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Executive Summary

Purpose

The Federation of Community Legal Centres Victoria Inc. (Federation) is the peak body for community legal 
centres in Victoria. The Federation engaged Victoria Law Foundation (Foundation) to conduct a survey of the 
community legal assistance sector workforce with the aim of profiling the workforce, canvassing ideas which could 
reinforce positive workforce practice, and capturing experiences and views of the workforce across diverse roles, 
centres, and geography. This report focuses on the workforce profile.

What we did

Two online surveys were sent: one to all community legal centre employees, volunteers, board members and 
students; and one to CEOs or centre managers. This report provides an overview of community legal centres and 
their workforce. Survey elements that measured composition of community legal centres and characteristics of 
those within them – as well as factors such as role, conditions, hours worked, salary, conditions and awards – 
provided the foundations for establishing the workforce profile.

Who responded?

The Workforce Survey was completed by 664 people from 48 organisations: 79.7 per cent were employees, 13.5 
per cent volunteers, 4.1 per cent board members and 2.7 per cent students. When grouped by work role, 11.8 per 
cent of respondents were in leadership roles, 56 per cent were in legal roles, 15.5 per cent held other client service 
roles, and 16.7 per cent worked in centre operations.
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What we found

Across 47 Victorian community legal centres (23 generalist and 24 specialist) we estimated a workforce that 
comprised of approximately 4,000 employees and volunteers. Of those who responded to the Workforce and CEO 
Surveys, the main findings were as follows.

Workforce demographics and diversity

• The majority of the respondents were female (76.9%), 21.5% were male and 1.6% identified as non-binary, 
gender diverse. 

• 55% of respondents were younger than 40 years. 46.3% of the workforce was aged between 25 and 39 years. 

• 17% said they were LGBTIQ.

• 9.9% reported a disability (including long-term physical, psychiatric, intellectual or sensory conditions).

• 3.6% were Aboriginal and Torres Strait Islander people. Related to this, CEO Survey respondents indicated that 
30% of community legal centres had a Reconciliation Action Plan (RAP), 33.3% were developing their RAPs, and 
36.7% did not have RAPs.

• Three quarters of the workforce identified as Australian, 14% as European, 11% as British and/or Irish, 6.2% as 
East or South-East Asian, 4.1% as South Asian, and 2% as Middle Eastern and/or North African.

• 85.6% of respondents had a bachelor’s degree or higher. For those with law degrees, Monash, Melbourne, 
Deakin, and La Trobe universities were most common (in that order), accounting for 63.8% of lawyers.

Legal practice and areas of law

• 49% of the workforce have a current Legal Practising Certificate (supervised or unsupervised).

• 33.6% of Workforce Survey respondents held a current unsupervised practising certificate, 15.5% held a 
supervised legal practising certificate, and 2.6% held one previously. 48.3% of the current workforce had never 
held a legal practising certificate.

• The majority of people who held a legal practising certificate worked in civil and administrative law (67.2%). 
Further, 52.3% reported that their main area of legal practice was family law (including family violence and child 
protection). Criminal law was the main area of practice for 29.2% of respondents.

Working in community legal centres, work roles, hours worked and length of 
service

• Prior to working at their current legal centre, 16.6% of respondents were working at private law firms, 15.7% at a 
non-government organisation, 14.9% at another community legal centre, and 12.1% at a government organisation.

• For the majority of Workforce Survey respondents, their community legal centre work was their main job (78.1%). 
Of those indicating that their legal centre work was not their main job, 19.7% also worked at a government 
organisation, 15.7% for a business or company, 15.0% in a private law firm, and 12.6% at non-government 
organisations, while 11.8% were studying. 

• 54.5% of employees worked full-time at their community legal centre and 45.5% worked part-time. 

• 57.1% of employees had ongoing or permanent positions, 37.7% were on fixed-term contracts and 5.2% were 
employed as casuals.

• Employees who had ongoing or permanent positions were more likely to see a longer-term future at their current 
legal centre compared to those on fixed-term contracts.

• On average, Workforce Survey respondents had been working at their current community legal centre for four 
years. 
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Salaries, working arrangements and benefits

• Community legal centre salaries were determined or guided by use of several different awards and agreements. 
Of CEOs surveyed, 12.9% indicated (in the CEO Survey) that they paid ‘at award rates’ whereas 41.9% paid their 
staff ‘above award rates’ and 41.9% used a mix of at or above award rates. No one indicated that they paid below 
award rates. 

• The median income category of community legal centre employees was $65,000 to $77,999 per annum. More 
than half (59.5%) of the respondents believed their salary was somewhat or significantly less than others in a 
similar role outside the sector. 

• The most frequently offered benefit in community legal centres (from the CEO Survey) was salary packaging 
(87.1% of the 31 community legal centres), followed by flexible working arrangements (77.4%), paid parental leave 
(77.4%), and working from home (prior to COVID-19) (74.2%). 77.4% of centres provided paid parental leave. 

• Just over half (56.5%) of the community legal centre employees surveyed agreed or strongly agreed that their 
salary, working arrangements and benefits were fair.

Where next?

This report is the first of a sequence stemming from the Community Legal Centres Workforce Project. It 
provides an overview of the workforce profile and useful comparative data for other legal service providers and 
organisations, and community sector workforces. Coupled with the Working in community legal centres in Victoria. 
Results from the Community Legal Centres Workforce Project: Technical report (Technical report), this Workforce 
profile report will also provide readers with background information to accompany subsequent detailed reports. 
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1. Introduction
The Federation of Community Legal Centres Victoria Inc. (Federation), the peak body for Victoria’s community 
legal centres, and Victoria Law Foundation (Foundation) discussed how empirical research could help develop a 
better understanding of the issues facing the community legal centres workforce. Who works in the sector? What 
is it like working in community legal centres? How could the work of community legal centres be strengthened? 
And what would enhance the work of the community legal sector as a whole?

The Foundation’s research team was subsequently engaged by the Federation to collaborate on a survey of the 
Victorian community legal centres workforce.

The survey provides important new information about the Victorian community legal centres workforce, drawn 
from both quantitative and qualitative data collection and analysis.

Two surveys were designed to collect information from and about the Victorian community legal centres 
workforce: the Workforce Survey, for all staff, board members and volunteers; and the CEO Survey, for CEOs or 
centre managers.

The current report focuses on the first main Workforce Survey module, ‘You and your role’, which explores the 
social and demographic characteristics of the workforce, working arrangements, employment conditions and areas 
of legal practice.

1.1 Survey aims

The aims of the surveys were to:

1. Provide a profile of the community legal centres workforce.
2. Canvas ideas which could reinforce positive workforce practice.
3. Capture experiences and views of the workforce, across diverse roles, centres, and geography.1

1 The Foundation’s recent legal assistance sector data mapping project found strong evidence of varied organisational capability across 
Victorian community legal centres. Understanding varied views and experiences would allow responses to be better tailored to diverse 
needs. See McDonald, McRae, Balmer, Hagland and Kennedy (2020).
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1.2 This report

This report is the second in a series of publications stemming from the Community Legal Centres Workforce 
Project. In conjunction with the Technical report, it provides the foundations for understanding the context and 
methods used for the surveys. 

The Workforce profile begins with an overview of the project motivation and aims (this section), followed by a 
brief outline of the survey methodology (Section 2). Readers are referred to the Technical report for detailed 
methodology and copies of the surveys.

Section 3 presents the results from the both the CEO and Workforce Surveys to detail the picture of who works in 
the community legal sector. First, the workforce demographic and diversity characteristics are presented, followed 
by details of their work roles, hours worked, length of service and career pathways. We then profile the legal 
workforce in terms of practising certificates and areas of legal practice. The next section describes the workplace 
agreements and awards used, average salary, working arrangements and other benefits, followed by parental leave 
entitlements and whether the salaries and benefits are considered ‘fair’.

The report ends with a summary of the main findings.
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2. Methods

2.1 Participants and distribution

The project consisted of two separate surveys. For the Workforce Survey, all of those working at Victoria’s 47 
community legal centres and the Federation were invited to participate. This included paid staff, volunteers, 
students and board members. A separate CEO Survey was sent to each community legal centre for completion by 
their CEO or a delegated member of staff with a strategic overview of the centre and its operations.2 

The Federation (the peak body for community legal centres in Victoria) was responsible for distributing the 
Workforce Survey to their membership database on behalf of the Foundation,3 via an email link to the online 
survey. To maximise response rates, three reminders were sent to the Workforce Survey distribution list, as well as 
emails sent to CEOs to encourage their staff to participate and distribute the survey link within their organisations. 
CEOs also received up to three reminders to participate in the CEO Survey. The surveys were entirely voluntary, 
informed consent was obtained from all respondents, and respondents who chose to begin the survey could exit 
at any time.4 The Workforce Survey was distributed to all community legal centres in late October 20205 with 
distribution of the CEO Survey following in December 2020.

2.2 Response

In total, there were 664 survey responses for the main Workforce Survey from 47 of the 48 organisations invited 
to participate (47 community legal centres and the Federation). The number of respondents per community 
legal centre ranged from two to 61, with an average of 13 per centre. The CEO Survey was completed by 31 
respondents.6 The survey was entirely voluntary (participants were not forced to answer all questions) and 
respondents who chose to begin the survey could exit at any time. While this places less burden on respondents, it 
also means that the number of responses varies by question.7

2 The Federation did not participate in the CEO Survey.
3 Individuals’ contact details were not shared with the Foundation. There was the possibility that some people may have completed or partially 

completed the survey more than once. An algorithm was applied to uncover duplicate records. Twenty-eight possible duplicate cases were 
detected. Survey responses for each duplicate pair were assessed and nine duplicate pairs were identified and removed from the final 
dataset. 

4 Ethical review was provided by Victoria Law Foundation Board Research Sub-group, who approved the project.
5 There were significant COVID-19 related public health restrictions in Victoria in late 2020. These are likely to have had an impact on response 

rates, particularly for students and volunteers, since most community legal centres had moved to work from home arrangements and in 
many cases were not operating with volunteers and students at the time of the survey.

6 The CEO Survey achieved a response rate of 67 per cent. A further five CEOs also provided staffing numbers by email. Of the 31, 22 were 
CEOs, five community legal centre managers (for those within an auspicing organisation), one a CEO of an auspicing organisation, and three 
delegated employees with a strategic overview of the legal centre operations.

7 Based on the CEO Survey results, the community legal sector has 1,211 employees, 318 board and management committee members, 2,081 
volunteers and 313 students. 664 people completed the Workforce Survey which represented 17 per cent of the entire workforce. However, 
it is to be noted that of the 664, 506 respondents were employees who therefore represent 41.7 per cent of all employees. Response rates 
for students and volunteers (4.3%) and board members (8.2%) were low and their survey results should be treated with caution. Note that 
respondents were able to skip questions they did not wish to answer, meaning number of responses varied by question. In calculating 
percentages, we used the number of respondents answering the question as the denominator throughout.
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2.3 Materials

The Workforce Survey covered five main topic areas: ‘You and your role’, ‘Working in the sector’, ‘Work and life’, ‘Your 
needs’ and ‘Overall views on community legal centres’. The CEO Survey covered some general questions about the 
CEO’s community legal centre, followed by six main modules: ‘Staffing overview’, ‘Agreements and awards’, ‘Impact 
of COVID-19’, ‘Challenges and pressures’, ‘Funding and reporting requirements’, and ‘Sector collaboration and the 
Federation’. 

