1 Bay Area: $44,000
Central Coast: $43,414
Inland Empire and Imperial Valley: $44,100
Sacramento and Northern California: $46,250
San Joaquin Valley and Central California: $47,916
Southern California: $46,200

= =a =4 -4 =

wer e
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Deputy Pu blic Defenders, Deputy District
Attorneys, Deputy County Counsels, and
Deputy City Attorneys

The Deputy Public Defenders (PD), the Deputy District Attorneys (DA),
the Deputy County Counsels (CC), and Deputy City Attorneys are
generally on the same scales within the selected counties. The
positions in Fresno and Riverside counties have some slight
differences, and Los Angeles County has significantly higher salaries
for Deputy City Attorneys than the other positions.

The only starting salary in any of the counties that has the potential to
be | ess than one of the | egal
Fresno County. The minimum starting salary for a Deputy PD with no
experience is $48,120, but can be more than $61,000. The statewide
organization that has a starting salary of $51,816 has an office in
Fresno, so possibly a Deputy PD could be offered less when they start
at the PD office.

In all the other counties, the starting salaries for the government
positions a b o artng dalbries.
Sacramento County, for example, the starting salary for the four
positions is right under
ng;a, ered. " h e SCDECI c L

edian starting salary in the Sacramento and Northern California
region is $46,250.

ar e far

With three years of related experience or four years of general
practice, an attorney in one of the four government positions in
Sacramento can make between $91,642 and $116,949.

In Sacramento County, the starting salary for the four
government

positions is right under $80,000, and the
median starting salary for legal aid in the
Sacramento and Northern California region is
$46,250.

Salary data for attorneys with more experience was generally
unavailable, except San Francisco provided some figures for more
experienced attorneys, including that the average salary of an attorney
with ten years experience is $164,424. In California, the median
salary of the legal aid 1998 law school graduatesd who generally
would have 10 years experienced is $74,840. This is less than half of
what the attorneys in these government positions make.

aid

$80, 000,

(o]

Iorgan

w
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Fresno County

Los Angeles Count;

Riverside County

Years Years Years
Experience | Minimum Maximum Experience Minimum | Maximum Experience Minimum Maximum
Deputy Public Defender | (starting) $61,428 $81,890
$48,120
Deputy District Attorney | (starting) $58,500 $55,466 $72,749 $79,728
0 0 0 $64,320
Deputy County Counsel | (starting) $46,452 $56,472 $81,890
Deputy City Attorney (starting) $48,120 $58,500 $71,055 $94,858 $79,728
Deputy Public Defender Il $78,516 1PDor2pl $99,282
or 3 gp
$61,536 1 DAor 20l
Deputy District Attorney Il $74,722 o 3°;Jp Pl | ¢75,.488 | $110,347 $96,663
1lgp 6 ce lplorlgp $78,016
Deputy County Counsel Il $59,556 $72,408 mi ol or $99,282
Deputy City Attorney II $61,536 $74,772 1 $102.980 | $120,060 $96,663
Deputy Public Defender IlI $94,272 lasPDIl
$73,860
Deputy District Attorney Il $89,772 lasDAI $96,353 $133,415
2gp 2 plor3gp $91,623 $119,748
Deputy County Counsel I $71,568 $87,012 1CCor2pl
Deputy City Attorney IlI $73,360 $89,772 2 $122,148 | $145,930
Deputy Public Defender IV 2asPDIl
$86,424 $110,292
Deputy District Attorney IV 2as DAl $107,921 | $157,762
3gp 2500 3plor3gp $101,983 $140,587
Deputy County Counsel IV $85,488 $103,896 ’ 3 pl or
Deputy City Attorney IV 3 $144,469 | $167,270
Sacramento County San Francisco City and County* Santa Barbara County
Years Years Years
Experience | Minimum Maximum Experience Minimum Maximum Experience Minimum Maximum
Deputy Public Defender | (starting)
Deputy District Attorney | (starting)
Deputy County Counsel | (starting) 0 $79,866 $79,866 2 plorgp $98,514 $103,454 0 $68,351 $83,443
Deputy City Attorney | (starting)
Deputy Public Defender II
Deputy District Attorney I
Deputy County Counsel I l1plorgp | $91,851 $91,851 4plorgp | $105,976 | $125,710 | 1plor2gp $75,520 $92,196
Deputy City Attorney I
Deputy Public Defender IlI
Deputy District Attorney Il 2plor
Deputy County Counsel Ili 3gp $83,144 $101,038 6 plor gp $128,830 $149,084 | 2plor4gp $87,709 $107,075
Deputy City Attorney Il
Deputy Public Defender IV
Deputy District Attorney IV 3plor
Deputy County Counsel IV 4gp $91,642 $116,949 8 plorgp $152,750 $172,588 | 3 plor6gp $101,496 $144,992
Deputy City Attorney IV

