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Executive Summary

Background: The Kentucky Association for Communty Action (KCA) las completed a salar

surey in December 2000. Many agencies used that report to update their wage practices and policies

in the human resource development area. Tht certaiy was one of the goals of both the previous

surey and the curent one. I hope that ths report is broad enough in scope to be of use because it

looks not just at salares, but also a host of benefit and personnel issues as well.

Importance of a Salary Survey: This is an importt issue for Communty Action Agencies as any

organtion is only as good as the people it employs. Therefore, Communty Action Agencies need to

know that their salar and benefit strctues are competitive and that they are not a hidrance in

attactig and ret3ining the best employees. If an agency is dramatically underpayig its best

employees, it may not be able to retai them. The other benefit of this tool is that it allows local

agencies the opportty to look around and see what their counterpars are doing for comparable

positions in other areas of the ste.

Response Rate: Another goal was to have as high a response rate as possible to increase the statistical

reliabilty of the surey and to pait a tre pictue when it comes to salares and benefits in Communty

Action in Kentucky. I believe tht we succeeded in that goal. It took us a few mailigs, several phone

calls and a few month, but we did receive complete sureys :Iom 2() of 23 agencies, which is a

response rate of 87%. The response rate was down slightly from the last tie KACA undertook the

process when we had a 91 % response rate. Special than go out to all of the agencies who took the

time and paricipa in ths process.

Comprehensive Nature- The surey asks for data for over 50 different positions in 10 progr areas

(Admstrtion, CSBG, LllAP, Head Sta, Weatherization, Tranporttion, Child Care, Senior

Servces, Work Force Investment, and Famly Preservation). We were not able to include every

position that individua agencies list .a there was the chenge in tht some agenies have diferent

names for the same job. But I have tred to account for and factor those areas in to the surey. One of

the other ways that ths is comprehensive is that it exames both the medan and average salares for

those positions. There is a brief explanation in the results section about the difference between the



median and the average. The best thg to remember about median and averages is that one very low or

very high number can dramaticaly skew an average, but will not afect a median. Beyond salares, the

surey also examed holidays, vacation tie, benefit packages, and personnel related issues such as

the work week, job stctue, job shag, flex tie and more.

Priacy: One of the reasons KACA has been able to get such a high response rate is that we have

worked very had to protect the privacy of each agency s surey responses. To tht end there was a

separate PO Box to mail the sureys to, the surey never asked for the agency name, and the retu
address and postge meter had KACA' s information on it.

Growth of Community Action- Communty Action in Kentucky has grown markedly in the last two

year. In 2000 the average agency budget was $6.4 millon, the median budget waS $6 million and the

collective budget of the 21 respondig agencies was $135 miion. In ths surey the average agency

budget was $8.65 milion, the me budget was $ 9 millon an the collective budgets of the 20

respondent agencies was $173 millon. That is 30% increase in the average budget, and a 50% increase

in the median budget. Assumng that the agencies who did not respond had budgets in the median

rage, one can extrapolate that Communty Action Agencies inKentucky have collective budgets

approachig $200 milion anualy.

Growth in Servces, Not Administration- The survey also showed that whie there has been

explosive growt in averae and median budgets of local CAAs, the increase in the size of stas of

agencies has not grown that dramatically. Agencies had approxiately a 15% averae growt in sta
size over the last two years. Ths mes tht while agenies are growing rapidly they are workig to

put the money into servces and not into buiding payroll for the sake of buiding payroll.

More Agencies Givng Raises- In ths suey 90% of responding agencies said that they were giving

COLA raises th yea copaed to 76% in 2000. The sie of that average raise 'was down slightly to

66% compared to 3.9% in 2000. There was also an increase in the number of agencies hat were

giving merit rases than in the past. Ths year 70% of agencies said that were givig merit raises and

that the highest average merit rase they gave ths year was 7. 1 %. Ths compares with 61 % of agencies

giving merit rases with an average highest merit raise of 7.65% in 2000.



More Agencies offering a variety of benefits- One of the other interestig trends in ths surey was

the number of agencies that were offering a wide arange of employee benefits includig job sharg,
additional retirement plans, flex tie, paid maternty leave, tuition assistace, and profit sharng. Two

years ago no agency in th state .offered paid maternty leave, ths year 10% of agencies did. In the last

surey, 14% of the agencies said that they had additional retiement plan, in 2002, 25% said they

offered such plan. The percentages of agencies grantig flex time and job sharg also increase

markedly to 50% and 35% respetively.