The questionnaires included new questions and items sourced from established workforce surveys including 
the People Matter Survey,8 the American Working Conditions Survey,9 Victorian Legal Services Board and 
Commissioner survey on sexual harassment,10 and an international survey of lawyer wellbeing.11 The Workforce 
Survey also included standardised and validated scales to measure job satisfaction,12 personal wellbeing and life 
satisfaction,13 psychological wellbeing,14 and resilience.15 The questionnaires were developed in collaboration with 
the Federation, and the Community Legal Centres Workforce Project Advisory Group comprised of representatives 
from a mix of small, large, specialist, generalist, Aboriginal, metropolitan and regional community legal centres. 

The full questionnaires are available in the project Technical report.16 

The current report focuses on the first Workforce Survey module, ‘you and your role’ which explores the social and 
demographic characteristics of the workforce, working arrangements, employment conditions and areas of legal 
practice.

2.4 Procedure and analysis

The surveys were conducted online using LimeSurvey.17 Both questionnaires were programmed by Foundation 
researchers and tested by Foundation and Federation staff. For the Workforce Survey, cognitive testing was 
conducted with five participants to identify and remedy issues with comprehension and optimise survey flow. 

For the purposes of analysis, respondents were divided into four groups based on their main work roles: leadership 
roles, legal roles, other client roles and centre operations. How people were segmented into each of these groups 
is detailed in Table 15 (p.29).

Statistical analyses were carried out using SPSS.18 Where data was cross-tabulated, for example, exploring gender 
by work role, a chi-squared test was used to determine whether differences between groups were statistically 
significant. Cell-based statistics were then used to determine the source of any significant differences,19 with these 
highlighted in red (less than expected) or green (more than expected) shading (see Table 5 for an example).

Further methodological detail, as well as the main workforce and CEO questionnaires are available in the project’s 
Technical report.20 Note that in Tables and Figures, numbers may not sum to 100 due to rounding.

8 Victorian Public Sector Commission (2020a).
9 Maestas, Mullen, Powell, von Wachter and Wenger (2017).
10 Ipsos Public Affairs (2019).
11 International Bar Association (2020).
12 Thompson and Phua (2012).
13 Cummins (2013).
14 Bech, Olsen, Kjoller and Rasmussen (2003); Topp, Østergaard, Søndergaard and Bech (2015).
15 Smith, Dalen, Wiggins, Tooley, Christopher and Bernard (2008).
16 Kutin, McDonald, Hagland, Kennedy and Balmer (2021).
17 Online survey software (Limesurvey GmbH, 2003).
18 IBM Corp (2020). Throughout the report we have used standard statistical notation for the following tests and details: X2= Chi-square test for 

categorical data; Median = The data midpoint above and below which 50% of responses lie; M = Mean, average; N = The number of people 
within a sample included in the analysis (total); n = The number of people within a survey sample subset. NS = Not significant (statistical 
analysis). p = p-value (probability statistic). SD = Standard deviation; t = Student’s t test for continuous data. Qualitative data analysis for the 
broader project was carried out using MAXQDA mixed methods software (VERBI Software, 2019). 

19 Called standardised residuals. A residual in excess of 2.0 indicated a lack of fit in that cell and the likely source of overall significant 
differences.

20 Kutin, McDonald, Hagland, Kennedy and Balmer (2021).
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3. Community legal centres and 
their workforce

3.1 Community legal centre characteristics

Location, specialisation and governance

Of the 47 community legal centres invited to respond, eight served regional areas, 21 provided state-wide services 
and 18 largely served metropolitan Melbourne.21 There were 23 generalist centres and 24 specialist centres. 
Compared to generalist centres, specialist centres were more likely to provide services state-wide (see Table 1).22

The majority of Victorian community legal centres were governed by boards (n = 31, 66.0%), with smaller numbers 
governed by management committees (n = 10, 21.3%) or an auspicing organisation (n = 6, 12.8%). Geographic area of 
service and governance arrangements for generalist, specialist and all community legal centres is shown in Table 1.

Table 1. Community legal centre area of service and forms of governance

Characteristic Generalist

(n = 23)

Specialist

(n = 24)

All CLCs

(N = 47)

Area of service
  Metropolitan Melbourne 
  Regional 
  State-wide

69.6% 
30.4% 

0.0%

8.3% 
4.2% 

87.5%

38.3% 
17.0% 
44.7%

Governance type
  Board 
  Management committee 
  Auspicing organisation

65.2% 
17.4% 
17.4%

66.7% 
25.0% 

8.3%

66.0% 
21.3% 
12.8%

Table note. Data from CEO Survey, community legal centre websites and annual reports. CLC = community legal centre. 

21 To classify the community legal centres, data from the CEO Survey in addition to Federation records, community legal centre websites and 
annual reports, were aggregated.

22 Χ2 = 36.384, df = 2, p < .001.
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Areas of legal practice

Table 2 sets out area of legal practice as reported in the CEO Survey,23 alongside area of practice reported by 
Workforce Survey respondents. Unsurprisingly, a higher proportion of generalist than specialist community legal 
centres reported that their centre’s legal practice areas covered more areas of law. The area of legal practice 
among community lawyers (N = 308)24 is predominantly civil or administrative law (67.2%) followed by family law 
(including family violence and child protection; 52.3%) and criminal law (29.2%).25 

Table 2. Community legal centre and workforce areas of legal practice

Area of law CEO Survey Workforce Survey

Generalist

(n = 16)

Specialist

(n = 15)

All CLCs

(N = 31)

Workforce

(N = 308)

Civil or administrative law 100.0% 66.7% 83.9% 67.2%

Family violence 93.8% 40.0% 67.7%

52.3%Child protection 0.0% 13.3% 6.5%

Family law 87.5% 13.3% 51.6%

Criminal law 68.8% 20.0% 45.2% 29.2%

Table note. Data from CEO Survey and Workforce Survey. CLC = community legal centre. Respondents in both surveys could select more than 
one option.

3.2 Workforce size

We used data from the Workforce Survey and the CEO Survey to estimate the community legal centres workforce 
size. When staffing data was missing from the CEO Survey, we used information available to the Federation, 
community legal centre websites and their annual reports.

Including Federation staff,26 the Victorian community legal centre sector comprises around 1,211 employees, 2,081 
volunteers, 313 students, and 318 board or management committee members.27 At the time of the CEO Survey and 
Workforce Survey there were, in total, almost 4,000 people working and/or volunteering in the community legal 
centre sector.

Working with data from the CEO Survey, the median28 number of paid employees across all centres29 was 17, 
the median number of volunteers was 22, with a median of two students, and seven board or committee of 
management members. The differences in staff, volunteer, student, and board numbers did not differ significantly 
between specialist and generalist centres, however specialist centres appeared to engage fewer students and 
volunteers compared to generalist services. 

To calculate the number of full-time equivalent employees in Victorian community legal centres (as opposed to the 
‘head count’ figures reported above), we used both Workforce Survey and CEO Survey data. Based on information 

23 N = 31. When CEOs nominated ‘other’ areas of law, these were recoded into the main groups listed. Other areas of law described included 
refugee law, migration law, animal law, disability discrimination, employment law, environmental law and consumer law.

24 Asked of workers/volunteers who either hold or held a legal practising certificate and/or work as a lawyer or principal lawyer for their 
community legal centre.

25 Areas of administrative and civil law also included migration issues, tenancy, and employment law.
26 The Federation had 16 employees and seven board members (eight completed the Workforce Survey). Excluding the Federation there 

are 3,900 people in the community legal centre sector (1,195 employees, 2,081 volunteers, 313 students, and 311 board or management 
committee members).

27 Based on responses to the CEO Survey (n = 31), emails from CEOs (n = 5) and numbers extracted from the remaining 10 community legal 
centres using Federation records, community legal centre website or annual report information. 

28 We use medians here to avoid very large community legal centres exerting too much influence on summary statistics. The median gives a 
simple indication of a typical centre. 

29 It is important to note that these numbers are an estimate as in some instances employees of community legal centres could also be board 
members.
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from the Workforce Survey, 270 (54.5%) respondents said they were employed on a full-time basis and 225 (45.5%) 
were employed on a part-time or casual basis (i.e. they were paid for less than 38 hours per week). 

Respondents were also asked how many paid hours they usually worked each week. Using responses from 
215 part-time workers who indicated the number of hours they worked were less than 38 hours,30 in total, those 
employed part-time worked 5,298 hours a week. By dividing 5,298 by 37.5 hours, this group of 215 part-time 
workers are the full-time equivalent (FTE) of 141 workers. This also indicates, assuming that survey respondents 
and non-respondents did not vary by employment status, that part-time workers have a FTE rate of 65.6 per cent.

Turning to our headcount of 1,211 workers, we know from the Workforce Survey that 54.5 per cent were full-time 
(660 people). The remainder (551 people) are therefore part-time (45.5% of 1,211). Given the calculations above, 
the FTE part-timer rate of 65.6 per cent reduces our part-time employee headcount to a FTE of 361. Hence, the 
estimated number of FTE employees for the community legal centres workforce is 1,021 FTE.

Based on the paid employee numbers, we used the ABS classification to categorise community legal centres as 
‘small’ (one to 19 employees) or ‘medium’ (20 to 199 employees).31 Sixty-three per cent of centres were small and 
37 per cent were classified as medium-sized. No community legal centre was classified as ‘large’ (200 or more 
employees). 

Specialist and generalist community legal centres were similarly governed – two thirds by boards. They also 
had similar average number of paid employees, though generalist centres tended to have more volunteers and 
students. Table 3 sets out staff numbers and size for generalist, specialist, and all community legal centres. 

Table 3. Community legal centre staff and board numbers, and size

Generalist

(n = 22)

Specialist

(n = 24)

All CLCs

(N = 46)f

Staff – median (MIN, MAX)
Employeesa 
Volunteersb 
Studentsc

17.5 
30.5
  4.0 

(3,   66) 
(0, 360) 
(0,   60)

17.0 
  8.5 
  1.5

 (1,   95)  
 (0, 400) 
 (0,   12)

17.0 
22.0 
  2.0 

(1,   95) 
(0, 400) 
(0,   60)

Board members – mean (SD)d   7.2  (2.4)   7.0  (2.5)  7.1  (2.5)

CLC sizee

  Small (1 to 19 employees) 
  Medium (20 to 199 employees)

54.5% 
45.5%

66.7% 
33.3%

60.9% 
39.1%

Table note. Data from CEO Survey and other sources (centre websites and annual reports). CLC = community legal centre. SD = standard 
deviation. MIN = minimum. MAX = maximum. aEmployee numbers were known for all community legal centres. bVolunteer numbers were known 
for 20 generalist and 20 specialist centres. cStudent numbers were known for 19 generalist and 20 specialist centres. dBoard numbers were 
known for 21 generalist and 23 specialist centres. eCentre size was calculated for 46 community legal centres. fData was collated based on 46 
community legal centres – data from Loddon Campaspe Community Legal Centre and Goulburn Valley Community Legal Centre were combined 
under ‘ARC Justice’.

30 Of the 225 part-time employees, 215 indicated valid number of hours they usually worked per week. Ten part-time people were therefore not 
included in the calculations.

31 The median number of employees was 17 employees, the average 26. The ABS classifies businesses in Australia as small (1 to 19 employees), 
medium (20 to 199) and large (200 or more employees) – 19 is therefore a sensible cut-off. See https://www.abs.gov.au/methodologies/
australian-industry-methodology/2018-19#glossary.
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Position vacancies

At the time of the CEO Survey, almost half of the community legal centres in Victoria had one or more vacancies. 
CEO respondents reported on the nature of vacant positions: there were 63 vacant employee positions (41 
full-time, 21 part-time and 1 casual) across 20 centres. This indicates a vacancy rate of around five per cent for 
employee positions.32 There were 30 vacant volunteer positions across two centres, two vacant student33 positions 
at one centre and 14 vacant board positions across eight centres. 