Average at 10 years: $164,4 24

pl = public law
gp = general practice
*Some counties use different titles.

**San Francisco, with a combined city/county government , has one office, the City Attorney.
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California State Public Defenders and
Deputy Attorneys General

The State Publc Defenders (PD) and State Attorneys General (AG)
make less than almost all the government attorneys described in the
prior section. The two types of
categories, but the required experience is slightly different. The
starting salary for a Legal Counsel (starting PD) is in the range of
$56,088 - $61,644. This is more than all but one legal aid
organization.

Attorneys in the position of Public Defender I, which requires 3 years
of related law experience or general practice, make between $76,164
and $113,736.

The Deputy Attorneys General with ten years of experience, on
average, have a salary of $114,000. Again, the median salary for
attorneys at this level in legal aid is right under $75,000 9 this is
$39,000 less than the Deputy Attorneys General. See Table 12.

Family Law Facilitators and Court Self
Help Center Attorneys

California Superior Courts have a Self Help Center in each county.
These centers assist selfrepresented litigants. Each center has a
Family Law Facilitator position and may have additional Self Help
Center attorneys. The Family Law Facilitator must have at least five
years experience in family law. The requirements for the Self Help
Center attorneys vary, with some counties hiring attorneys with no
experience and some requiring five years of experience.

Legal aid attorneys often have some of the most relevant experience
for these positions because they have represented clients in many
areas of family law. The organizations report that they are i ncreasingly
losing experienced family law attorneys to these positions. The salaries
are far above |l egal aid

The minimum starting salaries for the Family Court Facilitator in each
of the selected counties are far above the median salaries for legal aid
attorneys with five years experience, except in Fresno County. For
exampl e, Ri verside Countyos
experience) is between nearly $77,000 and $103,000. Two of the
countiesd San Francisco and Santa Barbaad have minimum starting
salaries of more than $90,0000 $97,452 and $94,824, respectively. A

starting salary can be as high as $146,472 in San Francisco. See Table

13.

posi

organi zations?®d

starting
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Table 12: Salaries of California State Public

Defenders and Deputy Attorneys General

Years
Experience | Minimum | Maximum

Legal Counsel (starting PD) 0 $56.088 $61,644
Deputy Attorney General A ' 56.08
(starting) 5 are he s a4 m% ? ﬁ
Deputy Attorney General B 1plorgp $56,136 $61,644

; 1plorgp
State Public Defender | $67,656 $81.816
Deputy Attorney General C 2plorgp

. 3 plorgp $113,736
State Public Defender $76,164
Deputy Attorney General D 4 plorgp $93,936
Deputy Attorneys General Average at 10 years: $114,000
pl = public law
gp = general practice

The salaries for Court Self Help Center attorneys are far above legal
aid salaries, with the exception of the minimum starting salary of
$45,474 in Fresno County. For example, in Los Angeles County, an
attorney with five years experience, which is the starting requirement,
makes between $80,663 and $111,720. See Table14.

The Family Law Facilitators are paid $30,000 to
aid attorneys with similar

$90,000 more than legal
levels of experience.

