



IMPROVING WAGE EQUITY AND PROMOTING FAMILY FRIENDLY WORKPLACE POLICIES THROUGHOUT KING COUNTY: 

A Progress Report on Implementing the Recommendations of the King County Women’s Advisory Board



EXECUTIVE SUMMARY

The King County Women’s Advisory Board (WAB) was established in 1978 and is charged with making recommendations to the King County Executive and the King County Council to ensure the needs, rights, and wellbeing of women are taken into account by County government.  Having adopted the focus topics of “wage equity” and “family friendly workplace policies,” the WAB dedicated 2014 to hearing from a diverse group of leaders and experts on those topics.  The result of their research and thoughtful deliberation was a set of seven recommendations for the King County Executive and the King County Council aimed at both improving King County’s practices as an employer, as well as positioning King County government as a regional leader on women’s advancement.  

Taking the WAB’s recommendations to heart, on March 30, 2015, the King County Council passed Motion 14334, requesting the Executive to transmit to Council a work plan for implementing the recommendations and specific actions identified by the King County Women’s Advisory Board for improving wage equity and promoting family friendly workplace policies throughout King County.  The work plan was transmitted on September 7, 2015.  

This progress report is also responsive to Motion 14334, which requires that the Executive provide the Council an annual update on the outcomes and performance measures in the work plan.  The following pages provide updates on each of the seven recommendations made by the Women’s Advisory Board. 

Under each recommendation, the shaded boxes reflect the original report’s recommended action, and the work plan’s implementation steps, timeline and measures.  The non-shaded box reflects the current status. 



Recommendation 1: 
Create a public/private compact pledging to end the wage gap and encourage family friendly workplace policies. 

	Specific Actions
	Implementation Steps
	Timing
	Current Status

	Create a committee to develop a compact for King County similar to that of Boston’s.
	King County plans to sign onto “100% Talent, A Gender Equity Initiative for King County,” as an early sponsor.
	· Sept, 2015 
· Will continue to resource/ advocate for compact 
	· In 2015, the King County Council passed a motion naming King County (the government and employer) as a founding member of the countywide “100% Talent, a Gender Equity Initiative for King County (the region).”
· The “100% Talent” Initiative is a joint effort of the Seattle Metropolitan Chamber of Commerce, a regional business convener and catalyst, and the Women’s Funding Alliance, a statewide nonprofit and grant-maker dedicated to improving the lives of women and girls.  The initiative’s mission is to close the gender gap in King County and highlight regional businesses who are successfully tackling this issue.  
· King County actively participates in “100% Talent” activities, including presenting best practices at the 2017 Wage Gap Summit. The Wage Gap Summit was attended by more than 200 leaders in person, and viewed by more than 15,000 on multiple media channels.  
· King County has a representative on the “100% Talent” Advisory Board, which provides strategic feedback to help guide the program and deepen its connections in the community.


	Measures: 
· # of companies making the pledge to be part of the solution to achieving gender equity in the workplace
	· “100% Talent” just released its mid-year impact report.  More than 43 employers representing a local workforce of more than 128,000 people have signed on to “100% Talent,” including amazon.com, Microsoft, Alaska Airlines and T-Mobile. 






Recommendation 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.

	Specific Actions
	Implementation Steps
	Timing
	Current Status

	Promote awareness among all employees that family leave is available under Federal Law.
	· Currently communicate regularly to employees regarding family medical leave (FML); hired new staff in HRD dedicated to helping employees navigate the leave process and understand what’s available to them under federal law, state law and County Code
· Additional communication will occur as part of  implementing new parental leave policy   
	Pending passage of legislation and on-going 
	Employee awareness of available leave laws has been promoted as follows:
· HRD hired a full time Leave and Absence Management position to train department leave administrators and assist employees in understanding what leaves are available to them and how to request a leave in any given situation.  This includes federal, state and King County family and medical leaves.  
· Employee News articles, which are distributed to the entire King County workforce.  
· Annual leave training for supervisors and human resource personnel.
· Executive Constantine’s King 5 interview (link inside 12/9/15 Employee News).
· Comprehensive leave presentation on all leaves available to county employees, presented to the Coalition of Unions and their members as part of total compensation bargaining.
· Employee tools, include: Paid Parental Leave (PPL) calculator, PPL procedures, an Employee Leave Guide, and a redesigned leave administration website.  