Including information about these vacant positions in the calculation of the total community legal centres 
workforce indicates that the sector is comprised of approximately:

• 1,274 employees

• 2,115 volunteers

• 315 students

• 332 board or management committee members.

Including vacant positions, there are approximately 4,036 people in the community legal centre sector. Workforce 
size estimates are summarised in Table 4 below.

Table 4. Summary of community legal centres workforce estimates

CLCs only CLCs & 
Federation

FTE CLCs & 
Federation & 

vacancies

Employees 1,195 1,211 1,021 1,274

Volunteers 2,081 2,081 - 2,115

Students 313 313 - 315

Board members 311 318 - 332

Total 3,900 3,923 - 4,036

Table note. Data from CEO Survey, Workforce Survey and other sources (centre websites and annual reports). CLC = community legal centre.  
FTE = full-time equivalent.

32 (63/1,274 = .05) * 100 = 5%.
33 It is possible that there were more community legal centres with vacant volunteer or student positions as a result of COVID-19.
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3.3 Workforce characteristics

Age and gender
Of the 664 Workforce Survey respondents, 637 provided both their age and gender. The majority of the community 
legal centres workforce were female (n = 490, 76.9%), 21.5 per cent were male (n = 137) and 10 (1.6%) identified as 
non-binary, gender diverse. 

Of the workforce, 46.3 per cent was aged between 25 and 39 years, 20 per cent were in the 40 to 49-year age 
group, and 6.9 per cent in the 50 to 54-year age group. 18.7 per cent were aged 55 or older. Figure 1 shows the age 
distribution of the workforce. 

Figure 1. Workforce age group distribution
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Figure note. Data based on Workforce Survey. N = 637.
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While the workforce was predominantly female (76.9%), the gender distribution varied somewhat with age (Figure 
2). The percentage of the workforce identifying as female was highest for those aged 40 to 49 years, and lowest for 
those aged 60 years or older. 

Figure 2. Distribution of gender within each age group (by decades) 
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Figure note. Data based on Workforce Survey. N = 637.

The Australian Workplace Gender Equality Agency (WGEA) provides statistics based on workplace reports 
by industry type.34 For comparison, the WGEA ‘legal services’ group data had 31,780 employees from 72 
organisations. Irrespective of legal services organisation size, 68.6 per cent of the workforce were women (31.4% 
were men).35 Looking only at ‘legal services’ organisations with less than 250 employees, that is, organisations 
that are more comparable in size to community legal centres, 67.9 per cent of the workforce were women.36 
The community legal workforce, as reported in this survey, therefore comprised a higher percentage of female 
employees than legal services organisations reporting to WGEA.

34 See https://www.wgea.gov.au/ for general information about WGEA and see https://data.wgea.gov.au/industries/115 for data on ‘legal 
services’ within the Legal and Accounting Services Group.

35 Source: WGEA data for all legal services available at https://data.wgea.gov.au/industries/115.
36 Source: WGEA data for legal services with less than 250 employees available at https://data.wgea.gov.au/industries/115?org_size=s.
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Gender and workforce group

Age and gender differences (as outlined in Figure 1 and Figure 2) were also analysed by respondent’s work roles. 
Despite being a female-dominated workforce, there were significantly more men in legal roles (24.9%) compared 
to the group average (21.6%) and more women in centre operations roles (88.6%) compared to the group average 
of 76.8 per cent (Table 5).

Table 5. Gender by workforce group

Gender Leadership 
roles

(n = 74)

Legal  
roles

(n = 350)

Client 
service roles

(n = 96)

Centre 
operations

(n = 105)

All 

(N = 625)

Female 75.7% 73.1% 78.1% 88.6% 76.8%

Male 24.3% 24.9% 18.8% 11.4% 21.6%

Non-binary, gender diverse 0.0% 2.0% 3.1% 0.0% 1.6%

Table note. Data from Workforce Survey. Red shading = significantly less than expected. Green shading = significantly more than expected.37 

Age group and workforce group

Examining workforce roles by age revealed that respondents in legal roles were more likely to be younger (aged 18 
to 29 years), while those in centre operations and leadership roles were more likely to be older (Table 6).

Table 6. Age group by workforce group

Age group Leadership 
roles

(n = 72)

Legal  
roles

(n = 344)

Client 
service roles

(n = 95)

Centre 
operations

(n = 105)

All 

(N = 616)

18 to 29 years 2.8% 30.2% 21.1% 14.3% 22.9%

30 to 39 years 22.2% 33.7% 32.6% 30.5% 31.7%

40 to 49 years 31.9% 16.3% 12.6% 31.4% 20.1%

50 to 59 years 27.8% 10.2% 21.1% 18.1% 15.3%

60 and above 15.3% 9.6% 12.6% 5.7% 10.1%

Table note. Data from Workforce Survey. Red shading = significantly less than expected. Green shading = significantly more than expected.38 

Disability and LGBTIQ identity

Seventeen per cent of Workforce Survey respondents said they were LGBTIQ,39 while 9.9 per cent reported a 
disability40 (including long-term physical, psychiatric, intellectual or sensory conditions).

Based on this data, community legal centres appear more disability and LGBTIQ inclusive than the Victorian public 
service. The 2019 People Matter Survey found that in the Victorian public service, 2.5 per cent of their workforce were 
people with a disability and 4.4 per cent identified as LGBTIQ,41 both lower than the community legal centres workforce. 

37 X2 = 14.51, df = 6, p = .024, indicating significant differences in workforce groups by gender.
38 X2 = 64.246, df = 12, p < .001, indicating significant differences in workforce groups by age group.
39 114 of 638 (17.9%). 18 respondents (2.8%) preferred not to disclose their LGBTIQ identity The question was: (A1Q6) ‘Are you lesbian, gay, 

bisexual, trans or gender diverse, queer or questioning?’ Following the Victorian Government guide we use the abbreviation LGBTIQ in this 
report (see https://www.vic.gov.au/inclusive-language-guide).

40 63 of 638 (9.9%). 13 respondents (2.0%) preferred not to disclose their disability status. Disability was defined in the survey with the following 
information ‘Disability includes a long-term physical, psychiatric, intellectual or sensory condition that, in interaction with various barriers, 
may hinder the person’s full and effective participation in the community on an equal basis with others’.

41 Victorian Public Sector Commission (2020b, p.34).
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Cultural diversity

Several Workforce Survey and CEO Survey questions explored the cultural diversity of the community legal sector 
workforce, such as questions about speaking a language other than English at home; speaking a language other 
than English with clients; whether the respondent was of Aboriginal and Torres Strait Islander origin; or whether 
the respondent had another or multiple cultural identities. Responses are summarised in Table 7.

Table 7. Workforce Survey respondent’s cultural diversity

Cultural diversity indicator Number Per cent

Aboriginal and Torres Strait Islander origin 
  Yes 
  No 
  Prefer not to say

 
23 

621 
2

 
3.6% 

96.1% 
0.3%

Languages spoken at home 
  English only 
  Italian 
  Spanish 
  French 
  Vietnamese

 
545 

13 
10 
10 
8

 
82.1% 
2.0% 
1.5% 
1.5% 
1.2%

Languages spoken with clients 
  English only 
  Arabic 
  Vietnamese 
  Hindi 
  Italian

 
613 

6 
6 
4 
4

 
92.3% 

0.9% 
0.9% 
0.6% 
0.6%

Cultural identity 
  Australian 
  Aboriginal and Torres Strait Islander

 
513 
21

 
77.3% 
3.2%

Table note. Data from Workforce Survey. Respondents could select more than one response for both language and cultural identity questions.

Aboriginal and Torres Strait Islander origin

Of those who responded to the Workforce Survey, 3.6 per cent were Aboriginal and Torres Strait Islander people 
(Table 7). The community legal sector had a far greater percentage of Aboriginal and Torres Strait Islander people 
compared to the general population in Victoria, the Victorian public service and among registered lawyers. In part, 
this is likely to reflect the nature of community legal centre work, community need, and Aboriginal specific services 
within the sector. In contrast, 0.8 per cent of the population in Victoria are Aboriginal and Torres Strait Islander 
people42 and of employees of the Victorian public service, this figure is 1.0 per cent of employees.43 In a 2020 survey 
of registered lawyers, less than 1 per cent were of Aboriginal and Torres Strait Islander origin.44

Related to Aboriginal and Torres Strait Islander origin, CEO Survey respondents (N = 31) indicated that 30 per cent 
of community legal centres had a Reconciliation Action Plan (RAP), 33.3 per cent were developing their plans, and 
36.7 per cent did not have RAPs. Half of the respondent community legal centres had also developed action plans 
to support cultural awareness and diversity within their workforce, a further 30 per cent reported developing such 
plans, and 20 per cent had not yet done so.45

42 Source: Australian Bureau of Statistics, 2016 Census, Victoria, Quickstats available at https://quickstats.censusdata.abs.gov.au/census_
services/getproduct/census/2016/quickstat/2?opendocument.

43 Victorian Public Sector Commission (2020b).
44 Pandya (2020).
45 CEO Survey (N = 31).
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Languages spoken at home

Just over 80 per cent of Workforce Survey respondents reported speaking only English at home. In contrast, in 
the population of Victoria, 67.9 per cent of people only speak English at home.46 Community legal centre workers 
as a whole reported speaking 45 other languages at home.47 In 2020 the VLSB+C asked barristers and solicitors 
renewing their practising certificates about their cultural and ethnic background.48 They found 22 per cent spoke 
languages other than English, with some 150 different languages being reported. 

Working with clients in another language

Community legal centre workers were asked if they used languages other than English to communicate with 
clients. The overwhelming majority of Workforce Survey respondents (92.3%) reported speaking only English with 
clients. The most common languages spoken with clients were Arabic (0.6%), Vietnamese (0.9%), Italian (0.8%), 
Greek (0.6%) followed by 30 other languages.49

Cultural identity

Three quarters of the workforce identified as Australian, 14 per cent as European, 11 per cent as British and/or Irish 
6.2 per cent as East or South-East Asian, 4.1 per cent as South Asian, 2 per cent as Middle Eastern and/or North 
African and 1.2 per cent African.50 The cultural identity of Workforce Survey respondents is set out in Table 8.

Table 8. Cultural identity of survey respondents

Cultural identity Number Per cent

Australian 513 77.3%

European (including Western, Eastern, South-Eastern, Scandinavian) 94 14.2%

British and/or Irish 73 11.0%

East and/or South-East Asian 41 6.2%

South Asian 27 4.1%

Aboriginal and Torres Strait Islander 21 3.2%

Middle Eastern and/or North African 13 2.0%

African 8 1.2%

New Zealander 8 1.2%

North American 5 0.8%

Central and/or South American 4 0.6%

Pacific Islander 3 0.5%

Māori 1 0.2%

Central Asian 0 0%

Prefer not to say 7 1.1%

Other 6 0.9%

Table note. Data from Workforce Survey. N = 664. Respondents could select more than one cultural identity.

46 Source: Australian Bureau of Statistics, 2016 Census, Victoria, Quickstats available at https://quickstats.censusdata.abs.gov.au/census_
services/getproduct/census/2016/quickstat/2?opendocument.

47 A full list of languages spoken at home by Workforce Survey respondents can be found in Appendix A. In the population of Victoria, the 
most commonly spoken other languages are Mandarin (3.2%), Italian (1.9%), Greek (1.9%), Vietnamese (1.7%) and Arabic (1.3%). Australian 
Bureau of Statistics, 2016 Census, Victoria, Quickstats available at https://quickstats.censusdata.abs.gov.au/census_services/getproduct/
census/2016/quickstat/2?opendocument.