In some counties, the legal aid organization contracts with the Court to
run the Self Help Center. As part of the contract, the Court pays the
sal aries of the Centeros
pays the attorneys it employs directly in other counties. In some cases,

this may be due to_ union contracts, but in others it is not.
Sal ari es.

sal ary (with five year s of

S 0 me

attornieys,
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Fresno County Los Angeles County Riverside County
Years Experience Minimum Maximum Minimum Maximum Minimum Maximum
Starting 5 years required $59,526 $106,328 $87,955 $109,269 $ 76,908 $103,038
Sacramento County San Francisco County Santa Barbara County
Years Experience Minimum Maximum Minimum Maximum Minimum Maximum
Starting 5 years required $76,488 $92,988 $97,452 $146,472 $94,824 $115,776

Fresno County Los Angeles County Riverside County
Position Family Law Info Center Research Attorney Family Law Attorney Self Help Attorney
Years Experience Minimum Maximum Years Experience | Minimum | Maximum Years Experience | Minimum | Maximum
Starting 0 $45,474 $55,250 5 $80,683 | $111,720 3 $76,877 | $102,814
15 $58,266 $70,850
3 $70,850 $86,112
Sacramento County San Francisco County Santa Barbara County
Position Court Staff Attorney |, Il
Contract with Legal Services of Northern California |_Years Experience | Minimum | Maximum Contract with Legaga/l-\:gialr:;undatmn of Santa
$80,179 $97,457
$97,457 $118,468
Pensions
contribute three to five percent

A review was not done of the insurance benefit packages that the
government employers provide with these positions, but it is safe to
say that virtually all would have benefits at least comparable to the
l egal aid organi zat @retireméntbenefitsc e p t

These government positions are eligible for a pension from the
California Public
examples were calculated for the amount of their pensions. A 55 year
old individual who retires in 2009 with 30 years of service as a Deputy
Public Defender with a final salary of $100,000 would receive a
pension of $89,800 annually. A individual who retires at age 65 in 2019
with 30 years of service as a Deputy Public Defender with a final salary
of $120,000 would receive $107,800 annually.

Only one of the legal aid organizations has a defined benefit pension,
which is 80 percent of the attor ney 6s sal ary. The
for attorneys who became employed after 2007. No other legal aid
organizations have a defined benefit pension. Most organizations

in

Empl oy e e.sAG@ouflecof i r e mgnt

pen
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plan annually. The CalPERS pension far exceeds these benefits.

one area

System (Cal PERS)

As stated earlier, financial reasons are the primary ones the attorneys
give for thinking they will leave. Burn -out is in the top fi ve reasons as
well, In addition, when survey
respondents were asked what their primary reason for leaving soon
would be, the issues described the second mos® behind financial
reasonsd were a lack of opportunities for professional growth or
fadvanpement

when the reasons were rated.

unavail abl e

of
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Burn -Out

Burn-out was rated as one of the top five reasons attorneys think they
wi || |l eave soon. Contr i bwttiaegthet o
emotional demands of the clients and overwhelming workloads.

One attorney who thinks s/he will leave soon gave a lengthy, but
enlightening description of the burn -out problem:

ABurnout [ s also a huge I ssvue.
recognition of the emotional toll this work takes on people. There is a
crushing need for services and a limited amount of resources, and
quality control is also an issue. Advocates should not feel pressured to
take more cases than they can handle because then the quality of
representation by necessity falls and leads to burnout and potential
malpractice issues. There should be clear policies in place for equitable
case djstribution and what to do when people are overloaded. We are
confronted with a lot of traumatized clients and very emotionally trying
situations, and there need to be support groups and institutionalized
mechanisms in place so people can have an emotional outlet and feel
supportedéo

The attorneys were asked how emotionally draining they find their job,
and aboutone-t hi rd (32 percent) said
draining. There was little difference between those who think they will
leave and those that do not.

About one -third of the attorneys said they find their

job overyo6 emotionally drai

Overwhelming workloads. When the attorneys were asked in what

Ther.e

they

acknowledged or appreciated and it seems as though there is

always a push for uvus to do more. o
tﬂ]en/attsoe)”ye‘me})y a’/ff/cu/z‘ for me t
services to c /ents r vpiusbilnigeé , p oglri acnyt

and reporting, etc. On the one hand, | like the diversity of my job;
on the other hand, I'm pulled in a thousand directions. Two people
are needed to do my job, but that's not going to happen anytime
soon. o

The organrzatrons were asked if they hire a tem })orary attorney when
ity gbed & for' fa thé

an attorney goes on fedl& for Iongert af & honths.
the organizations do so, meaning that the other attorne ys must often
pick up this work in the organizations that do not bring in temporary

attorneys.

