


[image: ]

October 27, 2021

[bookmark: _Hlk65149679]COMPENSATION RECOMMENDATION

EXECUTIVE SUMMARY

King County’s Department of Human Resources (DHR) requests to establish career service exempt classifications and increase in the pay range for existing career service and career service exempt classifications, per King County Code (KCC) 3.15.040.

PROPOSED CHANGES

Please see Attachment 1.

ABOUT THE JOB CLASSIFICATIONS

Department of Community and Human Services (DCHS)
The position assigned to the Deputy Department Director-DCHS classification is responsible for assisting the director in managing a range of programs and services to help the county's most vulnerable residents.

The positions assigned to the Deputy Division Director-Behavioral Health and Recovery and Division Director-Behavioral Health and Recovery classifications are responsible for crisis response and investigation for involuntary commitment; mental health and substance use disorder, intervention, prevention, and treatment; and services to support recovery. The demand for these services is growing as is the workload, particularly during COVID. 

The positions assigned to the Deputy Division Director-Housing, Homelessness and Community Development and Division Director-Housing, Homelessness and Community Development classifications are responsible for creating and preserving affordable and special needs housing, housing repair programs, and services and shelter for people who are homeless or at risk of homelessness. Economic disparities within King County make these services especially critical. 

Department of Executive Services (DES)
The position assigned to the Deputy Director-Office of Risk Management classification is responsible for assisting the director with overseeing the investigation and resolution of claims against King County and providing internal services to King County agencies.

The position assigned to the Deputy Division Director-Fleet classification is responsible for assisting the director with overseeing the county’s portfolio of vehicles and equipment, operation of storerooms of materials and supplies, and administering the personal property program.

Department of Natural Resources and Parks (DNRP)
Positions assigned to the Noxious Weed Control Specialist I classification are responsible for surveying private and public lands, advising and assisting landowners regarding infestations, maintaining compliance with state and local laws, and appropriate educational and technical information.

Positions assigned to Noxious Weed Control Specialist II are responsible for independently coordinating noxious weed control surveys and activities with county, state, federal, local municipalities, and landowners. 

Positions assigned to the Noxious Weed Control Specialist III classification are responsible for supervising Noxious Weeds Control Specialists I and II, assisting management with achieving program goals and objectives, working with landowners to obtain Washington State noxious weed law compliance, and attaining the strategic goals of the King County Noxious Weed Control Program.

King County Sheriff’s Office (KCSO)
The positions assigned to the Sheriff and Undersheriff classifications are responsible for the oversight of law enforcement needs provided to more than half a million people in unincorporated areas, 12 contract cities, and police departments for the Muckleshoot Tribe, Metro Transit, and the King County International Airport.

Department of Assessments (DOA)
The Deputy Division Directors in the DOA are responsible for assisting the division directors with producing property assessments that are fair, accurate, uniform, equitable, and understandable.
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BACKGROUND

King County is growing, but the greatest growth is in the Seattle area. This has lead to competition for talent with the private sector and other public sector agencies. In order for the County to remain competitive as incumbents leave County employment due to retirements or other types of attrition, it is important for these positions wages to be competitive with the markets the County competes with for talent. 

DCHS
There has been considerable growth in the Department of Community and Human Services during the past two years which aligns and brings pay equity to the work of the Deputy Department Director, Deputy Division Directors, and Division Directors of Housing and Community Development and Behavioral Health and Recovery, and to similar positions within the Department of Public Health. This also maintains existing salary standards of an approximate 12.5% (five pay grades) between department and division directors and their deputies.

DES
The Deputy Director-Office of Risk Management and the Deputy Division Director-Fleet were omitted from the 2019 Leadership Compensation Proposal. Establishing the proposed pay grades will bring alignment and equity with similar positions within DES. This also maintains existing salary standards of an approximate 12.5% (five pay grades) between department and division directors and their deputies.


DNRP
DHR worked with DNRP to update the classifications in the Noxious Weed Control Specialist series. Per a request from DNRP, DHR then evaluated the salaries based on respective classification specification updates. 

DOA
The Deputy Division Directors in DOA were omitted from the 2019 Leadership Compensation Proposal. The proposed change will provide pay equity within the County. In addition, establishing the proposed pay grades will maintain existing salary standards of an approximate 12.5% (five pay grades) between division directors and their deputies. Creating these classificaitons will allow for succession planning in the future.