48 Pandya (2020).
49 A full list of languages spoken with community legal centre clients can be found in Appendix B.
50 Respondents could select more than one cultural identity. Response options were based on the People Matter Survey 2020. For comparison, 

in 2020 the Law Institute of Victoria asked barristers and solicitors renewing their registration about their cultural and ethnic background 
(Pandya, 2020), with 45% reporting Australian and 23% European ancestry. 
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Cultural diversity indicators and workforce group

There were some differences in cultural diversity indicators for different workforce groups. Even though the 
community legal centres workforce had a relatively higher proportion of Aboriginal and Torres Strait Islander staff 
(especially when compared to the public service or general population in Victoria), they were less likely to be in 
legal roles and more likely to work in other client service roles (Table 9).

Table 9 also shows that people in leadership roles were more likely to speak only English compared to other 
workforce groups. While there was diversity among community legal centre staff and volunteers, there was 
relatively less diversity amongst the leadership group.

Table 9. Cultural diversity indicators by workforce group

Cultural diversity indicator

(% yes)

Leadership 
roles

Legal  
roles

Client 
service roles

Centre 
operations

All

Aboriginal and Torres Strait Islander 1.4% 2.0% 11.7% 3.8% 3.7%

Speak only English at home 90.7% 80.0% 77.6% 86.8% 82.0%

Speak only English with clients 90.7% 91.3% 93.9% 96.2% 92.4%

Australian cultural identity 78.7% 78.9% 74.5% 75.5% 77.6%

Table note. Data from Workforce Survey. Red shading = significantly less than expected. Green shading = significantly more than expected.51 

Highest level of education

The community legal centres workforce is highly educated – 85.6 per cent (n = 568) of respondents had a 
bachelor’s degree or higher. Highest level of education for Workforce Survey respondents is set out in Table 10.

Table 10. Highest level of education

Highest level of education Number Per cent

Doctorate Degree level 15 2.3%

Master’s degree level 144 21.8%

Graduate Diploma or Graduate Certificate level 202 30.6%

Bachelor’s degree level 207 31.3%

Advanced Diploma or Diploma level 36 5.4%

Certificate level, including trade 19 2.9%

VCE, HSC or equivalent 27 4.1%

Less than year 12 or equivalent 11 1.7%

Table note. Data from Workforce Survey. N = 661.

51 There were significant differences in Aboriginal and Torres Strait Islander representation across role groups; N = 617, X2 = 22.436, df = 6,  
p = .001. There were very close to significant differences in the percentage who only spoke English at home by role group; N = 634, X2 = 
7.749, df = 3, p = .052. Percentage only speaking English with clients and percentage identifying as Australian did not vary significantly by 
role group. 
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To examine highest level of education by workforce group, level of education was classified into three groups: 
‘post-graduate’, ‘bachelor’s degree, advanced diploma or diploma’, and ‘certificate, trade or secondary school’. 

There were significant differences by workforce group in highest level of education.52 People in legal roles were 
not surprisingly more likely than other groups to have post-graduate qualifications (62.0%). People in other client 
service roles were less likely to have post-graduate level education, and more likely to belong to graduate/diploma 
level or certificate/trade/secondary school level groups (Table 11).

Table 11. Highest level of education by workforce group

Highest level of education Leadership 
roles

(n = 75)

Legal  
roles

(n = 355)

Client 
service roles

(n = 96)

Centre 
operations

(n = 106)

All 

(N = 632)

Post-graduate 56.0% 62.0% 29.2% 50.0% 54.3%

Bachelor degree, advanced 
diploma or diploma

38.7% 32.1% 52.1% 36.8% 36.7%

Certificate, trade or secondary 
school’

5.3% 5.9% 18.8% 13.2% 9.0%

Table note. Data from Workforce Survey.

Of people who held a bachelor’s degree or above (N = 540), 74.1 per cent had a degree in law, 44.6 per cent had 
studied arts and humanities and 13.5 per cent business and management. Area of study is set out in Table 12, 
which also explores area of study by workforce group. Not surprisingly, nearly all of those in legal roles had studied 
law. They were also significantly less likely to have studied social work, community development, social and public 
policy or business management. The more generalist arts and humanities degree was evenly distributed across the 
workforce groups. People in leadership roles were more likely to hold degrees in business and management, while 
half also had a law degree. 

Table 12. Degree area of study by workforce group

Degree area of study Leadership 
roles

(n = 66)

Legal  
roles

(n = 328)

Client service 
roles

(n = 65)

Centre 
operations

(n = 81)

All 

(N = 540)

Law 56.1% 95.4% 33.8% 34.6% 74.1%

Arts and humanities 40.9% 48.2% 38.5% 38.3% 44.6%

Social work 7.6% 0.9% 15.4% 6.2% 4.3%

Psychology 4.5% 5.5% 4.6% 12.3% 6.3%

Community development 0.0% 0.6% 7.7% 6.2% 2.2%

Health related field 9.1% 3.0% 6.2% 6.2% 4.6%

Social and public policy 7.6% 3.0% 12.3% 11.1% 5.9%

Business and management 33.3% 8.8% 4.6% 23.5% 13.5%

Table note. Data from Workforce Survey. People could select more than one area of study. Red shading = significantly less than expected.  
Green shading = significantly more than expected.53 

52 X2 = 40.790, df = 6, p < .001.
53 Based on cell standardised residuals. There were significant differences by role for law X2 = 209.625, df = 3, p < .001, social work X2 = 31.235, 

df = 3, p < .001, community development X2 = 20.194, df = 3, p < .001, social and public policy X2 = 13.848, df = 3, p = .003, and business and 
management X2 = 39.553, df = 3, p < .001. 
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Legal education

We asked lawyers in the survey where they had studied law.54 Of the respondents, 74.8 per cent studied law at 
a Victorian university, 23.9 per cent at another Australian university and 1.3 per cent at universities overseas. 
Community legal centre lawyers completed law degrees at universities set out in Table 13, with the four most 
common (Monash, Melbourne, Deakin, and La Trobe) accounting for 63.8 per cent of community legal centre 
lawyers.

Table 13. Law schools of Victorian community legal centre lawyers

University Number Per cent

Victoria

Monash University 59 19.3%

University of Melbourne 48 15.7%

Deakin University 47 15.4%

La Trobe University 41 13.4%

Victoria University 24 7.8%

RMIT University 6 2%

Australian Catholic University 4 1.3%

Interstate

University of Queensland 11 3.6%

Australian National University, Queensland University of Technology 10 3.3%

University of Adelaide, University of New England 6 2%

Murdoch University, Southern Cross University 4 1.3%

Flinders University, James Cook University, University of Sydney 3 1%

Charles Darwin University, Macquarie University, University of Canberra, University of 
New South Wales, University of Technology Sydney 

2 0.7%

Bond University, University of South Australia, University of Tasmania 1 0.3%

Overseas

Outside Australia 4 1.3%

Total 306 100%

Table note. Data from Workforce Survey..

54 Across Australia, 38 universities provide legal education.
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3.4 Working in community legal centres

Route to working in community legal centres 

Prior to working at their current legal centre, 16.5 per cent of Workforce Survey respondents were working at 
private law firms, 15.8 per cent at a non-government organisation, 14.7 per cent at another community legal centre, 
and 12.2 per cent at a government organisation.55 In total, 21.0 per cent of the workforce had come from other legal 
services (private law firms and Victoria Legal Aid), rather than another community legal centre or Aboriginal Legal 
Service (14.7%). Table 14 breaks down the route to working at a community legal centre by work role. 

Table 14. Work status/organisation prior to working at current community legal centre

Activity prior to working at current 
community legal centre

Leadership 
roles

(n = 49)

Legal  
roles

(n = 250)

Client 
service roles

(n = 76)

Centre 
operations

(n = 93)

All 

(N = 468)

Another CLC or Aboriginal legal service 14.3% 20.0% 7.9% 6.5% 14.7%

Victoria Legal Aid – 6.0% 3.9% 3.2% 4.5%

Private law firm 14.3% 24.4% 5.3% 5.4% 16.5%

Government organisation or agency 20.4% 8.8% 13.2% 16.1% 12.2%

Non-government organisation or agency 22.4% 7.6% 26.3% 25.8% 15.8%

Another business or company 6.1% 7.6% 19.7% 20.4% 12.0%

Education sector 4.1% 2.8% 2.6% 4.3% 3.2%

Self-employed 4.1% 2.0% 3.9% 5.4% 3.2%

Studying 4.1% 14.8% 7.9% 5.4% 10.7%

Caring for children or other family 8.2% 1.2% 2.6% 3.2% 2.6%

Unemployed – 3.2% 2.6% 3.2% 2.8%

Unable to work (e.g. because of illness) – 0.4% 1.3% – 0.4%

Retired – 0.4% – – 0.2%

Other 2.0% 0.8% 2.6% 1.1% 1.3%

Total 100% 100% 100% 100% 100%

Table note. Data from Workforce Survey. CLC = community legal centre.

55 Workforce Survey, question A3Q5.
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Work role

Workforce Survey respondents were presented with a list of work roles and asked to choose the ones that best 
represented the work that they did within their community legal centre. These are set out in Table 15. Respondents 
could select multiple roles, and of 634 respondents, 473 (74.6%) nominated one work role, 90 (14.2%) selected two 
roles, 47 (7.4%) selected three roles, and 24 (3.8%) selected four or more roles. 

Once respondents were recoded into groups that represented their ‘main work role’,56 75 people were in leadership 
roles (11.8%), 355 (56.0%) were in legal roles, 98 (15.5%) held other client service roles, and 106 (16.7%) worked in 
centre operations.

Table 15. Respondent’s main work roles

Category Role Number Per cent

Leadership roles  
(n = 75)

CEO or centre manager or coordinator 49 7.7%

Member of centre board or management committee 27 4.3%

Legal roles 
(n = 355)

Principal/Senior lawyer 44 6.9%

Lawyer 243 36.3%

Paralegal/law student 90 14.2%

Client service roles 
(n = 98)

Reception 42 6.6%

Client intake 62 9.8%

Aboriginal engagement officer or adviser 7 1.1%

Community education, engagement, development and 
support (inc. client support & advocacy, outreach)

59 9.3%

Social worker 11 1.7%

Psychologist 0 0

Financial counsellor 5 0.8%

Migration agents 4 0.6%

Centre operations 
(n = 106)

Administration and corporate services 106 16.7%

Research, quality and evaluation 27 4.3%

Policy and advocacy 48 7.6%

Communications 29 4.6%

Program, project or service manager or coordinator 58 9.1%

Table note. Data from Workforce Survey. N = 634 respondents. While respondents could select more than one role, numbers in the first column, 
‘Category’, are mutually exclusive and represent the number of respondents in each of the four broad categories. There are 11 people in leadership 
roles who are also lawyers or principal lawyers. There are three people who said they worked both as lawyer and principal lawyer, 33 respondents 
nominated ‘principal lawyer’ as their only role, and 233 nominated ‘lawyer’ as their only role.

56 See the Technical report for full methodological details (Kutin et al. 2021).
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Legal practising certificates

Of the 609 Workforce Survey respondents, 33.6 per cent held a current unsupervised practising certificate, 15.5 
per cent held a supervised legal practising certificate, and 2.6 per cent held one previously. 

Analysing by workforce role indicated that 75.8 per cent of people with legal roles held a practising certificate 
(paralegals, who are not required to hold practising certificates, were included in this group). The majority of 
people working in other client service roles (90.1%) and centre operations (87.0%) had never had a legal practising 
certificate. Just under half of the people in leadership roles (42.7%) had or previously had a practising certificate. 
Table 16 shows whether or not respondents held a practising certificate overall and by workforce role.57 

Table 16. Whether respondents currently or ever held a Legal Practising Certificate

Do you hold or have you 
ever held a Legal Practising 
Certificate?