	Offer paid family leave to King County employees.
	· Parental leave cost/benefit analysis to Council
· Legislation and implementation plan to Council
· More analysis needed for other types of family leave 
	9-15-2015
10-15-2015
	· Beginning Jan. 1, 2016, King County implemented a Paid Parental Leave pilot program, allowing new parents to take up to 12 weeks of paid leave with 100% wage replacement when welcoming a new family member through birth, adoption, or foster-to-adopt placement.
· King County passed legislation Nov. 15, 2016, making Paid Parental Leave an on-going benefit effective Jan. 1, 2017.


	Encourage male employees to take family leave.
	· Plan to advance broader regional approach through the “100% Talent” Initiative
	TBD
	· King County actively participates in the countywide “100% Talent” Initiative. The initiative’s published best practices include recommendations to strengthening workplace culture and supporting family leave and workplace flexibility. http://www.100percenttalentseattle.com/best-practices
· “100% Talent” is currently working to collect baseline data on the number of signatories that offer parental and family leave, and whether there is gender equity in the offering and usage. 
· King County actively supported Washington State’s 2017 passage of one of the most comprehensive paid family and medical leave programs in the country.
· During the 2016 paid parental leave pilot, 60% of participants were men.  


	Incentivize leadership to encourage family leave usage and create flexible opportunities upon return to work.
	As part of paid parental leave implementation, the Human Resources Division (HRD) will work with the County’s departments and divisions to figure out the most effective ways to prioritize flexible return-to-work options (as it will vary by the type of work and line of business)

	Pending passage of legislation and on-going
	HRD routinely promotes paid parental leave usage for all employees and supports flexible return-to-work options where possible.  To further increase flexibility, paid parental leave can be used all at once (continuously) or on a part-time (intermittent) basis during the 12 months following the qualifying event. 

	Measures: 
· FML usage by gender
· Paid parental leave usage by gender 
· Working with system partners to identify other mechanisms to track leave data
	 
	FML/KCFML Usage by Gender*

	
	Total
	Female
	Male

	2015
	3,014
	1,325
	1,688

	2016
	3,122
	1,397
	1,723



The gender proportion of employees taking FML/KCML mirrors the gender proportion of the County’s total employee population (60% male and 40% female).

*While we continue to improve our management of leave data, there are still challenges in accurately collecting FML/KCFML data.  For example, an employee’s hours often aren’t entered on time records if the employee is in unpaid status.  There also is a sizeable portion of employees (500-750) who have approved FML/KCFML, but do not use it.  This is not registered in PeopleSoft.



	Paid Parental Leave Usage by Gender

	
	Total
	Female
	Male

	2016 (pilot)
	 244
	    88
	 156



For additional details and information, see the “Paid Parental Leave Pilot Program Usage and Cost Reporting” submitted to the King County Council on March 21, 2017.  

Paid parental leave benefits now covers more than 98% of all employees.

PeopleSoft system improvements for leave administration include the following:
· Streamlined time reporting codes.
· Implemented countywide leave tracking queries.
· Created specific paid parental leave codes to better track leave.
· Provide annual training to supervisors and human resource personnel.





Recommendation 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.  

	Specific Actions
	Implementation Steps
	Timing
	Current Status

	Change its current policy, which encourages only full-time employment (see Performance Audit of Part-Time Employment in King County).
	· Potentially requires a charter change
· In the process of collecting additional data on use of and interest in part-time employment at the County (i.e. questions in all employee and exit surveys) per audit follow-up plan
	Data collection in fall of 2015 and on-going 
	Based on employee surveys from the last two cycles, we have determined that the availability of part-time work is not a key driver of employee engagement countywide.  However, we will continue to address the possibility of part-time work, where there are pockets of interest.  For instance, Public Health has completed a year-long part-time employment pilot in their Community Health Services (CHS) division due to expressed interest from CHS employees to work part-time.  37 employees participated in the program and 32 continue to participate.  

Public Health leadership believes the pilot demonstrated that part-time employment can be utilized in CHS and meet operational needs; therefore, CHS is instituting an on-going part-time employment program that is intended to help employees balance family, work and life.  The program will continue to be evaluated to assure that it meets the department’s operational needs and is financially sustainable. 

We will continue to identify where pockets of interest exist through the annual employee engagement survey and via an improved exit interview process, and will address based on the needs and feasibility for the specific unit.  The threshold for determining if part-time work is feasible will be similar to the pilot project in CHS – can the department/division continue to meet its operational needs with part-time employees and is it financially sustainable?