KCSO
In 2020, residents of King County adopted a proposal to return the position of King County Sheriff to an appointed position with a requirement for consideration of community stakeholder input during the selection process and to make the County Executive responsible for bargaining working conditions. Along with the appointment of the incoming Director, the King County Sheriff’s Office is transitioning more fully into the Executive Branch as a cabinet level Department of Public Safety. This also maintains existing salary standards of an approximate 12.5% (five pay grades) between department directors and their deputies.
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COMPENSATION ANALYSIS 

DHR either performed an external market analysis on the classifications, an internal equity analysis, or a combination of both to most accurately calculate competitive compensation for each job classification.  

DCHS
DHR aligned these classifications internally to existing career service exempt classifications and followed the Executive Branch’s practice of 12.5% (five grades) between directors and deputies. 

	DCHS
Classification
	Proposed
Grade
	Classification Title
	King County Agency
	Grade

	Deputy Department Director-Community and Human Services
	88
	Deputy Department Director-Public Health
	Department of Public Health
	88

	Division Director-Behavioral Health and Recovery
	87
	Division Director-Community Health Services;
Division Director-Emergency Medical Services;
Division Director-Emergency Radio;
Division Director-Environmental Health Services;
Division Director-Jail Health Services
	Department of Public Health
	87

	Division Director-Housing and Community Development	
	
	
	
	

	Deputy Division Director-Behavioral Health and Recovery
	82
	Deputy Division Director-Community Health Services;
Deputy Division Director-Emergency Medical Services;
Deputy Division Director-Emergency Radio;
Deputy Division Director-Environmental Health Services;
Deputy Division Director-Jail Health Services
	Department of Public Health
	82

	Deputy Division Director-Housing and Community Development
	82
	
	
	





DES
DHR aligned these classifications internally to existing career service exempt classifications and followed the Executive Branch’s practice of 12.5% (five grades) between directors and deputies. 

	DES
Classification
	Proposed
Grade
	Classification Title
	King County Agency
	Grade

	Deputy Director-Office of Risk Management
	79
	Deputy Director-Office of Emergency Management
	Department of Executive Services
	79

	Deputy Division Director-Fleet
	79
	Deputy Division Director-Airport;
Deputy Division Director-Records & Licensing Services
	Department of Executive Services
	79



DNRP
Please see Attachment 2 for the total compensation analysis DHR conducted by comparing the Noxious Weed Control Specialist (NWCS) III classification to similar classifications at the following counties/cities with geographic proximity:

	Benchmark Title
	Source
	Adjusted Midpoint1

	Field Science Specialist
	City of Portland
	$64.38

	Weed Management Director
	Clark County
	$61.98

	Noxious Weed & Lakes District Program Manager
	Thurston County
	$54.83

	Weed Control Coordinator
	Whatcom County
	$43.30


1 DHR determines the appropriate King County pay range for a classification by matching the average of the midpoints of the pay ranges from similar positions to the closest midpoint of a pay range on King County’s salary schedule. In addition, Class Compensation Services applies a geographic differential, Regional Price Parity (RPP), to the data to equalize differences in the cost of living. The RPP is an index that sets the national average cost of goods and services at 100, with a particular region’s RPP showing how the cost of living compares with the average or a targeted region. Also integrated is the percentage of employer paid health and pension benefits as total compensation. City of Portland, Clark County, Thurston County, and Whatcom County have a 2021 Healthcare and Pension benefit rate of 36.26%, 25.2%, 30%, and 25.3%, respectively.

The base salary market rate for a job classification is best represented by the midpoint/median (50 percentile). Using the midpoint answers the question, “What is the middle value of average salary data reported by organizations matching the job classification?” Using a common market pricing methodology, the average midpoint for each job classification can then be compared to the midpoint of King County’s Squared Salary Schedule to determine the most appropriate salary range. The midpoint of the salary range should represent the competitive market value for a job classification. 

Total compensation market rate integrates the employer cost of healthcare and defined contribution/defined benefits with the base salary market rate. The total compensation wage analysis enables us to compare King County’s benefits to corresponding organizations.

