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Project Objectives

Positions Covered
• Executive Director
• Deputy Director
• Senior Research & 

Policy ManagerConduct a market-based review of base 
pay

Recommend salary structure adjustments 
as appropriate

Preserve Board flexibility in setting salaries

Provide salary placement guidance within 
the structure

Recommend future market review 
practices
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Market Study



Market Study - Approach

External market comparability based upon:
• Duties of the position
• Not capability of the person
• Not personal performance
• Not volume of work
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Market Study - Sources

ERI - Economic Research Institute
•Aggregate survey source

CompAnalyst
•Aggregate survey source

NASRA Research & Education Foundation Salary Survey
•Independent, non-profit foundation that compiles market data from public 

retirements systems across the United States

State of Washington
•Sourced from HR Analytics
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Market Study - Detail

Market Data Effective: July of 2026
• External sources aged at a 3% annual rate
• State of Washington comparison data increased 2%* 

Source Data
• Comparable Organizational Size
• Comparable Geography: Olympia, WA (when available)
• Comparable Industry: Public Sector

*Approved State of Washington annual increase effective July 1, 2026
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Market Movement

14%2% 4% 6% 8% 10% 12%

Executive Director

Deputy Director

Senior Research & 
Policy Manager

Expected Market

16% 18% 20% 22%

2024-2026
MARKET
LEOFF

16.5% Gap

7.7% Gap

2.67% Gap
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Pay Structure 
Recommendations



Recommended Pay Structure

2025 – 2026 
IncreaseMAXMIDMIN

8.0%
(2% GWI; 6% Mkt)$278,013 $213,173 $163,456 Executive Director

8.0%
(2% GWI; 6% Mkt)$222,347 $170,490 $130,727 Deputy Director

2.6%
(2% GWI: 0.6% Mkt)$192,795 $147,830 $113,352 Senior Research & Policy Manager
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Current Pay vs. Rec’d Structure

MAX2MIDMINCURRENT 
PAY1

$278,013 $213,173 $163,456 $197,328Executive Director

$222,347 $170,490 $130,727 $178,428Deputy Director

$192,795 $147,830 $113,352 $163,572Senior Research & Policy Manager (1)

$192,795 $147,830 $113,352 $160,008Senior Research & Policy Manager (2)

1 LEOFF Current pay is effective as of April 16, 2026 and does not include any general wage increases.

2 The recommended salary maximum for the Executive Director exceeds the pay rate of the Department of Retirement Systems 
Director (after the 2% GWI, anticipated to be approximately $231,000).
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Structure Placement

MID

Typically reserved for 
underfill positions or 
positions with an in-

training plan.

Fully qualified new 
employees or fully 
proficient current 

employees

Highly experienced, 
tenured and/or 

credentialed 
employees beyond 

required qualifications

MAXMIN

Entry Target Highly Qualified
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Structure Placement – Internal Equity
Employees performing the same or similar work should be paid the same unless there is a 
justifiable pay difference according to Equal Pay and Opportunities Act (RCW 49.58):

• Regional differences• Education, training, or experience

• Differences in local minimum wages• Seniority

• Job related factors consistent with business 
need

• Merit/work performance
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Structure Maintenance

Pay structure maintenance to remain competitive:

• Increase pay structures by average 
market movementAnnually

• Compare jobs to the market
• Use consistent approachEvery 2 Years
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Questions?
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