The new exit interview is anticipated to start in Fall 2017, as is the next employee engagement survey. 


	Adopt uniform policies to encourage part-time employment and job-sharing, to specifically include higher-level positions.
	· Encouraging part-time employment would potentially require a change to the King County Charter
· Additional research planned in order to better understand best practices and options for part-time work across different lines of business, specifically shift work 
	First quarter of 2016
	See status above

	Offer and encourage flexible hours for both male and female employees to accommodate childcare.
	· Already have robust use of flexible schedules in some lines of business
· Roundtable discussions with HR managers regarding options for service areas not currently employing flexible schedules 
· Additional research planned in order to understand best practices for some service areas 
	First quarter of 2016 and on-going 
	King County has an alternative work schedules policy that encourages the use of alternative work schedules.  It is encouraged in order to reduce traffic congestion, to extend office hours to improve public accessibility to County services, and to help employees accommodate both personal and professional responsibilities.   

	Encourage telecommuting when possible.
	· Already have robust telecommute options in some lines of business
· Roundtable discussions with HR managers regarding options for service areas not currently employing telecommute options 
	On-going
	King County supports telecommuting as an alternative work arrangement and allows supervisors to implement telecommuting arrangements, where appropriate, for eligible employees.

King County has a telecommuting policy that encourages telecommuting in order to attract and retain a diverse and talented work force, reduce costs, encourage affordable traffic mitigation, improve productivity among employees, better address work and family demands. 

King County Metro's “WorkSmart” program promotes telework consulting services to County area businesses. 

The County’s Human Resources Division (HRD) recently began using “WorkSmart” materials to standardize and expand telework use in HRD.  


	Promote awareness of these policies and encourage participation.

	· Communications will vary by service area 
	On-going
	On-going 

	Measures: 
· # of part-time employees at King County 
· % of employees interested in part-time work, by field, line of business and gender
· % of exit survey participants who would have considered remaining at the County if part-time work were available












	
Approximately 19% of County jobs were part-time in 2016.  Females filled approximately 42% of these part-time positions.  This roughly mirrors the gender proportion of the County’s total employee population (60% male and 40% female).

	% of Female and Male Employees Who Work Part-time

	
	% of all  female employees who work part-time 
	% of all  male employees who work part-time

	2015
	   21%
	   20%

	2016
	   19%
	   19%















Recommendation 4: 
Achieve wage transparency.

	Specific Actions
	Implementation Steps
	Timing
	Current Status

	Encourage and offer incentives to employers in King County who eliminate policies which prohibit salary sharing.
	Working through the “100% Talent” Initiative, King County plans to encourage pledging companies to eliminate these policies  
	Fall 2015 and on-going 
	Signatories to the “100% Talent” Initiative have committed to do their part to close the wage gap by exploring and implementing best practices, such as wage transparency.  Signatories are provided online resources and in-person workshops to assist in reducing the wage gap.  Good actions that employers are taking are emphasized and engagement is encouraged through the business learning cohorts.  

King County is a signatory and active participant.  

“100% Talent’s” latest research shows that the wage gap was narrowed by nearly three cents this year.  


	Encourage and offer incentives to employers who share rates of pay and salary ranges. 
	Working through the “100% Talent” Initiative, King County has proposed offering consulting support to other pledging organizations including help with data analysis, benchmarking and communication   

	Fall 2015 and on-going 

	King County has provided best practices to other employers via the Wage Gap Summit and has participated in numerous roundtables with various employers.  

	Measures: 
· # of “100% Talent” companies who are reviewing, analyzing and potentially sharing their own internal wage data  
	“100% Talent” is currently assessing this by asking signatories if they have done an internal analysis of their wage data in the last two years, if they are currently doing a wage analysis, or if they plan to do a wage analysis in the future.








Recommendation 5: 
Eliminate conscious and unconscious gender bias in hiring and in the workplace.

	 Specific Actions
	Implementation Steps
	Timing
	Current Status

	Encourage employers to provide education and training to hiring managers.
	As a member of “100% Talent,” King County plans to provide implicit bias training to interested initiative partners
	Spring 2016
	As part of King County’s commitment to equity and social justice, we require all interview panelists to view King County’s implicit bias training video prior to an interview.  

The video is approximately 15 minutes and can be viewed here:
http://your.kingcounty.gov/employees/HRD/CounteringBiasInHiringKC/

We have offered to provide anti-bias training to “100% Talent” signatories free-of-charge to help them meet their commitment to best practice #15, “Help evaluators and hiring managers overcome bias.”  