Leadership 
roles

(n = 75)

Legal  
roles

(n = 339)

Client 
service roles

(n = 91)

Centre 
operations

(n = 100)

All 

(N = 605)

Currently hold unsupervised Legal 
Practising Certificate

28.0% 50.7% 3.3% 7.0% 33.6%

Currently hold supervised Legal 
Practising Certificate

6.7% 25.1% 3.3% 1.0% 15.5%

Previously held Legal Practising 
Certificate but not now

8.0% 0.6% 3.3% 5.0% 2.6%

Never held Legal Practising Certificate 57.3% 23.6% 90.1% 87.0% 48.3%

Table note. Data from Workforce Survey. Red shading = lower than expected. Green shading = higher than expected. 

Current holders of a legal practising certificate (n = 292) had been certified for a median of 7 years.58 Again, length 
of holding a legal practice certificate was found to vary by community legal centre role. Staff in leadership roles 
have held a legal practising certificate for a median of 17 years (n = 26), and those in legal roles, a median of 5 
years (n = 249).59

57 Not surprisingly, differences by workforce role were statistically significant, X2 = 246.29, df = 9, p < .001.
58 The median is used instead of the mean because the data is positively skewed in the legal roles group (clustered at the lower end of the 

range of values) and the sample sizes are small in the other work role groups. 
59 Six respondents with practising certificates in other client roles had held these for a median of 14.5 years. Eight respondents with practising 

certificates working in centre operations had held these for a median of 10 years. 
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Conditions of employment

We asked employees more detail about their conditions of employment.60 Among employees, 54.5 per cent worked 
full-time at their centre and 45.5 per cent worked part-time.61 

Of employees, 57.1 per cent had ongoing or permanent positions, 37.7 per cent were on fixed-term contracts (2% 
had contracts of less than 6 months; 9.4% had contracts of 6 to 11 months; 22.2% had a fixed-term contract of 
1 to 2 years; and 4.0% had contracts for more than 2 years); and 5.2 per cent were employed as casuals.62 Table 
17 splits form of employment by workforce group, indicating that those in leadership positions were more likely to 
have ongoing or permanent positions and significantly less likely to be on fixed-term contracts.

Table 17. Employment arrangements and workforce group

Form of employment Leadership 
roles

(n = 50)

Legal  
roles

(n = 261)

Client service 
roles

(n = 85)

Centre 
operations

(n = 101)

All 

(N = 497)
Casual  
(n = 26)

0.0% 5.7% 8.2% 4.0% 5.2%

Fixed term contract  
(n = 187)

8.0% 39.8% 42.4% 42.6% 37.6%

Ongoing or permanent  
(n = 284)

92.0% 54.4% 49.4% 53.5% 57.1%

Table note. Data from Workforce Survey. Red shading = significantly less than expected. Green shading = significantly more than expected.63  

Of those with fixed-term contracts,64 31.6 per cent indicated that their contract had already been renewed once, 
and 18.7 per cent that their contract had been renewed two or more times. Furthermore, 49.7 per cent (85 people) 
said it was their first fixed-term appointment.

Also note that 74 per cent of respondents on fixed-term contracts reported they would accept a renewed contract 
if one was offered and 8.3 per cent would look at other positions with the same employer. In addition, 82.3 per 
cent indicated that they would like to stay at their current community legal centre, with the remaining 17.7 per cent 
planning to leave their centre when their fixed-term contract ends.65 

60 The survey was completed by 506 employees (79.7%), 86 volunteers (13.5%), 26 board members (4.1%) and 17 students (2.7%). This section 
focuses specifically on employees. 

61 Workforce Survey, there were 495 responses to question ‘Are you employed full-time or part-time?’
62 Workforce Survey, there were 499 responses to the question ‘Is this position fixed, casual or ongoing?’
63 Red and green shading is based on cell standardised residuals. There were significant differences in form of employment between different 

workforce groups, X2 = 29.796, df = 6, p < .001.
64 187 people had fixed term contracts, and of those 171 responded to the follow-up question as to whether their fixed-term contract had been 

renewed or not.
65 3.6% planned to go to another community organisation, 4.1% to Victoria Legal Aid, 1.8% to another community legal centre, 2.4% to 

government, 2.4% to another legal body or private law firm, and 3.6% will seek a position elsewhere.
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Hours worked

All respondents to the Workforce Survey had an opportunity to indicate how many paid, unpaid, volunteer, student 
and board hours they worked at their community legal centre. Total number of hours are presented in Table 18.

Table 18. Usual hours of work per week

Mean/Median/N 
hours

Leadership 
roles

Legal  
roles

Client service 
roles

Centre 
operations

All

Full-time employees – 
paid hours

Mean = 37.0 
Median = 38 
n = 33

Mean = 38.2 
Median = 38 
n = 154

Mean = 35.9 
Median = 38 
n = 30

Mean = 37.7 
Median = 38 
n = 45

Mean = 37.7 
Median = 38 
N = 263

Part-time employees – 
paid hours

Mean = 32.9 
Median = 30 
n = 15

Mean = 25.4 
Median = 28 
n = 102

Mean = 23.5 
Median = 24 
n = 51

Mean = 24.9 
Median = 24 
n = 53

Mean = 25.4 
Median = 26 
N = 222

Employee – unpaid 
hours

Mean = 4.1 
Median = 0 
n = 51

Mean = 2.6 
Median = 0 
n = 264

Mean = 2.1 
Median = 0 
n = 81

Mean = 1.1 
Median = 0 
n = 102

Mean = 2.4 
Median = 0 
N = 501

Volunteer hours Mean = 6.8 
Median = 7.5 
n = 4

Mean = 5.1 
Median = 3 
n = 93

Mean = 8.1 
Median = 5.5 
n = 16

Mean = 6.5 
Median = 6.5 
n = 2

Mean = 5.6 
Median = 4 
N = 116

Student hours n/a 
n = 0

Mean = 9.6 
Median = 8.0 
n = 10

n/a 
n = 1

n/a 
n = 0

Mean = 11.7 
Median = 8 
N = 11

Board or managing 
committee hours

Mean = 2.11 
Median = 1.5 
n = 28

n/a 
n = 1

n/a 
n = 0

n/a 
n = 1

Mean = 4.4 
Median = 1 
N = 31

Total hours M = 28.7 
SD = 19.7 
n = 74

M = 28.8 
SD = 16.9 
n = 349

M = 27.7 
SD = 13.3 
n = 94

M = 31.0 
SD = 9.3 
n = 104

M = 29.0 
SD = 15.8 
N = 621

Table note. Data from Workforce Survey. M = mean, average. n = number of respondents. SD = standard deviation. N = total sample size. 

Focusing on paid employees, just over half of paid employees worked 33 to 40 hours per week, with a median of 
35 hours per week. Figure 3 illustrates typical hours per week for paid employees. 

Figure 3. Usual hours per week for paid employees 
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Figure note. Data from Workforce Survey. N = 498.
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There was a significant difference between median paid employee hours across workforce role groups (as 
illustrated in Table 18). People in leadership roles worked more paid hours than those in client or centre operations 
roles. People in legal roles were employed for more paid hours than people in other client service roles.66 

When we compare workforce groups by number of unpaid hours worked, we also found significant differences: 
people in leadership roles and people in legal roles worked more unpaid hours than people in centre operations 
roles.67 There were also differences for volunteer hours, though these should be interpreted with some caution 
because of small number of responses from this group.68

Work outside community legal centres

For the majority of Workforce Survey respondents, their community legal centre work was their main job (78.1%)69 

and most people (94%) only worked at one centre.70 

Of those indicating that their community legal centre work was not their main job, 28.6 per cent also worked at 
a government organisation or educational institution, 26.2 per cent for another business, company, or were self-
employed, 15.1 per cent for a private law firm, and 12.7 per cent for a non-government organisation. A further 17.5 per 
cent indicated that they were studying, retired (or ‘other’). Table 19 breaks these other roles down by workforce group. 

Table 19. Staff with main jobs outside their current community legal centre by workforce group

Type of organisation/work status Leadership 
roles 

(n = 25)

Legal  
roles 

(n = 83)

Client 
service 

roles

(n = 11)

Centre 
operations 

(n = 7)

All 
 

(N = 126)

Private law firm 4.0% 20.5% 0.0% 14.3% 15.1%

Government organisation or agency, or 
education sector

20.0% 34.9% 9.1% 14.3% 28.6%

Non-government organisation 24.0% 7.2% 9.1% 42.9% 12.7%

Business, company or self-employed 40.0% 20.5% 36.4% 28.6% 26.2%

Student, studying, retired or ‘other’ 12.0% 16.9% 45.5% 0.0% 17.5%

Total 100% 100% 100% 100% 100%

Table note. Data from Workforce Survey. Statistical analysis not performed due to small numbers in subgroups.

66 Independent-Samples Median Test Statistic = 32.06, N = 495, Mdn = 35.0, df = 3, p < .001. There were no statistically significant difference 
between men (M = 31.9 hours, n = 89) and women (M = 33.7 hours, n = 392) on average number of paid hours worked per week, t(479) = 
-1.59, p = .112.

67 Independent-Samples Median Test Statistic = 16.29, N = 498, Mdn = 0.0, df = 3, p = .001. There were no statistically significant difference 
between men (M = 2.4 hours, n = 91) and women (M = 2.4 hours, n = 393) on average number of unpaid hours worked per week,  
t(482) = 0.02, p = .987.

68 Independent-Samples Median Test Statistic = 9.53, N = 115, Mdn = 4.0, df = 3, p = .023.
69 N = 626. The community legal centre was the main job for 489, and not their main job for 137 respondents.
70 Base N = 618.
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Length of service in current community legal centre

On average Workforce Survey respondents had been working at their current centre for four years71 (the median 
was 2.6 years72) with a range from one month to 30 years. There was a significant difference between workforce 
roles in time working/volunteering at their current centre, as illustrated in Table 20. Those in leadership positions 
had typically been at their centre longer than those in other workforce groups.73

Table 20. Number of months working in current community legal centre

Leadership  
roles

(n = 75)

Legal  
roles

(n = 353)

Client service 
roles

(n = 95)

Centre 
operations

(n = 106)

All 

(N = 629)

Median 50 30 24 23 31

Mean 
(95% CI)

83.7 
(66.4 – 100.9)

42.3 
(37.6 – 47.1)

47.1 
(34.5 – 59.6)

39.3 
(29.2 – 49.5)

47.5 
(43.6 – 52.2)

Minimum 3 1 1 1 1

Maximum 312 324 360 360 360

Table note. Data from Workforce Survey. CI = confidence interval.

Looking at employee status – board members, volunteers and employees had broadly similar lengths of service at 
their current community legal centre, as shown in Table 21.74

Table 21. Number of months working in current centre by employee status

Board

(n = 26)

Student

(n = 17)

Volunteer

(n = 85)

Employee

(n = 503)

All

(N = 631)

Median 36 5 36 32 32

Mean  
(95% CI)

50.4 
(29.5 – 71.3)

11.5 
(3.6 – 19.4)

45.6 
(35.5 – 55.8)

49.7 
(44.6 – 54.7)

48.1 
(43.8 – 52.4)

Minimum 3 2 2 1 1

Maximum 240 57 240 360 360

Table note. Data from Workforce Survey. CI = confidence interval.

