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SUBJECT
[bookmark: _GoBack]Proposed Motion 2015-0101 would ask the Executive to develop a work plan to implement the recommendations of the Women’s Advisory Board for improving wage equity and promoting family friendly workplace policies throughout King County.
SUMMARY
Proposed Motion 2015-0101 (Attachment 1) would ask the County Executive to:
· Transmit to the Council by September 7, 2015, “a work plan for implementing the recommendations and specific actions identified in the Women’s Advisory Board (WAB) report entitled ‘Improving Wage Equity and Promoting Family Friendly Workplace Policies throughout King County’” (the “WAB Report”) (Attachment 2); the work plan should:
· Provide a timeline for implementation;
· Describe any necessary changes to the county code or “other necessary legislative actions”;
· Identify “outcome or performance measures” for the implementation;
· To the extent that the Executive believes that further assessment or consideration is required, identify the additional analysis to be conducted and the timeline for the analysis; and
· If any recommendations or specific actions cannot be implemented for other reasons, such as impracticability or cost, describe those reasons; and
· Transmit to the Council by July 31, 2016, and annually thereafter, a report on “the outcomes and performance measures associated with implementation of the recommendations and specific actions identified” in the WAB Report; the report should “describe progress or accomplishments for each outcome or performance measure for each recommendation and each specific action implemented.”
The recommendations contained in the WAB Report (Attachment 2) are listed below. The “specific actions” are listed in the WAB Report after each recommendation.
1. “Create a public/private compact pledging to end the wage gap and encourage family friendly workplace policies.”
2. “Promote and encourage employees regardless of gender to take family leave by creating incentives for employees at higher levels to both role model this and to create a work environment where taking family leave is acceptable.”
3. “Offer and promote workplace flexibility. Encourage options such as job sharing, telecommuting, time-shifting and expand part-time employment opportunities to higher level jobs.” 
4. “Achieve wage transparency.”
5. “Eliminate conscious and unconscious gender bias in hiring and in the workplace.”
6. “Provide access to affordable childcare.”
7. “Increase representation of women in traditionally ‘male’ fields.”
BACKGROUND
The King County Women’s Advisory Board
The Council established the King County Women’s Advisory Board in 1978 to make recommendations to the Council and the Executive concerning the needs, rights, and well-being of women. The Board consists of eleven members, one from each council district and two at-large members, and meets bi-monthly.
In 2014, the Board decided to focus on wage equity and family-friendly workplace policies. On January 23, 2015, the Board submitted the WAB Report (Attachment 2) to the Council and the Executive.
Current Law and County Policy
· Pay Equity
Section 3.12.170 of the King County Code provides:
3.12.170 Equal pay for equal work—policy—findings.  It is the general policy of the county that compensation for all county employees shall be equitably provided on the basis of equal pay for equal work consistent with state and federal law.  The council finds that federal, state and local laws against discrimination provide adequate and appropriate remedies for any pay that is unequal on the basis of unlawful discrimination.  Consistent with state and federal law, the equal pay policy in this section is intended to set forth general county policy for equitable pay in county government.  Pay for represented employees is determined in accordance with the collective bargaining procedures established by law.  This section shall not affect the collective bargaining position of the exclusive bargaining representatives of any employee or of the county.  This general equal pay policy does not constitute an express or implied contract; it is a general statement of county policy that cannot form the basis of a private right of action.  (Ord. 14801 § 1, 2003:  Ord. 12014 § 17, 1995)
· Alternative Working Arrangements
King County currently has both an executive branch policy (PER 18-1) (Attachment 3) and an executive branch administrative guide (Attachment 4) concerning alternative working arrangements. The administrative guide provides in part (p. 3):
King County is committed to providing an environment that encourages the use of Alternate Work Arrangements (AWA) where appropriate, in order to attract and retain a high performing and motivated workforce, reduce costs, assist in the mitigation of commute and traffic congestion, better address work and family demands in order to optimize effective use of work time, and further the goals of local, state, and national policies and regulations such as the Washington State Clean Air Act and the Commute Trip Reduction program. AWA includes both alternative work schedules (AWS) and telecommuting. 
King County supports AWA where the needs of the public and the organization can be met; and encourages managers/supervisors, labor unions and eligible employees to work together to seek effective ways to implement AWA whenever possible.
The Council also has a policy addressing alternative working arrangements.
· Parental and Disability Leave
King County currently does not provide paid parental leave to any of its employees, and neither the King County Code nor county labor policies address the subject of paid parental leave. Under the federal Family and Medical Leave Act (FMLA), the Washington Family Leave Act (WFLA), and the King County Family and Medical Leave (KCFML) ordinance, an employee is entitled to unpaid leave and job protection for reasons that include caring for a newborn, newly adopted, or newly placed child. The period of leave is up to 12 weeks under FMLA and WFLA and 18 weeks under KCFML.
Since the County requires available paid leave (e.g., sick leave and vacation) to be exhausted before beginning to use KCFML, whereas the leave period under FMLA has no such waiting period, the leave period for an employee who uses both FMLA and KCFML can extend to 30 weeks or even longer (if the employee’s accrued sick and vacation leave exceed 12 weeks); however, this method of calculating the leave period under KCFML is subject to change based on legislation that the Council adopted last year.[footnoteRef:1]  [1:  Ordinance 17916 (approving an agreement with the King County Coalition of Unions concerning cost-of-living adjustments and other subjects, including family and medical leave).] 

