
 

 

Salary Adjustment Process 
 
Look at the Budget (Don’t skip this step) 

We budget 24.3% of our income on staff salaries.  This is on the high side of most recommendations.  
Relationships are important to us.  Having adequate, well trained staff who feel a sense of responsibility to the 
patient are a priority.  2% of this budget is dedicated to staff training and staff development.  We make up for 
the increased budget item with savings in other areas, mostly Cost of Goods sold. 

 
Determine if Staff Salaries can or cannot increase and by how much 

All too often, practices realize they are already over budget on staff salaries.  It is better to find this out early 
rather than later.  If we are over budget or at budget, a tough decision must be made.  We have to increase 
income or decrease salary.  Salaries can be reduced by decreasing staff size, cutting benefits, decreasing hours 
or decreasing salaries.   
 
Just make more money.  In the past, we have been unable to increase staff salaries when scheduled.  We told 
the staff and gave them a choice – No raises or let’s delay the process a few months and make more money.  
Guess what happened? 
 

Complete a Staff Adjustment Form for every employee 
The beauty of this form is in its simplicity.  It simply contains Employee’s Name and Current Rate of Pay.  Then 
company performance, this forces us to look at it and share it with every employee.  Company Performance is 
simply a comparison of Income to last year.  Up, Down or Flat and by how much (Percentage).  It is the same for 
everybody. 
 
Then each employee is ranked in each of the areas we have deemed most important in our staff. 
 
Longevity / Loyalty  

This can be calculated with a formula but we keep it simple.  Being new is a negative in this area and 
being loyal is a plus. 

Performance 
If you are doing a good job in general, we give a plus.  I have never given a negative in this category.  
This also can have a number put on it with a standardized evaluation. 

Dependability 
We do standardize this process with a Dependability Grid.  We count how many days in a year each 
employee called in sick or left early.  One or less is exceptional and rewarded.   2 – 4 days is “flat” and is 
not rewarded or punished and more than 5 “Dependability Days” in one year counts against the 
employee.   (More than 9 days results in termination.) 

Responsibility 
This is the influence from the Grid Method.  As an employee learns more aspects of the practice or takes 
on more leadership roles, this score increases.  And likewise, if someone gives up leadership roles for 
personal reasons or job satisfaction, a negative score can result. 

Availability 
Staff people who can be here whenever we need them are more valuable than those who have to leave 
at 3:00 or whose school schedule changes every semester.  Availability is therefore factored into the 
equation. 

 
Determine each Adjustment 

Based on the availability of funds for Salary Adjustments and the scores form each employee, everyone receives 
a new pay rate.   
 

The results are reviewed with each employee, individually 