71 N = 634, mean = 47.9 months. 
72 N = 634, median = 31 months. 
73 Because of skewed data a non-parametric test (of medians) was used: Independent-Samples Median Test Statistic = 21.65, df = 3, N = 629, 

p < .001. Significant pair-wise differences between leadership roles and all other roles. 
74 Significant differences using the Independent Samples Median Test = 10.814, df = 3, p = .013, N = 631. Median significant differences lie 

between student and employee, board and student, student and volunteer. All other pairs are not significant.
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Career movement, length, and longevity

There was evidence of staff movement between community legal centres. While 55.6 per cent had only ever 
worked at one centre, 22.6 per cent of survey respondents said they had worked at two different centres and 21.8 
per cent worked at three or more centres over the life of their career.75 One respondent reported having worked at 
nine different community legal centres throughout their career. 

The average length of employment or volunteering in community legal centres over respondents’ careers to date 
was 73.7 months (an average of 6 years or median of 4 years).76 People in leadership roles had typically worked 
significantly longer in community legal centres (Median = 108 months, approx. 9 years) compared to the three 
other workforce groups (Median months: Legal roles 48 months; client roles 36 months; and centre operations 29 
months).77

We asked all respondents to the Workforce Survey of their plans to continue working in their current community 
legal centre. Of the current workforce, 14.7 per cent plan to continue working at their current centre for less than 
one year. A further 27.9 per cent plan to stay one to two years and 30.3%, two to five years. In addition, 18.0 per 
cent plan to stay for five to 10 years, and 9.1 per cent more than 10 years (Table 22). 

The intention to continue working in their current community legal centre was significantly influenced by whether 
respondents were employed as a casual, with a fixed-term contract, or in an ongoing or permanent position 
(Table 22). Employees on fixed-term contracts plan to stay only one to two years at their current community legal 
centre, and only seven per cent thought they would stay 5 to 10 years. Respondents employed on an ongoing 
or permanent basis were significantly more likely to see a longer-term future at their current legal centre – 5 to 
10 years and even 10 years or more. There were no significant differences between workforce role and how long 
respondents plan to stay working at their current community legal centre.78

Table 22. Intention to remain in current community legal centre by employment contract type

Intention to stay in 
current CLCa

Casual 

(n = 18)

Fixed-term 
contract

(n = 157)

Ongoing or 
permanent

(n = 241)

All 

(N = 416)

Less than 1 year 27.8% 20.4% 10.0% 14.7%

1 to 2 years 27.8% 37.6% 21.6% 27.9%

2 to 5 years 11.1% 29.3% 32.4% 30.3%

5 to 10 years 27.8% 7.0% 24.5% 18.0%

10 years or more 5.6% 5.7% 11.6% 9.1%

Total 100% 100% 100% 100%

Table note. Data from Workforce Survey. CLC = community legal centre. aQuestion A3Q7 ‘How long do you think you will continue to work in your 
current CLC?’ Red shading = significantly less than expected. Green shading = significantly more than expected.79

75 Base N = 597.
76 The median is 48 months (minimum 1 month, maximum 535 months or 44 years) 612 people answered this question.
77 Independent-Samples Median Test Statistic = 36.832, df = 3, p < .001, N = 608. Pair-wise comparisons significant for leadership roles vs. 

(legal roles, client roles, and centre operations). 
78 X2 = 15.056, df = 12, p = .238, N = 527.
79 Red and green shading is based on cell standardised residuals. There were significant differences years intending to remain at current 

community legal centre and employment type, X2 = 41.525, df = 8, p < .001.
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3.5 Salaries, working arrangements and benefits

Awards and agreements

Community legal centre salaries were determined or guided by the use of several different awards and 
agreements, which are discussed further below. Of the CEOs surveyed, 12.9 per cent indicated (in the CEO Survey) 
that they paid ‘at award rates’, whereas 41.9 per cent paid their staff ‘above award rates’ and 41.9 per cent used a 
mix of at or above award rates. No one indicated that they paid below award rates.80

Thirty-one CEOs provided information about the pay and award structures used by their centre. Half the CEOs 
reported that their centre used a combination of award and agreement options. In addition, 77.4 per cent operated 
under the Social, Community, Home Care and Disability Industry Award 2010 (SCHCADS)81 but only 25.8 per cent 
of centres used only SCHCADS. Nine centres (29%) used both the SCHCADS and Multi Business Agreement 
(MBA).82 In total 32.3% reported using the MBA. Another 22.6 per cent reported using their own enterprise 
agreement (or that of their auspicing organisation) and 12.9 per cent worked solely under an EBA. Individual 
contracts were used by 19.4 per cent community legal centres, but only one centre reported relying solely on 
individual contracts. The combinations of awards and agreements (and the per cent of responding centres that 
use them) are detailed in Table 23, highlighting that there is no single or dominant set of award and agreement 
arrangements. 

Table 23. Award and agreement combinations

SCHCADS MBA EBA EBA  
(like MBA)

Individual 
contracts

Per cent using each 
combination (N = 31)

25.8%

29.0%

6.5%

12.9%

3.2%

3.2%

12.9%

3.2%

3.2%

77.4% 32.3% 22.6% 3.2% 19.4% Per cent using each type of award

Table note. Data from CEO Survey. SCHCADS = Social, Community, Home Care and Disability Industry Award 2010. MBA = Community Legal 
Centres 2006-2009 Multi Business Agreement. EBA = Enterprise Bargaining Agreement (either unique or modelled on MBA). 

80 One CEO Survey respondent (2.2%) was ‘not sure’ which award system was being used.
81 See the Fair Work Commission https://www.fwc.gov.au/documents/documents/modern_awards/award/ma000100/default.htm.
82 See the Fair Work Commission https://www.fwc.gov.au/document/agreement_ac/AC318190.
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Income

The distribution of salaries (only asked of employees in the Workforce Survey and applying only to community 
legal centre work) is detailed in Table 24 and by whether respondents worked full or part-time. The median gross 
income category of employees was $65,000 to $77,999 per annum. The median full-time annual community legal 
centre salary was $78,000 to $103,999. Note that, amongst Workforce Survey respondents, there was a broadly 
similar number of full-time (n = 248) and part-time (n = 210) employees who participated in the survey.

Table 24. Gross salary for community legal centre work only by employment status

Gross weekly (yearly) CLC salary only Full-time

(n = 248)

Part-time

(n = 210)

All

(N = 458)

$4,000 or more per week ($208,000 or more per year) 0.0% 0.0% 0.0%

$3,000 – $3,999 per week ($156,000 – $207,948 per year) 2.0% 0.0% 1.1%

$2,000 – $2,999 per week ($104,000 – $155,948 per year) 10.9% 3.8% 7.6%

$1,500 – $1,999 per week ($78,000 – $103,999 per year) 48.4% 19.0% 34.9%

$1,250 – $1,499 per week ($65,000 – $77,999 per year) 23.4% 16.7% 20.3%

$1,000 – $1,249 per week ($52,000 – $64,999 per year) 11.7% 19.0% 15.1%

$800 – $999 per week ($41,600 – $51,999 per year) 2.8% 12.9% 7.4%

$600 – $799 per week ($31,200 – $41,599 per year) 0.8% 15.2% 7.4%

$400 – $599 per week ($20,800 – $31,199 per year) 0.0% 7.1% 3.3%

$300 – $399 per week ($15,600 – $20,799 per year) 0.0% 1.4% 0.7%

$200 – $299 per week ($10,400 – $15,599 per year) 0.0% 2.9% 1.3%

$1 – $199 per week ($1 – $10,399 per year) 0.0% 0.0% 0.0%

Total 100% 100% 100%

Table note. Data from Workforce Survey. CLC = community legal centre. The median category for each column is highlighted in grey. Full-time 
employment status was defined as usually working 38 hours or more per week. Part-time was defined as working less than 38 hours per week. 
458 respondents answered both questions.
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Table 25 segments gross salary by work role group for full-time employees. In this table those in ‘Legal roles’ 
includes full-time employees in principal lawyer, lawyer and paralegal roles. The mid-point (median salary range) 
for each group is in bold. Table 25 shows that annual income, as may be expected, significantly varies by work 
role, with those in leadership roles in a higher income band, those in legal and centre operations roles falling in the 
middle band, and those working in other client roles falling in a lower income band.

Table 25. Gross salary for community legal centre work only by role group – full-time employees only

Gross weekly (yearly) CLC 
salary only

Leadership 
roles

(n = 32)

Legal roles 

(n = 147)

Client roles 

(n = 29)

Centre 
operations

(n = 40)

All

 
(N = 248)

$4,000 or more per week 
($208,000 or more per year)

- - - - -

$3,000 – $3,999 per week 
($156,000 – $207,948 per year)

12.5% 0.7% - - 2.0%

$2,000 – $2,999 per week 
($104,000 – $155,948 per year)

46.9% 5.4% 3.4% 7.5% 10.9%

$1,500 – $1,999 per week  
($78,000 – $103,999 per year)

34.4% 54.4% 27.6% 52.5% 48.4%

$1,250 – $1,499 per week  
($65,000 – $77,999 per year)

3.1% 27.2% 27.6% 22.5% 23.4%

$1,000 – $1,249 per week  
($52,000 – $64,999 per year)

3.1% 10.9% 24.1% 12.5% 11.7%

$800 – $999 per week  
($41,600 – $51,999 per year) - 0.7% 13.8% 5.0% 2.8%

$600 – $799 per week  
($31,200 – $41,599 per year)

- 0.7% 3.4% - 0.8%

$400 – $599 per week  
($20,800 – $31,199 per year)

- - - - -

$300 – $399 per week  
($15,600 – $20,799 per year)

- - - - -

$200 – $299 per week  
($10,400 – $15,599 per year)

- - - - -

$1 – $199 per week  
($1 – $10,399 per year)

- - - - -

Total 100% 100% 100% 100% 100%

Table note. Data from Workforce Survey. CLC = community legal centre. ‘Legal roles’ includes principal lawyer, lawyer and paralegal positions. 
The mid-point (median salary range) for each group is presented in bold. Significantly higher percentages are highlighted in green, and 
significantly lower percentages are highlighted in red.
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Table 26 details salary ranges for full-time employees employed as principal lawyers and lawyers – that is, a subset 
of those in the ‘Legal roles’ group in Table 25. Paralegals have been excluded from this table. For clarity, the small 
number of respondents who indicated that they did both roles (i.e. both principal lawyer and Lawyer, n = 1), or 
that they also filled a leadership role (n = 8) have been excluded from this table. Table 26 thus distinguishes and 
summarises gross annual salary for respondents working only in either a ‘Principal lawyer’ or ‘Lawyer’ role. The 
mid-point (median salary range) for each group is in bold. 

Overall, the median salary range was the same for both lawyers and principal lawyers, although principal lawyers, 
as again may be expected, were significantly more likely to be in a higher income band than lawyers.

Table 26. Gross salary for community legal centre work only – full-time principal lawyers and lawyers

Gross weekly (yearly) CLC salary only Principal 
lawyer

(n = 14)

Lawyer 

(n = 113)

$4,000 or more per week ($208,000 or more per year) - -

$3,000 – $3,999 per week ($156,000 – $207,948 per year) 0.0% 0.9%

$2,000 – $2,999 per week ($104,000 – $155,948 per year) 42.9% 1.8%

$1,500 – $1,999 per week ($78,000 – $103,999 per year) 57.1% 62.8%

$1,250 – $1,499 per week ($65,000 – $77,999 per year) 0.0% 31.0%

$1,000 – $1,249 per week ($52,000 – $64,999 per year) 0.0% 3.5%

$800 – $999 per week ($41,600 – $51,999 per year) - -

$600 – $799 per week ($31,200 – $41,599 per year) - -

$400 – $599 per week ($20,800 – $31,199 per year) - -

$300 – $399 per week ($15,600 – $20,799 per year) - -

$200 – $299 per week ($10,400 – $15,599 per year) - -

$1 – $199 per week ($1 – $10,399 per year) - -

Total 100% 100%

Table note. Data from Workforce Survey, N = 127. CLC = community legal centre. Those in paralegal roles have been excluded. The mid-point 
(median salary range) for each group is in bold. Significantly higher percentages are highlighted in green, and significantly lower percentages are 
highlighted in red.
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To examine the relationship between years of experience and income level, salary was further examined by the 
number of years that respondents’ reported holding a legal practising certificate. The salary ranges and average 
number of years (and standard deviation, SD) with a legal practising certificate is presented in Table 27.