Lack of Professional Development and
Advancement

Many attorneys who think they will leave described their desire to
develop professionally and their belief that this was not possible in
theid clrfént pobitior "k drghrfzatich ™hé thilBwing fedpdns es were

given to the question of the primary reason they think they will leave

Cﬁtl(] erght of 27

soon.
9 ALack of chall enging work;, feel |’

and should move on for career deve
T Al don't feel | i ke t her lskitsildinguch n

within the current structure of the organization. | feel ready for
more responsibility/autonomy/leadership, but don't foresee those
opportunities. o

ways they would I|ike their organizations to improve fdquality of i feo
- . ANo room or growth/no way to be p
aspects of the organization, many who were leaving mentioned the
need for more manageable workloads. 1T ANo ability to advance veitt Nout ,
recogn/t/on for skill [ evel or exp
1 AEncourage us to take fewer cases. / of ten over}/vhe/me;j blg/ .
caseload. .. o Al n/so/af/on ac opportunity
1 ACreate more reasonable expectati ofs ”aL/faaCkwo?fk ﬁélﬂgﬁﬁss’t?”a/ devel opment
opportunities
ARecogni ze wor k | oad -Hoursawork ane i res more after
1 aa’jusf‘] load. o el T neea¢ higher i ncome and more
’ don't want to Work somewhere for 5 -10 years, and then realize
1T A/'d I|ike supervisors (and manageme that mgmpactiee aaas/skll ard mgoorlbtensferable éito other

realistic about what | (and others) can accomplish. There's simply
too much work. And too [ittle

reasonabl e
for the

T ABe more

ti meframes compl etion of

1T AAl/ t hough | have a generous
and comp time because | have a hard time getting away from
work obligations. 0

Attorneys who do not think they will leave soon al so mentioned their
workload often when asked about changes needed to improve the
quality of their life at the organizations.

1T A/ would | i ke my program not t o
regarding the workload. | work 10 to 12 hours a day trying to get

everything done and it does not seem as though it is

38

wi s$signed ameééthev o/ u me

areas of law/firms/programs. | want to continue to CHOOSE fo

suppor twork i cidl degal services, not feel like | am forced to because

/IS z‘hea of work |/

that
of wor k
! B dikRity fland.

only type

All respondents were asked if they would like

vacati terr ppsitianrtg invblve urore alivetsg types sfework arccages or n

challenges. Half (49 percent) of all the respondents answered yes. This
is significant in and of itself, but comparing the responses of those
attorneys who think they will leave and those that do not, makes this
question even more noteworthy. Nearly two -thirds (62 percent) of
those who think they will leave want more diverse wo rk, as opposed to
slightly more than one third (36 percent) of those who do not think

Hheywllleayen r ea/ i stic expectations

Nearly two -thirds of those who think they will leave

want more diverse work.

am .
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Graph 23 shows the opportunities the attorneys would like in order to
diversify their work. The one opportunity the majority of the attorneys
who think t hey wi l |l
professional devel opment . 0

|l eave would Ilike

This finding is in line with the differences in the attorneys who think

they will leave when attorneys who practice in one area of the law are
compared with attorneys who practice in more than one area of the
law. Twelve percent more of the attorneys that practice in only one
area think they will leave.

Nearly half of each groupd attorneys who think they will leave and
those that do not @ would like to do more policy advocacy, and nearly
half of the attorneys who think they will leave would like to work more
with attorneys in other civil legal aid organizations. One of the
attorneys who is leaving described how his organization encourages
policy advocacy, but does not reduce the case work enough to allow
for it.