	Encourage and offer incentives to employers to institute changes in hiring practices. 
	Working through the “100% Talent” Initiative, King County plans to encourage pledging companies to institute changes in hiring practices
	Fall 2015 and on-going
	As a founding signatory, King County actively participates in the countywide “100% Talent” Initiative and in doing so encourages other companies to institute changes in hiring practices.  


	Encourage employers to reevaluate pay for new hires based on objective criteria that rates the value of the work.
	Working through the “100% Talent” Initiative, King County plans to encourage pledging companies to institute changes in their compensation approach 
	Fall 2015 and on-going
	As a founding signatory, King County actively participates in the countywide “100% Talent” Initiative and in doing so encourages other companies to institute changes to their compensation philosophies.  


	Provide the same policies and sanctions for other workplace discrimination to gender discrimination and harassment. 
	King County’s non-discrimination policy is the same for many different protected classes, including gender 
	n/a
	King County’s non-discrimination policy is the same for many different protected classes, including gender.

	Measures: 
· # of “100% Talent” members trained on implicit bias 

	HRD provided implicit bias training to 110 participants at the Seattle Metropolitan Chamber of Commerce’s January 2017 Women in Business and Leadership Initiative (WIBLI).  This is a key partner of the “100% Talent” Initiative.


Recommendation 6: 
Provide access to affordable childcare.

	Specific Actions
	Implementation Steps
	Timing
	Current Status

	Provide on-site and/or subsidize childcare for employees.
	· Will require additional research and market analysis
· Potential option of a childcare benefit to be including in Total Compensation conversations with labor partners under Best Run Government project   

	TBD
	King County previously looked at providing childcare as a benefit to employees.  However, the cost of acquiring a site and meeting state regulations, which are very restrictive and demanding, made the enterprise not economically feasible for either the County or employees.  Thus, County-sponsored childcare never came to fruition.  

King County does offer “Making Life Easier (MLE),” a free program that offers personal legal, financial and other consultation services to King County employees and their dependent family members.  A core service of MLE is childcare consultation and referral.  


	Encourage and offer incentives to employers in King County who provide and offer on-site childcare or subsidize childcare for their employees. 
	Working through the “100% Talent” initiative, King County plans to participate in a regional conversation about how to provide more affordable childcare to working parents
	Fall 2015 and on-going 
	King County actively participates in the countywide “100% Talent” Initiative.  The initiative’s published best practices include offering onsite or subsidized childcare, childcare referrals or backup childcare services. 

Additionally, the King County Women’s Advisory Board is focusing on childcare this year.  The focus is at the policy level with an emphasis on learning the impacts of the high cost of childcare on families living in King County.  

Information that has been gathered to date:
· The history of King County’s former child care program, which ended in 2003.  
· The number of King County families who would likely need or use childcare.
· The availability of child care programs throughout the county.  
· The cost of childcare programs.
· What help is currently available for low-income families who need childcare during non-standard hours.  
· What resources are available to King County residents who need childcare.  

The Women’s Advisory Board plans to continue obtaining information on this issue through 2017 and into 2018.   


	Measures: 
· TBD
	





Recommendation 7: 
Increase representation of women in traditionally male fields. 

	Specific Actions
	Implementation Steps
	Timing
	Current Status

	Work to inform and recruit female candidates for apprenticeship opportunities. 
	· Continued work in transit vehicle maintenance to encourage more women to enter the field
· Meeting with the Joint Crafts Coalition (JCC) to create a plan to increase the number of women in the trades 
· Continuing research on how to implement efforts across the County 
	Fall 2015 and on-going
	King County is continuing efforts to increase the number of women in nontraditional employment fields.  

The Department of Transportation, Transit Division, has hired an apprenticeship manager who is working with Rail, Vehicle Maintenance, and Power and Facilities Leadership Teams to begin apprenticeship development in those sections.  The focus is on trades positions that have the most viability and urgency in the near-term.  One key goal is to increase gender diversity in Transit skilled trades positions. Together, the apprenticeship manager and these key sections are partnering to define placement targets and establish performance metrics. 

As this work develops, Transit has strengthened its partnership with Apprenticeship and Non-Traditional Employment for Women (ANEW’s) pre-apprenticeship program by hosting site visits and doing recruitment outreach to build a more diverse pipeline for apprenticeship pathways.  Additionally, Transit has entered into a Memorandum of Agreement with ANEW to provide additional support services to women hired into non-traditional employment areas. 

