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December 6, 2018


COMPENSATION RECOMMENDATION

EXECUTIVE SUMMARY

The County’s Department of Human Resources (DHR) is requesting an increase in the salary ranges for Career Service Exempt department and division leadership classifications, including department directors, deputy department directors, division directors and deputy division directors within the Executive Branch. These positions are responsible for providing critical services to the growing population of King County. This request is based on a pay analysis conducted by DHR. The pay review was prompted by the creation of three new departments, the Department of Human Resources, Department of Metro Transit and Department of Local Services. The review was also advisable in light of recent challenges the County has experienced with recruiting qualified candidates to fill vacancies in the relevant positions in existing departments. This request is intended to help recruit and retain qualified staff.  

PROPOSED CHANGES

[bookmark: _GoBack]Please see the Attachment 1 which compares the current pay grades of the relevant positions to DHR’s proposed pay grade. DHR is asking to create 45 new department and division leadership positions for new or reorganized departments. Of the 136 classification 16 are receiving raises of more than 15% while 30 positions see no increase.  

ABOUT THE POSITIONS

Within the Executive Branch, there are a total of 135 positions which fit broadly into the roles of department director, deputy department director, division director and deputy division director for each department and division. Of the 135 positions, over 30% are new due to the creation of new departments or departmental re-organization.  These roles are vital to the services the county provides to its residents and employees.

Department directors are responsible for directing the planning, operations and activities of their respective departments. Incumbents in a department director position provide strategic direction and leadership to the divisions within their departments and are responsible for providing supervision and guidance to staff; developing and administering the department’s budget; and planning, administering, and evaluating policies, standards, and guidelines for the provision of services. This role is also responsible for ensuring the department’s strategy, mission, and vision are in alignment with the overarching King County Strategic Plan.

Deputy department directors lead strategic initiatives and manage multiple divisions/units for the department. Reporting to the department director, incumbents serve as interim department directors as needed and provide leadership, support, and direction for assigned areas and in the department's day-to-day operations, including strategic planning, policy development, hiring, and general department oversight.

Division directors are responsible for the implementation of the division’s vision and strategic business plans. Incumbents in a division director position provide strategic direction and leadership to the sections within their division and are responsible for providing supervision and guidance to staff; developing and administering the division’s budget; and planning, administering, and evaluating policies, standards, and guidelines for the provision of services. This role is also responsible for ensuring division’s strategy, mission, and vision are in alignment with the overarching department strategy.

Deputy division directors lead strategic initiatives and manage multiple sections for the division. Reporting to the division director, incumbents serve as interim division director as needed and provide leadership, support, and direction for assigned areas and in the division's day-to-day operations, including strategic planning, policy development, hiring, and general department oversight.

BACKGROUND

A compensation study for leadership positions has not been performed in approxiamately 10 years. In order to ensure internal alignment with the leadership positions being created for DLS, DHR and Metro Transit, the Executive’s Office asked DHR to perfom the compensation study of all department and division leadership positions throughout the Executive Branch.  

In addition, the growth of the Seattle area has lead to a competition for talent with the private sector and other public sector agencies. In order for the county to remain competitive as incumbents in these positions leave county employment due to retirements or other types of attrition, it is imprtant for the wages of these positions to be competitive with the markets with whom the county competes for talent. 

There has also been compression that has occurred over the years due to bargaining. Compression occurs when the salary differential between successive job classifications are not considered equitable.  The proposed changes will help to mitigate salary compression and restore internal alignment where compression occurs. 

ANALYSIS 

Compensation Benchmarking Methodology

DHR conducted a market study of these positions and reached out to 88 jurisdictions throughout the United States, which also included the local public sector labor market, to gather information on comparable positions.

These jurisdictions were selected by department leadership and DHR as being comparable to their respective departments or divisions. DHR sent surveys for one or more positions to the relevant comparable jurisdictions requesting the following:

	Comparable position(s)

	Salary Range of comparable position(s)

	Annual Operating Budget(s)

	Number of Employees 

	Two-three department or division specific metrics 



The response rate for the survey was less than 50%. Of the responses received, DHR was able to externally benchmark 9 of the 135 positions. Using the data received for the benchmarked positions, DHR then reviewed internal equity. Using a combination of internal equity and the external market, DHR is proposing increasing the pay grades of the attached positions. 

Increasing the pay would improve county’s ability to recruit and retain top talent as well as reinforce King County’s commitment to protecting and improving the health and well-being of all people in King County.

ATTACHMENTS	
1. Grade Change Proposal
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