Excellent Benefit Packages- Ths continues to be a real stengt of the network that helps in the

attction and retention of Communty Action sta 100% of responding agencies sad that they

provide health insurance and pay an average of 96% of the cost of a single plan. In addition, 60% of

the agencies pay a percentae of dependent care coverage. The average amount was 60.83%. There

were 90% of agencies that offered denta and life insurce and paid ost all the cost of the single

policy. In regards to denta inurace, 15% of agencies said they pay a percentage of dependent care

coverage on dental insurance. Agencies also offered disability insurance with 45% of the agencies

providing that benefit. Many of the agencies (85%) showed that they invested in their people by

allowig for educational assistace in varg amounts.

The Cost of Servces is going Up & Agencies are using more specialied servces- In the 2000

surey, only about 15% of respondents reported to using management or progr consultats. In 2002

that number more th doubled to 35%. Ths is a stong sign that agencies are increasingly reachig
out to contrct for serces that they need. Also more agencies used attorney services durg the year as

well. The cost of procurng an audit ha gone up considerably in the las two year. In 2000 the median

cost was approxiately $20 000. That has increas 60% and the median is now $32 000. I th that

the increasing complexity and size of the agencies is a factor that may be fueling the increase.

Challenges- a majority of the agencies (60%) said that had difculty filling at least one position with

in the agency in the last 12 month and that low salares and a lack of qualified applicants were the

frequent culprits.

Kip Bowmar, Executive Director

1/21/03
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These results were compiled :Iom 20 of Kentucky' 
s 23 Communty Action Agencies (or 87%) who

completed the salar and benefit surey tha was maied out in October, November, and December. Ithan all agencies who took the tie to complete the detailed surey and share the inormation with
their colleages. The surey allowed us 

to look at the average and median salares for over 50 positions
in 10 diferent progr areas as well as a varety of benefits and policies 

in place at local CAAs.

Median vs. Averae:e- Many responses will give both the median and average 
salar for a position or amedian and average cost for a benefit. Averae is a term that we-hear 

all the tie and most pepleknow what it mean. Median is also a term that 
people frequently hear, but are probably not as famliarwith it. The median is the point where half of the numbers are at or above that point and half of the

numbers are at or below that point. According to researchers
, a median is considered more accurteand tells a more complete story than an average because it will not be skewed or altered by either one

very high or one very low respnse. If you have five test scores of 13
, 14, 15, 16, and 100, the medianis 15 because haf of the scores are at or above that point and half of the scores are at or below that

point. But the average is 31.6. Whch number is more accurate reflection of the 
test scores? Clearly themedian is the more inormative gauge. Many governent programs, paricularly in the housing area

want to know the area median income
, not the area average income. The reason that they seek that is

that if poor people happened to live in the same county as 
Bil Gates, the founder of Microsoft, theywould likely never be eligible because he would raise the average area income too high. Here

s anotherexample to ilustate the point. If you have 10 homes on a street and 
nie of them sell for $100 000 andthe tenth one sells for $1 millon, the 

averge is $190 000, but the median is $100 000 because that isthe value where half of the homes are at or below and 
halfare at or above. The median gives you abetter pictue of what houses on the street are wort. In most positions, the median and average werewitl a coupJe of thousd donar. But in thse ar wher th is a big dicy be average and median, the average was likely skewed by either a very high or very low number.
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Section A. About Local Aeencies

1. Service delivery areas: 5% Urban 65% Rural 30% Mied, Part Urbanlart Rural

2. Agencies are: 90% private non-profit 10% a public (non-profit) agency

3. Local agency s average total budget ths year from all fudig sources: $8.65 million

Local agency s median tota budget ths year from all fudig sources: $9 milon

4. Number of Full Time Equivalent employees, latest payroll: Avg. 188; median 200 FTEs

5. Average number of FTEs in the following categories, latest payroll:
Clerical Staff 15. FTEs (Typists, Clerks, Data Entr Operators, etc.
Program Specialists 14. FTEs (program Coordinators, etc.
Management 16. FTEs (Executie Director, Departent Directors, etc.

6. E&O Coverae

100% of local agencies have professional liabilty ("errors and omissions" or "E&O") insurance
covering your Board and/or senior staff, but not everyone covered both groups.

Average Coverage $2.48 mion Median Coverage $3 millon

Average Cost $5.008 Median Cost $3.945

7. Mileage Reimburement

Kentucky' s Community Action Agencies reimburse at an average of 29.6 cents per mile and a
median of 32 cents per mile when using their personal vehicle for agency business.

Average: 29.6 cents per mie Median: 32 cents per mile

8. Exempt Versus Non Exempt.

80% of Kentucky' s Community Action Agencies have personnel policies that divide
employees into "exempt" and "non-exempt" categories. Those agencies have a range of
5% of employees who are exempt to 82% of employees who are exempt.

For those agencies who made the distiction:
Exempt: 37. Non-Exempt: 62.



Section B. vera2e Salaries in Local Af!encies

Position/Job Title Average Salary Median Salary Average Years in Position

ADMISTRATION

Executive Director $74,566 $76,500 10.