Graph 23: Opportunities Attorneys Would Like to Diversify Their
Work

|
Work in all areas that your organization take$ cases to 1*%
get a better understanding of other aregs 25%
) l l 33m
Take more challenging ¢ases 319
Take a wider variety of cases in the areas in hich you 20%
work 319
) : l l 30%
Provide more extended repr 1 320
-
- |
Co-counsel capes. 39%
Do more affirmative litigajion 319
40%
. . 419
Work in more areas of the law. 43
. L1 40%
Do more litigatign 44
Work more with attorneys in other civil lefjal aid 40%
organizations 47%
| [
Do more policy advodacy. 379%
-
Learn new areas of law for professional devplopment 40% 519
| | | | |

0% 10% 20% 30% 40% 50% 60%
Attorneys Who Do Not Think They Will Leave
Attorneys Who Think They Will Leave

Training wanted. Related to what attorneys want and need for
professional development is the training they receive. Nearly three-
fourths (7i3Ipercemt)rof attomeys veho doa/wof think thel willleafe said
they receive the type and amount of training they would like; whereas,

only half (51 percent) of the attorneys who think they will leave

answered affirmatively. See Graph 24.

Advancement wanted. The attorneys who think they will leave are
more likely to want to advance to a higher position. Two -thirds (67
percent) of those who think they will leave would like to advance,
while less than half (46 percent) of t hose who do nof think they will
leave would like to advance.

Four in ten (39 percent) of the attorneys who think they will leave said

there are positions in their organization they would like to advance to,

while 32 percent of the attorneys who do rof think they will leave
answered yes.

The attorneys who believe there are positions in their organizations to
which they would like to advance were asked if they feel they have the
opportunity to advance. Twice as many attorneys (61 percent) who do
not think they will leave believe they will have the opportunity to
advance within their organization, while only 31 percent of those who
think they will leave believe so. See Graph 24.

Graph 24: Training and Advancement Desires and Opportunities

Think they receive the training [they 78%
would like 51l
Would like to advance to a higher 469
position 679
Believe positions available in organjization 33%
to advance to 39%
Believe they have the opportunjty to 61%
advance to other positions in fhe
organization 3J|OA

0% 20% 40% 60% 80%

Attorneys Who Do Not Think They Will Leave
Attorneys Who Think They Will Leave
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The reasons attorneys do not feel they have the opportunity to
advance or do not want to advance vary between the two groups as
well. The primary reason given by attorneys who think they will leave
is that advancement opportunities are limited, while the answer given
by the largest number of attorneys who do not think they will leave is
that while there are opportunities, they are only management
positions, and they do not want to be a manager. See Graph 25.

One attorney who is leaving described the limited opportunities to
develop substantively or for advancement by saying that most higher
positions are only in management, and the litigation -related ones will
not be available until he is middle-age. He summed it up with, 7 Fo r
many of us who are younger attorneys, you look down the road and
you donét know where youdbre going
When asked if a higher level position became available for them at
their organization, would that impact their decision to leave, one third

of the attorneys who think they will leave said it would.

Although most attorneys want to advance for professional reasons,
some acknowledge that it is one way to get a higher salary. As one
attorney putit, AMoving [ nto

Graph 25: Reasons Attorneys Feel They Do Not Have the

Opportunity to Advance or Do Not Want to Advance in Their
Organization
o

M anagement will choose someone

else 11%
M any attorneys that want the 4J@
position(s) have more seniority than 13

me

Iwon't receive the expertise l%
development to get an advanced
P g 17%
position |
There are no higher positions
besides Executive Director, which |
don't want

24%
19%

The attorney in the position | want

will be in it for along time P8%

There are only management
positions, and I don't want to be a
manager

41%
B8%

Advancement opportunities are
limited

- 31%
52%

[ 1 I [ |
0% 10%20% 30% 40%50% 60%

Attorneys Who Do Not Think They Will Leave
Attorneys Who Think They Will Leave

manageimenio allowba

Believe a different job will bring greater job diversity and
opportunity. ~ When asked what they expect to gain when they leave,
comments about professional development or more varied experience
were prevalent, along with financial security.