Principal lawyers, were, on average, 14.3 years post-admission, while lawyers had, nearly 2.5 times less experience, 
having, on average, 5.6 years post-admission. In fact, principal lawyers in the higher salary bracket, had, on 
average, held a legal practising certificate for 16.5 years, while principal lawyers in the lower salary bracket had, 
on average, held a legal practising certificate for 12.6 years. However, further analysis revealed that this difference 
was not statistically significant. This is most likely due to the relatively small sample size of principal lawyer 
respondents.

Looking at lawyers only, those with longer post-admission experience tended to fall into a higher income bracket 
than those with less experience. More specifically, those earning $1,500 to $1,999 per week had held a legal 
practising certificate, on average, significantly longer (6.6 years) than those earning $1,250 to $1,499 per week (3.7 
years). This demonstrates a clear relationship between salary and length of experience.

Table 27. Average number of years with a legal practising certificate by gross salary for community legal 
centre work – full-time principal lawyers and lawyers

Gross weekly (yearly) CLC salary only Principal lawyer

(n = 14)

Lawyer

(n = 104)

years (SD)

$4,000 or more per week ($208,000 or more per year) - -

$3,000 – $3,999 per week ($156,000 – $207,948 per year) - -

$2,000 – $2,999 per week ($104,000 – $155,948 per year) 16.5 (9.9)
n = 6

NR

$1,500 – $1,999 per week ($78,000 – $103,999 per year) 12.6 (8.3)
n = 8

6.6 (5.6)
n = 68

$1,250 – $1,499 per week ($65,000 – $77,999 per year) - 3.7 (2.0)
n = 31

$1,000 – $1,249 per week ($52,000 – $64,999 per year) - NR

$800 – $999 per week ($41,600 – $51,999 per year) - -

$600 – $799 per week ($31,200 – $41,599 per year) - -

$400 – $599 per week ($20,800 – $31,199 per year) - -

$300 – $399 per week ($15,600 – $20,799 per year) - -

$200 – $299 per week ($10,400 – $15,599 per year) - -

$1 – $199 per week ($1 – $10,399 per year) - -

Group average 14.3 (8.9) 5.6 (4.9)

Table note. Data from Workforce Survey, N = 118. NR = Not reported. SD = standard deviation. Cells with n < 5 are not reported. Number of years 
held a legal practising certificate was missing for eight of the respondents. One lawyer was excluded from this analysis as they were the only 
person in the $3,000 to $3,999 category which prevented the statistical comparison of average years with a practising certificate across income 
groups. Difference between the group averages (14.3 vs. 5.6) is statistically significant.
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Finally, the salary ranges for lawyers by the tenure of their employment contract (fixed-term or ongoing) was 
examined. Note again that this table includes only full-time community legal centre employees. All but one 
principal lawyer was on an ongoing contract and their data is not presented in Table 28. While Table 28 showed 
that, overall, a higher proportion of lawyers were employed on ongoing contracts and tended to fall into a higher 
annual income band (69.7%) compared to those employed on fixed contracts (55.6%), analysis revealed that this 
difference was not statistically significant. This demonstrates that lawyers are renumerated based on the hours 
they work rather than the status of their employment contract.

Table 28. Gross salary for community legal centre work – full-time lawyers by contract type

Gross weekly (yearly) CLC salary only Lawyer 
Fixed-term contract

(n = 45)

Lawyer 
Ongoing contract

(n = 66)

$4,000 or more per week ($208,000 or more per year) - -

$3,000 – $3,999 per week ($156,000 – $207,948 per year) 0.0% 1.5%

$2,000 – $2,999 per week ($104,000 – $155,948 per year) 0.0% 3.0%

$1,500 – $1,999 per week ($78,000 – $103,999 per year) 55.6% 69.7%

$1,250 – $1,499 per week ($65,000 – $77,999 per year) 37.8% 24.2%

$1,000 – $1,249 per week ($52,000 – $64,999 per year) 6.7% 1.5%

$800 – $999 per week ($41,600 – $51,999 per year) - -

$600 – $799 per week ($31,200 – $41,599 per year) - -

$400 – $599 per week ($20,800 – $31,199 per year) - -

$300 – $399 per week ($15,600 – $20,799 per year) - -

$200 – $299 per week ($10,400 – $15,599 per year) - -

$1 – $199 per week ($1 – $10,399 per year) - -

Total 100% 100%

Note. Data from Workforce Survey, N = 111. CLC = community legal centre. There were no significant differences between distribution of salary 
ranges between ongoing or fixed contract lawyers.
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We also asked all Workforce Survey respondents (not just employees) to report their income from all sources, 
including their community legal centre income. Again, the median income of survey respondents was $65,000 to 
$77,999 per annum, as shown in Table 29.

Table 29. Gross salary – per week or year – for all income, including community legal centre income

Gross weekly (yearly) CLC only salary Number Per cent

$4,000 or more per week ($208,000 or more per year) 9 1.6

$3,000 – $3,999 per week ($156,000 – $207,948 per year) 16 2.8

$2,000 – $2,999 per week ($104,000 – $155,948 per year) 64 11.2

$1,500 – $1,999 per week ($78,000 – $103,999 per year) 187 32.7

$1,250 – $1,499 per week ($65,000 – $77,999 per year) 104 18.2

$1,000 – $1,249 per week ($52,000 – $64,999 per year) 76 13.3

$800 – $999 per week ($41,600 – $51,999 per year) 33 5.8

$600 – $799 per week ($31,200 – $41,599 per year) 33 5.8

$400 – $599 per week ($20,800 – $31,199 per year) 23 4.0

$300 – $399 per week ($15,600 – $20,799 per year) 7 1.2

$200 – $299 per week ($10,400 – $15,599 per year) 6 1.1

$1 – $199 per week ($1 – $10,399 per year) 5 0.9

Nil income 8 1.4

Total 571 100%

Table note. Data from Workforce Survey. CLC = community legal centre. The median category is highlighted in blue.
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How income compares

Workforce Survey respondents were asked to share their opinion on whether their community legal centre salary 
was more or less than that of others in similar roles outside the sector. More than half (59.5%) believed it was 
somewhat or significantly less (Table 30). Very few thought their salaries were more than similar positions outside 
the community legal centre sector. Overall, 18.1 per cent did not know how their salaries compared, though this 
percentage was lower for lawyers and higher for people in other client service roles.83 Table 30 sets out views on 
the comparability of community legal centre salaries to similar roles elsewhere, by workforce group. 

Table 30. How respondents felt their salary compared to those in similar roles outside the community legal 
centre sector

Is your CLC salary equivalent 
to others in a similar role 
OUTSIDE the CLC sector?

Leadership 
roles 

(n = 47)

Legal  
roles 

(n = 246)

Client 
service 

roles

(n = 78)

Centre 
operations 

(n = 93)

All 
 

(N = 464)

It is significantly less 31.9% 37.0% 20.5% 24.7% 31.3%

It is somewhat less 34.0% 27.6% 21.8% 32.3% 28.2%

It is about the same 17.0% 15.4% 20.5% 15.1% 16.4%

It is somewhat more 2.1% 6.9% 5.1% 3.2% 5.4%

It is significantly more 0% 0.8% 0% 1.1% 0.6%

Don’t know 14.9% 12.2% 32.1% 23.7% 18.1%

Table note. Data from Workforce Survey. CLC = community legal centre. Red shading = cell percentage significantly lower than expected (than 
the total percentage). Green shading = higher than expected.

Respondents were also asked to compare their salaries with what they knew of similar positions within the 
community legal sector (Table 31). People in client service roles and centre operations were even less likely to 
know how their salaries compared.84 On the whole, 41.1 per cent of people employed in community legal centres 
felt they earned about the same as others in similar roles across the sector. Table 31 sets out views on the 
comparability of centre salaries with those elsewhere in the community legal centre sector, by workforce group. 

Table 31. My salary compared to others in similar role within the community legal centre sector

Is your CLC salary 
equivalent to others in a 
similar role WITHIN the 
CLC sector?

Leadership 
roles

(n = 46)

Legal  
roles

(n = 244)

Client 
service roles

(n = 75)

Centre 
operations

(n = 92)

All 

(N = 457)

It is significantly less 2.2% 5.7% 4.0% 2.2% 4.4%

It is somewhat less 17.4% 14.8% 12.0% 8.7% 13.3%

It is about the same 41.3% 41.8% 37.3% 42.4% 41.1%

It is somewhat more 15.2% 17.6% 4.0% 8.7% 13.3%

It is significantly more 0% 1.2% 1.3% 1.1% 1.1%

Don’t know 23.9% 18.9% 41.3% 37.0% 26.7%

Table note. Data from Workforce Survey. CLC = community legal centre. Red shading = lower than expected. Green shading = higher than expected. 

83 Overall differences in views by workforce group were significant, X2 = 29.03, df = 15, p = .016.
84 Which meant significant differences in views by workforce group, X2 = 31.28, df = 15, p = .008.
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Salary packaging, working arrangements and other benefits

The existence of flexible working arrangements and other benefits were explored in the CEO Survey. The most 
frequently offered benefit was salary packaging (87.1% of 31 community legal centres), followed by flexible working 
arrangements (77.4%), paid parental leave (77.4%), and working from home (prior to COVID-19, 74.2%). Just over 
half of the centres provided staff with the opportunity to purchase additional leave (51.6%), less than half offered 
job-sharing (45.2%), or compressed working arrangements (e.g. regular rostered days off, 38.7%). A smaller 
proportion of community legal centres (16.1%, five centres) also offered other benefits which they detailed such 
as: study leave, family violence leave, and cultural leave (one centre); and extra annual leave (three centres); paid 
superannuation during maternity leave (one centre). Flexible working arrangements and benefits actually accessed 
by Workforce Survey respondents are shown in Table 32. 

Table 32. Employee use of flexible working arrangements and benefits

Working arrangement or benefits Number Per cent

Salary packaging 352 69.6%

Flexible working arrangements (e.g. Flexitime) 209 41.3%

Working from home (i.e. regular arrangements outside COVID-19) 162 32.0%

Compressed work week (e.g. 9-day fortnight, regular rostered day off) 33 6.5%

Purchase extra leave 25 4.9%

Job sharing 14 2.8%

Other arrangement or benefit85 1 0.2%

Table note. Data from the Workforce Survey, N = 506. Respondents could select more than one option. 

Salary packaging (also known as ‘salary sacrificing’86) is often used in the not-for-profit sector to improve take-
home pay for employees who would otherwise potentially earn more in the private or for-profit sector. Of all 
benefits, salary packaging was the most commonly offered (as reported in the CEO Survey) and most commonly 
accessed (as reported in the Workforce Survey). Of those who accessed salary packaging the most common items 
packaged were living expenses followed by meals and entertainment. Salary packaging options used by Workforce 
Survey respondents are set out in Table 33.