Deput Director $56, 062 $57,700

Finance/Fiscal Director $45,106 $40,000

Human Resources/Personnel Director $37,211 $31 100

lnonnon Systemsffechnology Manager $42 420 $31 000

Grat Writer/Development Specialist $31,466 $32,600

Admstration Assistt $27 410 $27 000 39 

Admstration Secreta $23 032 $19,800

Bookkeeper $26,476 $28,700

Accounts PayablelReceivable Clerk $25,881 $29,148 11.

Payroll Clerk $24,750 $25,600

Public Relatons/Communcaon Director $ 35,106 $38,095

CSBG

CSBG CoordiatorlDirector 33,906 $29,306 7.41

Local' Coordiator $21 250 $19,800 15.

Local Secreta $17 900 $18,100

Outreach/Case Manager $21,207 $18,749



Position/Job Title Average SaJary MediaD Salary Average Years in Position

LllAP

LIHEAP CoordinatorlDirector $28,100 $25,800

HEAD START

Director $52,553 $57 700 14.

Secreta $22,200 $21,000

Computer Specialist $22 425 $23,100

SpeechIanguage SLP AJisabilties Coord $32,922 $31,200

Social Sericesarent Involvement Coord $30,725 $31,400 10.

Area Education Coordinator $33,866 $32 700 11.

Menta Health Coordiator $25,020 $24 107

Nutrtionist $33,401 $29,405

RN/Health Coordinator $32,866 $35,401

Full Time Teacher $13 922 $14, 400

CHID CAR ASSISTANCE

Director
$36.200

$31,100

Secreta $21,400 $20,800

Intae Worker $18,607 $18,200

Resource & Referral Specialist $21,658 $22,900



Position/Job Title Average Salary Median Salary Average Years in Posito

FAMY PRESERVATION
PROGRA & FAMY

REUNACTIONPROGRA

Director $41,257 $37,700 5.35

Secreta $22,650 $20,500

Therapist $26,466 $26,200

Assistat Supervisor/Supervisor $26,905 $26,512

WEA THRI TION

Director $32,251 $31,950

Field Supervsor $24,212 $23,725 11.

Crew Supervisor $22 650 $22,000

Laborer $16,940 $14,300 23 

WORK FORCE INSTMENT ACT

Director $30,866 $28,107

Secreta $18,333 $17,906

Intae Worker $16,412 $16,500

Case Manager $19,690 $19,705

Intrctor $21,750 $20,507

Program Specialist $25,200 $20,700

Area Coordinator $24,322 $22,907
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AGING SERVICESIVP

Director $31,361 $30 000 12.

Case Manager $21 400 $21,800

Home Health Worker $13 921 $13 405

TRASPORTATION

Director $36,912 $36,350

Dispatcher $19,120 $18,647

Driver $18,075 $20 000

Mechanc $18,275 $16,705



Section C. Salary Increases
10. Cost of Livig Allowance (COLAs) Rases

90% of agencies awarded COLAs in 2002. 10% Did not award COLA

Average Increase 66 % Median Increase 

11. Merit Increases

70% of agencies awarded Merit raises in 2002. 30% Did not award Merit Raises

Highest Average Merit Increase 10 % Median Merit Increase 

12. Profit Sharng

5 % of Local Community Action Agencies reported having a 4% profit sharing plan withemployees. 
13 . Average and median expenses for auditors, attorneys, and management consultats and the
percentage of agencies who reported expenses in these categories:

% Using Servces A vg. expense Median Expense

Auditors 100% $32 822 $32 000

Attorneys 70% $5,607 000

Management Consult. 35% $22 957 $10,100

These figures represent substantial increased use of attorneys and management consultants over
the 2000 salary survey.



Section D. Frin Benefit Packa
14. Employ e eligibility for frge benefits.

200/0 of local CAAs allow employees to eligible upon employment.

80% require them to complete an introductory period rangig from 30 to 180 days.

15. Insurance Coverage for employees

Health Insurance
100% of local CAA offer health insurance to their employees
Agencies pay 96% on average of the cost of the single plan

60% of local CAA pay a percentage of dependent care coverage for health insurance
Agencies P3Y 60.830/0 on average for dependent care coverage

Dental Insurance
90% of local CAAs offer dental insurance to their employees
Agencies pay 97% on average of the cost of the single plan

15% of local CAA pay a percentage of dependent care cov rage for dental insurance
Agencies pay 40% on average for dependent care coverage

Life Insurance
90%. of local CAAs offer health insurance to their employees
Agencies pay 100% on average of the cost of the single plan

Disabiltv Insurance
45% of local CAAs offer health insurance to their employees
Agencies pay 900/0 on average of the cost of the single plan

16. Paid Holidays

Average: 11. Median 12