1T AMore overall experience as an at.
experience in a nar r oventdy bazes [ a n d
di fficulty Iin adapting to broader
1T ANew skill s, experience, and bette
1 AMore professional devel opment. B
benefits. oo
1Y AD/ifferent experiences. o
1 AExperti se iaf alnow.her field
f/ﬁ]a,}i‘i/e%/r/n%n%/ nse%/b%tk?,]t//'_/c%/t“g‘,omore sal
1Y ADevel/ opment of [ egal/litigation s
1T ANew skills and professional growt
1T ANew and mo rdepth sriowlddde of othdr areas of law
and more litigation ski | | s . 0O
1 AMore opportunity to [|itigateo
i e e freedom to take on diffe
different peoples/communities without certain constraints, more
financial freedom. o0
T AAb/ /ity to develop my career past
taking on and directing | arger pol
1T AA greater opportunity to exerci

resulting in greater job satisfaction and contribution to the
community. Better pay.o

Organi zat i ons @®neroktle atmmeyswho t hinks they will
d about h ¥ shihkh veer need togthink i
critically about professional development. In a firm, most people are
fighting fto make partner. But in legal aid, if you don't want fto be

manager, it feels like you're locked into being a staff attorney or
supervising attorney as long as you stick around. We need to be more
creative.

|l eave sai

o

Many of the executive directors who were interviewed acknowledged
that their organization does not provide enough opportunities for job
diversity and professional development and advancement

Some organizations have created Senior Attorney positions, but only
six percent of the current legal aid attorneys are senior attorneys. The
executive director of one of the organizations that has senior at torney
positions said the positions are popular because senior attorneys are
given an opportunity to engage in systemic work (in an organization

that does primarily direct service). Some organizations do not always
use these positions for advancement, but more for hiring an
experienced attorney with special expertise. Five percent of the current
attorneys are project directors, another position that can be used for

advancement.

40
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One organization uses salary supplements to compensate attorneys for The work the clients,t  he co -workers.

unigue administrative responsibilities, such as grant-writing and q Al love my job. /I Jove the peopl
reporting. The same organization spreads out supervisory what | do. o

responsibilities more than other organizations, and provides a salary
supplement to recognize the additional responsibilities.

T AThe work and the cl/lients! o

T AThe mission and the passion. o

An executive director of a pro bono organization acknowledged that a bl AAmazingly meani ngful -wonkers, kmy Won
pro bono organization can have more limited opportunities for community. o
professional development. 1 Al | ove my work andht e people |

o . ) AThe work s ver-workipopstane, amaei
One executive director described how supervisors do not know how to

incorporate less experienced attorneys into the work of the more T A g , //( Ofvsr mév cWeO/r/ke; hy / te 0/ “7 . e;( '/;; f mfl -
w X

senior attorneys. Others suggested that supervisors need training in P P

how to develop and implement professional development plans, but f il really Jlove all of my staff. T

reason | stay. The work is stressful but | feel like | have better

that they also need freed-up time to do so. moral support than in any position | have held in private

practice, corporate counsel or ac
When one executive director in an organization that has low turnover " . . R
) T AClients, compassion, coll eagueso
was asked what he attributes the low turnover to, among the reasons
he gave is that their attorneys have very diverse practices. They are Impact on lives and the community is personally rewarding
not generalists, but rather practice in a wide variety of sub -areas i A T higpact made on my community. Giving under-served
within a legal area. people high-quality legal representation for free... VERY

rewarding. o

Most of the organi zati ons seem to want to Tmakelheh&wonktbrdeylis® /I mportant and |/
positions more diverse and create opportunities for professional q AEnjoy helping people. Believe in

development and advancement, but have not prioritized these actions. » . .
P P T AFeel ing thatk makeasawodi fference

/i ves, and through policy work, i

T AEmotional ful fill ment, i nteresti

Why D 0 Atto 18 eyS St ay | n Le g a| dedicated coworkers, and most of all having the opportunity to

make a positive differencei n t he [/ ves of ot her
A|d? 1 Al ove how our work makes a big

T AThe sense of satisfaction that
Love the Work someone who was wunable to help th

At the end of virtual ly every focus group, every interview and many of

the survey responses, the attorneys
Some would feel bad about talking about the negative aspects of their

jobs, and would want to make clear that they love what they do on

behalf of low-income clients.

ol |l ove the work that | do.

very concrete ways every da

Appreciate Professional Autonomy
When the survey respondents rated their satisfaction with a variety of
items in their work lives, the hi ghe? fhird facior that sqoredyabgve asfyr (4338 wap pElessiPnalg f u |
work.o It received a rating of 4.36 &gdemauionony. The atorpeys commeptedaabayt, why tis js ag  wa s
fir el shipsiwihrco-wor ker s, o with a 4.13. reason they stay in their positions.