To be eligible for leave under FMLA, WFLA, or KCFML, an employee must have been employed by the employer for at least 12 months in the previous seven years and have worked the required hours within the 12-month period prior to the commencement of the leave, though there is variation among the three laws in the details of that requirement.
The provisions of FMLA, WFLA, and KCFML are summarized in Attachment 5 (“Protected Leave Information for King County Employees”) and Attachment 6 (“Leave Comparative Chart”), which were prepared by the Executive.
Also potentially related to parental leave are: state regulations related to disability, including pregnancy-related disability; King County Code provisions concerning leave without pay; the federal Americans with Disabilities Act; and the Washington Law Against Discrimination. The operation of those laws is summarized in Attachment 6 (the second section).
Background Information Included in the Motion
Proposed Motion 2015-0101 provides the following background information:
· According to the Institute for Women’s Policy Research, full-time working women’s earnings were only about 77 percent of men’s in 2012.[footnoteRef:2] (Motion, lines 7-9) [2:  For 2013 the figure is 78 percent (http://bit.ly/18fph1b).] 

· “[T]he majority of the pay gap between men and women actually comes from differences in pay between men and women in the same occupations.”[footnoteRef:3] (Motion, lines 10-14) [3:  Claudia Goldin, “A Grander Gender Convergence: Its Last Chapter,” American Economic Review 2014, 104(4): 1091–1119. Ms. Goldin is a labor economist at Harvard University. According to Ms. Goldin (1116-17), “the gap exists because hours of work in many occupations are worth more when given at particular moments and when the hours are more continuous. . . . A flexible schedule often comes at a high price, particularly in the corporate, financial, and legal worlds.”] 

· “[A]ccording to the American Association of University Women, the pay gap between men and women is worse for women of color.”[footnoteRef:4] (Motion, lines 15-16) [4:  The Simple Truth About the Gender Pay Gap (2015 Edition) (http://bit.ly/1MvbkcS) 11. The statement in the text applies to a comparison of women of color with white men. When compensation of women and men is compared within a particular race or ethnicity, the gender pay gap is smaller among African Americans, Hispanics, American Indians, and Native Hawaiians; according to the AAUW report, this is “due solely to the fact that those men of color were paid substantially less than non-Hispanic white men in 2013.”
] 

· “King County seeks to create economic opportunities for women, such as through the King County apprenticeship program.” (Motion, lines 43-44)
· “[O]verall, King County's female employees earn ninety-nine percent of what their male counterparts earn, but of the top one hundred earners, fifty-six are males.” (Motion, lines 45-46)
· “King County seeks to become a model employer of the future, as described in Attachment A to Motion 14129, titled Creating the Employer of the Future at King County, and family-friendly leave policies have been found to increase employee retention, which is key for the county's success in providing the highest level of service to King County's residents.” (Motion, lines 48-52)
ANALYSIS
Proposed Motion 2015-0101 explicitly contemplates that the Executive will need to consider several factors in responding to the motion. Those include: the costs and practical consequences of implementing the WAB report recommendations; the details of implementation, including alignment with existing policies and benefits; and the possible need for further assessment or consideration. Toward this end, the motion divides the recommendations and specific actions in the WAB Report into three categories:
1. For recommendations and specific actions in the WAB Report that (1) the Executive believes require no further assessment or consideration and (2) would not be impracticable or too costly to implement, the motion asks the Executive to transmit to the Council for its consideration a work plan for implementing the recommendations and specific actions, including identification of “outcome or performance measures for each recommendation and each specific action.” (Motion, lines 54-60) The work plan is due on September 7, 2015. (Motion, line 66)
2. For recommendations and specific actions that the Executive believes do require further assessment or consideration, the motion asks the Executive to identify the additional analysis that needs to be conducted and the timeline for conducting the analysis. (Motion, lines 60-63)
3. For recommendations and specific actions that “cannot be implemented for other reasons, such as impracticability or cost,” the motion asks the Executive to describe those reasons. (Motion, lines 63-65)
Assuming the Council decides, after conducting its own analysis, to adopt the Executive’s work plan in whole or in part, Section B of the motion (lines 71-80) requests a report on the “outcomes and performance measures associated with implementation.” The report is due on July 31, 2016.
FISCAL IMPACT
Proposed Motion 2015-0101 in itself has no fiscal impact, since any such impact would depend on the nature and scope of the work plan transmitted by the Executive and the Council’s decision whether to adopt the work plan in whole or in part.
INVITED
Lisa Hayward, Co-Chair, King County Women’s Advisory Board
ATTACHMENTS	
1. Proposed Motion 2015-0101
2. WAB Report
3. Executive Policy PER 8-1 (Alternative Work Schedules)
4. Executive’s Alternative Work Arrangements Guide
5. Protected Leave Information for King County Employees
6. Leave Comparative Chart
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