Table 33. Salary packaging options used by employees

Salary packaging options Number Per cent

Living expenses 312 88.6%

Meals and entertainment 115 32.7%

Superannuation (i.e. salary sacrifice into super) 32 9.1%

Novated motor vehicle leases 12 3.4%

Professional body membership 5 1.4%

Professional development (e.g. subscriptions, journals) 4 1.1%

Self-education expenses 2 0.6%

Development travel (e.g. professional seminars, conferences) 1 0.3%

Tools of the trade 1 0.3%

Electronic devices 1 0.3%

Table note. Data from Workforce Survey, N = 352. Respondents could select more than one option.

85 Being paid for hours worked above part-time allocated hours.
86 See https://www.ato.gov.au/non-profit/your-workers/your-obligations-to-workers-and-independent-contractors/salary-sacrifice/ and  

https://moneysmart.gov.au/income-tax/salary-packaging.
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Parental leave entitlements

Based on responses to the CEO Survey, 77.4 per cent of centres provided paid parental leave. In these 
organisations (N = 23) the number of weeks of paid parental leave ranged from two to 32 weeks – with an average 
of 12.4 weeks. For comparison, the Workforce Gender Equality Agency87 found that 52.4 per cent of employers 
offered paid parental leave for primary carers. Primary carer’s leave was also more commonly available in large 
organisations (79.2% of organisations with 5,000 or more employees) when compared to smaller organisations 
(46.5% of organisations with fewer than 250 employees). They also found that for employers offering paid parental 
leave, 7 to 12 weeks was the most common length.

Questions regarding the use and usefulness of maternity, parental and adoption leave were only asked of people 
who had or had adopted children while working at community legal centres (in the Workforce Survey). Of these (N 
= 55), most used all their entitlements (69.1%), 9.1 per cent used some of their entitlements and 21.8 per cent did 
not use their entitlements at all. Of those who used all or some of their entitlements, we asked to what extent these 
entitlements supported their parenting, return to work, and work-life balance, with responses set out in Table 34.

Table 34. Sufficiency of parental leave entitlements 

Whether parental leave was sufficient to… Fully Mostly Partly Not at all Number of 
responses

Support parental responsibilities before, during 
and after birth

19.0% 54.8% 23.8% 2.4% 42

Support return to work 17.5% 57.5% 20.0% 5.0% 40

Enable a sufficient work-life balance 12.2% 61.0% 22.0% 4.9% 41

Table note. Data from Workforce Survey.

Reasons offered by a small number of respondents who did not use their entitlements included a partner using 
entitlements from another workplace. Some respondents also indicated that their circumstances meant they were 
ineligible, since they had worked at their community legal centre for less than 12 months, children were older (e.g. 
becoming a stepparent), or since kinship care was not classified as formal adoption.

87 https://www.wgea.gov.au/sites/default/files/documents/2019-20%20Gender%20Equality%20Scorecard_FINAL.pdf.
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Fairness of salary, working arrangements and benefits

More generally, just over half (56.5%) of employees surveyed agreed or strongly agreed that their salary, working 
arrangements and benefits were fair. Further, 19.2 per cent neither agreed nor disagreed, and 24.3 per cent did not 
think that their employment conditions and salary were fair (Table 35). When this data was analysed by workforce 
roles there were no statistically significant difference between employees in leadership, legal, client or centre 
operations roles.88

Table 35. Agreement that salary, working arrangements and benefits are fair

Considering the work you do, to what extent do you agree or 
disagree that the CLC salary, working arrangements and benefits 
you receive are fair?

Number Per cent

Strongly agree 69 14.7%

Agree 196 41.8%

Neither agree nor disagree 90 19.2%

Disagree 85 18.1%

Strongly disagree 29 6.2%

Table note. Data from Workforce Survey, N = 469. CLC = community legal centre.

88 Question A3Q16 by RoleGroup4: X2 = 17.80, df = 12, p = .122, N = 468. Note, for this analysis the agree/strongly agree and the disagree/
strongly disagree categories were not collapsed.
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4. Next steps
This report is the first of a sequence of reports Victoria Law Foundation will produce using data from the 
Community Legal Centres Workforce Project. It provides a useful overview of the profile of the Victorian 
community legal centre profile, as well as baseline data to monitor change, and comparative data for other legal 
service providers, organisations, and community sector workforces.

It also provides the background to and context for forthcoming subject specific reports. A separate report, 
Technical report, also provides further methodological detail, setting out how the surveys were conducted, and 
providing both the Workforce and CEO Survey questionnaires. 

4.1 Summary of findings

Across 47 Victorian community legal centres (23 generalist and 24 specialist), we estimated a workforce that 
comprised of approximately 4,000 employees and volunteers. Of those who responded to the Workforce and CEO 
Surveys, the main findings were as follows.

Workforce demographics and diversity

• The majority of the respondents were female (76.9%), 21.5% were male and (1.6%) identified as non-binary, 
gender diverse.

• 55% of respondents were younger than 40 years. 46.3% of the workforce was aged between 25 and 39 years.

• 17% said they were LGBTIQ.

• 9.9% reported a disability (including long-term physical, psychiatric, intellectual or sensory conditions).

• 3.6% are Aboriginal and Torres Strait Islander people. Related to this, CEO Survey respondents indicated that 
30% of centres had a Reconciliation Action Plan (RAP), 33.3% were developing their plans, and 36.7% did not 
have RAPs.

• Three quarters of the workforce identified as Australian, 14% as European, 11% as British and/or Irish, 6.2% as 
East or South-East Asian, 4.1% as South Asian, and 2% as Middle Eastern and/or North African.

• 85.6% of respondents had a bachelor’s degree or higher. For those with law degrees, Monash, Melbourne, 
Deakin, and La Trobe universities were most common (in that order) accounting for 63.8% of community legal 
centre lawyers.
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Legal practice and areas of law

• 49% of the workforce have a current Legal Practising Certificate (supervised or unsupervised).

• 33.6% of Workforce Survey respondents held a current unsupervised practising certificate, 15.5% held a 
supervised legal practising certificate, and 2.6% held one previously. 48.3% of the current workforce had never 
held a legal practising certificate.

• The majority of people who held a legal practising certificate worked in civil and administrative law (67.2%). 
Further, 52.3% reported that their main area of legal practice was family law (including family violence and child 
protection). Criminal law was the main are of practice for 29.2% of respondents.

Working in community legal centres, work roles, hours worked and length of 
service

• Prior to working at their current community legal centre, 16.6% of respondents were working at private law firms, 
15.7% at a non-government organisation, 14.9% at another community legal centre, and 12.1% at a government 
organisation.

• For the majority of Workforce Survey respondents, their community legal centre work was their main job 
(78.1%). Of those indicating that their community legal centre work was not their main job, 19.7% also worked 
at a government organisation, 15.7% for a business or company, 15.0% in a private law firm, and 12.6% at non-
government organisations, while 11.8% were studying. 

• 54.5% of employees worked full-time at their centre and 45.5% worked part-time. 

• 57.1% of employees had ongoing or permanent positions, 37.7% were on fixed-term contracts and 5.2% were 
employed as casuals. 

• Employees who had ongoing or permanent positions were more likely to see a longer-term future at their current 
legal centre compared to those on fixed-term contracts.

• On average Workforce Survey respondents had been working at their current centre for 4 years. 

Salaries, working arrangements and benefits

• Community legal centre salaries were determined or guided by use of several different awards and agreements. 
Of CEOs surveyed, 12.9% indicated (in the CEO Survey) that they paid ‘at award rates’ whereas 41.9% paid their 
staff ‘above award rates’ and 41.9% used a mix of at or above award rates. No one indicated that they paid below 
award rates. 

• The median income category of community legal centre employees was $65,000 to $77,999 per annum. More 
than half (59.5%) of the respondents believed their salary was somewhat or significantly less than others in a 
similar role outside the sector. 

• The most frequently offered employment benefit (from the CEO Survey) was salary packaging (87.1% of the 31 
community legal centres), followed by flexible working arrangements (77.4%), paid parental leave (77.4%), and 
working from home (prior to COVID-19, 74.2%). 77.4% of centres surveyed provided paid parental leave. 

• Just over half (56.5%) of employees surveyed agreed or strongly agreed that their salary, working arrangements 
and benefits were fair.
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Appendix A: Languages spoken at 
home
Appendix Table A. Language spoken at home by respondents

Language spoken at home n, per cent Language spoken at home n, per cent

Italian (13, 2.0%) Turkish (2, 0.3%)

French (11, 1.6%) Afrikaans (1, 0.2%)

Spanish (10, 1.5%) Arrernte (Aboriginal) (1, 0.2%)

Vietnamese (8, 1.2%) Czech (1, 0.2%)

Arabic (7, 1.1%) Dari (1, 0.2%)

Sinhala, Sinhalese (7, 1.1%) Dutch (1, 0.2%)

German (6, 0.9%) Filipino (1, 0.2%)

Greek (6, 0.9%) Hazaragi (1, 0.2%)

Cantonese (5, 0.8%) Hebrew (1, 0.2%)

Hindi (5, 0.8%) Indo-Fijian (1, 0.2%)

Mandarin (5, 0.8%) Korean (1, 0.2%)

Croatian (4, 0.6%) Malayalam (1, 0.2%)

Tagalog (4, 0.6%) Serbo-Croatian (1, 0.2%)

Japanese (3, 0.5%) Shanghainese (1, 0.2%)

Russian (3, 0.5%) Slovak (1, 0.2%)

Serbian (3, 0.5%) Somali (1, 0.2%)

Bahasa Indonesian, Indonesian (2, 0.3%) Swedish (1, 0.2%)

Bosnian (2, 0.3%) Tamil (1, 0.2%)

Farsi (2, 0.3%) Teochew (1, 0.2%)

Gujarati (2, 0.3%) Urdu (1, 0.2%)

Macedonian (2, 0.3%) Wu Chinese (1, 0.2%)

Punjab (2, 0.3%) Yiddish (1, 0.2%)

Romanian (2, 0.3%)

Table note. Data from Workforce Survey. n = number. Respondents could list more than one language. Blue shading indicates the most common 
languages according to the ABS 2016 Census in Victoria.89

89 https://quickstats.censusdata.abs.gov.au/census_services/getproduct/census/2016/quickstat/2?opendocument.
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Appendix B: Working with clients 
in languages other than English

Appendix Table B. Language spoken with clients by respondents

Languages spoken with clients n, per cent Languages spoken with clients n, per cent

Arabic (6, 0.9%) Macedonian (1, 0.2%)

AUSLAN (2, 0.3%) Mandarin (3, 0.5%)

Bosnian (2, 0.3%) Nepalese (1, 0.2%)

Cantonese (1, 0.2%) Polish (1, 0.2%)

Croatian (2, 0.3%) Russian (3, 0.5%)

Dari (1, 0.2%) Samoan (1, 0.2%)

Farsi (1, 0.2%) Serbian (1, 0.2%)

French (2, 0.3%) Serbo-Croatian (1, 0.2%)

German (2, 0.3%) Sinhala, Sinhalese (4, 0.6%)

Greek (4, 0.6%) Somali (1, 0.2%)

Gujarati (1, 0.2%) Spanish (2, 0.3%)

Hindi (4, 0.6%) Tamil (1, 0.2%)

Indonesian (2, 0.3%) Turkish (1, 0.2%)

Italian (5, 0.8%) Urdu (1, 02%)

Khmer (Cambodian) (1, 0.2%) Vietnamese (6, 0.9%)

Kiswahili (1, 0.2%) Yugoslav (1, 0.2%)

Table note. Data from Workforce Survey. n = number. Respondents could list more than one language.
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