T Af Our organization] s a great pl
When asked on the survey, fAWhat keeps ymake dedsions we havetaleam spittandphe &drktahdchetsd
this satisfaction was described similarly by the attorneys who think are interesting.o

they will leave and those who think they will stay. 1 AAutonomy to get my job doned No

|

T A Qual i tyworkers, autromy in my work; intellectual
chal l enges. o

ove my wor k, mowarlk ernst.s@

T Al have a great job and | have ¢
i nterest. o
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1 A T he ity eontrol bver caseload make it worth it for me to bl AAttorneys shoul d be treated pr
stay at [the organization], especially when you get older or have very stuck to what they think works best for everyone and that
fami |y obligations. o /s a very paternalistic way of th
| ABeing more flexible about i me/ n
Love the Schedule Flexibility in 3 hours of overtime without comment, but if we are 10
minutes late fo the office, on some days, everything breaks
A widespread comment from the attorneys is that they love the /oose. o
flexibility of their jobs. It was the second highest rated job satisfaction
factor out of 290 a 4.14 out of 5. Often the comments related to Alternative Work Schedule Policies
family-friendly policies as well, which were rated 4.02 out of 5. These
two factors round out the five factors that were rated more tha n a 4 Some of the organizations use a variety of alternative work schedule
outof 5. policies to give attorneys flexibility. See Graph 26. Those that do
usually base the availability of the alternatives on the type of work the
When attorneys were asked what keeps them in their position, many attorney is assigned t.o do, the nee'ds of the office, and, sometimes,
responses included comments about t hd§rpasonforyeuestipganajigrmatvg schedyle.
f fiDecent flexibility and meaningf uforkig gak-tine BndAdrkirg pi@ Approved pre-dstablisRed hours S
rmportant. o within an extended period of a work day are the two alternatives
1 AAbI | ity -timoeamddlexkbplity. O allowed by most (21) of the organizations. Telecommuting (working at
1 Avery satisfying work; good f/I exi BOMg,ajiepnatives vary, wigh othe, raost gprevalent policy allowing
elecommuting with permission on an as needed basis (19
1 AThe flexibility of my schedul e, }nd_efae%dencpe, and my c/?ents.d(
organizations).
1 AThe «c¢cl i ents. JFheabiily to/lwerk [pact htiemel.u | e
Flexibility in the type of work | do to a certain extent. My co - R An organization with a flexible work period of 80 hours in nine days,
wor kers and managing attorney. o o o
said it is a very popular benefit, with three -fourths of the attorneys
T Aameaningful work, making differengedfingaibfage o it Embléyéed opt in dr dt Bf the” €
flexibility with respect to schedule (ie, have long hours but can y. g @ ) {J Y p°1
do them whenever as long as work gltgrpagve 395197(@9 9ash month. Attorneys have to agree to be
5 ) . bl P ~available by cell phone and/or email on their day out of the office, and
i :r;p /moay/ ;efnat/ no a good qeuflexibiiy of mo ! tﬁeedesign%tgd dgyooff may only be taken on a Monday or Friday to
' help minimize scheduling disruptions.
A few directors commented that alt

ol f | di
dnodt

have that ben

here. o6

dnot
be

wo ul

Other attorneys often described schedule flexibility when they listed
what would improve their quality of life.

1 A F Ktime: Ability to work at home at least part of the week. |
realize both of these may be taken advantage of by some
attorneys, but | think they would help retention, particularly

hour/ week or 37.5/ hour work requirenm

schedule, it is a plus for those that do not want to work long hours. An
attorney who had practiced in a private law firm prior to her current

jobsad, i/ have my ni-@mds, amhii avfeelk di dnd

among attorneys with children. o
1 A Wo-athome options, more flexible hours. oo
1 AMore flexibilityimeth respect to part
1 AFl exi bl e hours. o
1 al woul d | i ke t 0 g las ae optiore IMyc o mmut i n
organi zation should accommodate flexible schedul es more. o
1 Al feel that there s not a tremendous amount of trust in staff's

use of time. If | work a 12 hour day, and need to take 2 hours
fo go to the doctor, it would be nice to not have that docked as
a half sick day. o
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