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POLICY CHANGE REQUEST FOR RELOCATION 
Introduction:
The King County Executive Dow Constantine’s work to incorporate an equity lens throughout all that King County has received national recognition. We value diversity of ideas and strive to be inclusive in every aspect of our work by treating others with mutual respect and dignity. Practicing inclusiveness means giving employees the opportunity to use their varied skills and abilities within the workplace. We vow to ensure our county is a place of opportunity and fairness where all people thrive. Human Resources is a strategic partner in building a highly skilled, diverse and motivated team of employees, working together to meet our customers’ needs.
King County workforce projections estimate that 46% of our employees will be leaving for retirement and regular turnover reasons within five years. Our EEO/AA policies require that we “take proactive steps to attract, hire, promote, and retain a diverse county workforce.”
According to The Bureau of Labor Statistics, the United States had its best year for hiring in 15 years with a healthy gain in December, and the unemployment rate hit a six-year low. The unemployment rate dropped to 5.6 percent from 5.8 percent in November 2014. The rate is now at its lowest point since 2008. (http://www.usnews.com/news/articles/2014/12/30/2014-the-us-economys-breakout-year).  While this is great for the economy, it poses challenges for recruiting and especially in diversity recruiting.
“Recruiting for diversity is harder on a tactical level for a couple of reasons,” noted David Brown, managing partner of Bridge Partners LLC*, an executive search firm based in NJ. “First, you have to work harder to break out of the usual networks, the usual sources, the usual databases. On top of that, the numbers are simply fewer, so you have to dig harder and make a much more concerted effort.” http://www.bridgespan.org/Publications-and-Tools/Hiring-Nonprofit-Leaders/HiringTools/Recruiting-Diverse-Talent.aspx 
A Relocation Program is one tool that will allow us to expand our recruiting to encompass the whole United States and areas that are strong in diverse workforces. This is especially important for agencies such as the Sherriff’s office and deputy recruiting, where a lack of diversity can cause the perception of racial profiling or abuse as seen in the recent police media incidents.  It is also critical for hard to fill technical and specialized skills that are highly competitive in the labor market. 

Current State: 
In our current King County code, Title 3 Personnel, 3.24.170, relocation is only allowed for a maximum of $6,000 and only for direct costs of shipping household goods and travel. It does not cover all other costs usually included in a relocation policy such as rental assistance, temporary housing or storage or home sale assistance. According to the 2012 Allied Workforce Mobility Survey: Recruiting and Relocation, an average relocation costs $21,033.  From the survey, 57% of candidates said relocation was an important or extremely important factor in accepting the position. http://hriq.allied.com/pdfs/Allied_HRIQ_Recruiting_Relocation.pdf 
The code is also inconsistent between the agencies allowing the legislative branch, the department of assessments, the department of public safety, the office of the prosecuting attorney, and district and superior courts to make decisions within their agencies, yet restricts the executive branch to specific high level positions.    
Proposal:
The proposed ordinance will provide the human resources director the ability to authorize employment candidates for positions requiring specialized knowledge, skill or abilities not found in the local labor market moving expenses reimbursement.  If approved, the ordinance additionally would amend K.C.C. 3.12.170 to allow for an increase in the maximum amount of moving expenses reimbursement allowable similar to the reimbursement rates provided by many other public jurisdictions including the federal government, State of Washington, and many local county and cities.  The reimbursement rate has not been adjusted in over a decade.  The ordinance also allows the county to seek reimbursement from candidates if their employment ends in less than two years.  


Speaking Points:
· King County is committed to a diverse workforce
· Unemployment rate is lowest in 15 years and this makes recruiting more competitive and diversity recruiting hard. 
· With 46% of our employees retiring in the next 5 years, we need better tools to recruit that diverse workforce and the ability to recruit nationwide when appropriate. 
· According to the 2012 Allied Workforce Mobility Survey: Recruiting and Relocation, an average relocation costs $21,033.  We are requesting it be capped at $15,000. 
· From the survey, 57% of candidates said relocation was an important or extremely important factor in accepting the position.  It is critical to expand this policy to allow us to recruit the needed talent. 
· Current code is inconsistent between the agencies allowing the legislative branch, the department of assessments, the department of public safety, the office of the prosecuting attorney, and district and superior courts to make decisions within their agencies, yet restricts the executive branch to specific high level positions


Current Code:
King County Code, Title 3 PERSONNEL, 3.24.170 Reimbursement of moving expenses for certain employees.

A. Within the executive branch, including the department of judicial administration, the manager of the human resources management division may authorize in writing at the written request of the appointing authority reimbursement for reasonable and necessary moving expenses to the following categories of county employees:

1. Persons whose appointments require council confirmation and who have been so confirmed.

2. Persons appointed by the county administrative officer to exempt positions.

3. Persons appointed by the directors of executive departments to exempt positions.

B. Within the legislative branch, the department of assessments, the department of public safety, the office of the prosecuting attorney, and district and superior courts, the presiding elected official may authorize, in writing, the reasonable and necessary moving expenses of employees appointed within their agencies.

C. The forecast council may authorize, in writing, reimbursement for the reasonable and necessary moving expenses of the chief economist.

D. Reimbursement shall be authorized provided that prior to the appointment the appointing authority agreed to the reimbursement of moving expenses as necessary to obtain the services of a particular individual.

E. Confidential secretaries, and other exempt clerical positions, shall be excluded from the provisions of this section.

F. Total reimbursement shall not exceed six thousand dollars and reimbursement for specific expenses shall be subject to the limitations provided for throughout this chapter. Reimbursement will be authorized within the budgetary constraints of the employing department, agency or office.

G. Authorized moving expenses shall be reimbursable from departure until such time as possessions arrive in the county, unless such expenses have been otherwise reimbursed. Costs incurred in travel other than those related to direct travel to the place of new residence will be considered non reimbursable. (Ord. 16391 § 21, 2009: Ord. 14199 § 31, 2001: Ord. 13257 § 18, 1998: Ord. 12014 § 56, 1995).