Additionally, the following internal classifications perform similar work to the NWCS III (Attachment 3): 

	KC Comparable Classification Title
	KC Agency Source
	Midpoint

	Code Enforcement Officer II
	DLS/Permitting
	$46.23

	Environmental Scientist II
	DNRP/WLRD-SWD
	$44.09

	Environmental Specialist III
	DNRP and DLS/Permitting
	$41.06

	Project/Program Manager II
	County-wide
	$43.06








The table below demonstrates how DHR’s proposed pay grade increase for the Noxious Weed Control Specialist III classification compares to the internal equity analysis and the external market:

	Job Classification
	Source Midpoint (both internal & external)
	Current
	Proposed

	
	
	Pay Grade
	2021 Pay
Range Midpoint
	% Difference Midpoint to Market
	Pay Grade
	2021 Pay
Range Midpoint
	% Difference Midpoint to Market

	NWCS III
	$43.49
	50
	$35.62
	-18.1%
	58
	$43.06
	-1.0%



To bring the NWCS III to market and to establish a consistent pay differential between levels, DHR is proposing the following (Attachment 4):
· Increasing the grade of the NWCS III from 50 to 58 (per external and internal analysis)
· Increasing the grade of the NWCS II from 45 to 53 (five grade differential from the NWCS III)
· Increasing the grade of the NWCS I from 39 to 45 (eight grade differential from the NWCS II)

DOA
For the Deputy Division Directors in DOA, DHR followed the Executive Branch’s practice of 12.5% (five grades) between directors and deputies.

	DOA Division Director
Classification
	Grade
	Proposed DOA Deputy Division Director Classification
	Proposed
Grade
	Note

	Chief Appraiser
	79
	Deputy Chief Appraiser
	74
	12.5% (5 grades) below Chief Appraiser

	Division Director-Assessments Accounting
	79
	Deputy Division Director-Assessments Accounting
	74
	12.5% (5 grades) below Division Director

	Division Director-Assessments Administrative Services
	79
	Deputy Division Director-Assessments Administrative Services
	74
	12.5% (5 grades) below Division Director

	Division Director-Assessments IT Services
	79
	Deputy Division Director-Assessments IT Services
	74
	12.5% (5 grades) below Division Director

	Division Director-Commercial/Business
	79
	Deputy Division Director-Commercial/Business
	74
	12.5% (5 grades) below Division Director

	Division Director-Residential
	79
	Deputy Division Director-Residential
	74
	12.5% (5 grades) below Division Director



KCSO
DHR conducted an external market analysis (Attachment 5) by using the Sheriff job classification as the benchmark job and compared it to comparable counties as referenced in RCW 41.56.465, and included local comparators such as Snohomish County, Pierce County, and the City of Seattle. 

The following table demonstrates how DHR’s proposed pay grade increase for the Sheriff job classification compares to the external market:

	Job Classification
	Current (includes Total Compensation)
	Proposed1 (Includes Total Compensation)

	
	Pay Grade
	2021 Pay
Range Maximum
	% Difference Maximum to Market
	Pay Grade
	2021 Pay
Range Maximum
	% Difference Maximum to Market

	Sheriff
	N/A
	$238, 095.27
	-25.5%
	97
	$289,431.61
	-0.1%


1 DHR determines the appropriate King County pay range for a classification by matching the average of the maximum of the pay ranges from similar positions to the closest maximum of a pay range on King County’s salary schedule. 

Total compensation was factored into the market rate and the King County rate. The benefits costs from the comparable jurisdictions includes healthcare and pension contributions. The total compensation wage analysis enables a comparison of King County’s benefits to corresponding organizations.

Additionally, the Sheriff classification was aligned to the following internal department director classifications:

	King County Classification Title
	King County Agency
	Grade

	Chief Information Officer
	Department of Information Technology
	97

	Department Director-Natural Resources and Parks
	Department of Natural Resources and Parks
	97



[bookmark: _Hlk74917965]The following table demonstrates how DHR slotted the pay grade for the Undersheriff job classification based on its relation to the Sheriff job classification. The proposed differential mirrors the pay differential between other Executive Branch department directors and deputy department directors.

	Job Classification
	Current Pay Grade
	Proposed Pay Grade
	Reasoning

	Undersheriff
	89
	92
	Increase pay range maximum-to-maximum differential between the Undersheriff and Sheriff job classifications from -1% to 12.5%. This follows the difference between the other Executive Branch department directors and deputy department directors.



FISCAL IMPACT

The fiscal impact of the proposed change in pay grade is detailed in the Fiscal Note (Attachment 6), which is summarized in the table below.

	
	2021 - 2022
	2023 - 2024
	2025-2026

	Cost Increase
	$1,500,629
	$3,124,376
	$3,336,911



ATTACHMENTS
1. Proposed Changes
2. Noxious Weed Control Specialist III Total Compensation Analysis
3. Noxious Weed Control Specialist III Internal Analysis
4. Noxious Weed Control Specialist III Compensation Recommendation Overview
5. Sheriff Total Compensation Analysis
6. 2021-2022 Biennial Fiscal Note
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