Transit also continues its Blue Collar Intern program, which exposes local trade school students to careers in Transit and offers valuable on-the-job learning experiences.  Since its inception in 2014, this gender-diverse trades pipeline has increased diverse placements into ‘feeder’ jobs that can lead to consideration for Transit’s Mechanic Apprenticeship Program.  It is expected that over the next 2-5 years that Transit will have created a pipeline of well-qualified, gender-diverse candidates to draw from for competitive placement into journey-level apprenticeship programs.


	Encourage and offer incentives to employers in King County to recruit and hire female employees in traditionally male fields. 
	Working through the “100% Talent” Initiative, King County plans to encourage pledging companies to increase the representation of women in traditionally male fields 
	Fall 2015 and on-going 
	King County actively participates in the countywide “100% Talent” Initiative, which strongly advocates for increased representation of women in traditionally male fields.  “100% Talent” is specifically working with their signatories in the Science, Technology, Engineering, and Mathematics (STEM) and Trades sectors. 

Additionally, King County is working to increase the number of women in nontraditional fields via public works projects.  More specifically, via the Women in Construction Apprenticeships and Priority Hire.

Women in Construction Apprenticeships  
The King County apprenticeship program sets requirements for the use of apprentices on certain public works projects.  The project duration and the total number of labor hours in specific trades are factors used to determine the required percentage of labor hours for work by apprentices.  In 2016, a total of thirty (30) women apprentices made up 11.7% percent of all apprentices participating in the Program.  Ten (10) minority women apprentices accounted for 2.6%.  The overall percentage of women apprentices in the County’s Apprenticeship program is higher than nationwide participation trends.  Nationally, women make up about 3% percent of the apprentices in the construction workforce; minority women comprise approximately 1% percent of this percentage. 

Priority Hire  
A projected labor shortage in the local construction workforce provides an opportunity for the County to address the workforce demand and opportunity gap by supporting the hiring of residents who live in economically distressed areas of King County based on priority hiring ZIP codes that are determined by economic criteria.  Commonly referred to as “Priority Hire,” this workforce development strategy will leverage the success of the County’s apprenticeship program that in recent years has achieved higher participation rates for women apprentices.  Priority Hire is a workforce policy strategy designed to prioritize local workers living in economically disadvantaged areas for inclusion on King County construction projects, creating access to training and employment within the construction workforce.

Finally, King County participates as a member of the Regional Public Owners (RPO) Group to diversify and increase entry for women into the construction trades by:
· Expanding the number of apprenticeship training slots.
· Increasing retention rates for women by identifying barriers and strategies to address them (e.g., Respectful Worksite).
· Incorporate Respectful Worksite language into county construction contracts and fund awareness training. 
· Support Respectful Worksite training for specific audiences (e.g., unions, contractors, Joint Apprenticeship Training Councils, etc.).


	Continue efforts to achieve a high percentage of female and minority owned businesses. 
	Work will continue 
	On-going 
	King County supports female and minority-owned businesses.  Our Contracting Opportunities Program applies incentives, set-asides, requirements and aspirational goals to solicitations for goods and services that give small businesses, including small businesses owned by minority, women and disadvantaged groups, a competitive advantage in winning county contracts.  

Women and Minority owned Businesses   
An important component of the County’s continuing inclusion efforts is to increase the number of certified Small Contractors and Suppliers (SCS) participating in its contracting opportunities.  In 2016, there were 2,598 certified SCS businesses in the county’s online SCS Directory.  Of this number, 324 representing 13% of these small businesses were owned by women; 314 or 12% of these firms businesses were minority-owned.


	Measures: 
· % of women in County lines of business that are “traditionally male” fields 
	The charts below that show the percentage and number of female employees in the four “traditionally male” Equal Employment Opportunity (EEO) categories at King County:

· Technicians (e.g., IT, plumbing, wastewater treatment, etc.)
· Skilled Crafts (e.g., carpenter, electrician, equipment operator, mechanic, rail, transit, etc.)
· Service Maintenance (e.g., truck driver, utility worker, transit and rail service worker, etc.)
· Protected Services (e.g., animal control, corrections, security positions, etc.)

The percentage of female employees that are in “traditionally male” job categories has remained fairly static since 2012; however, the number of female employees in those categories has increased significantly.  See below for additional details.  
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Although the percentage of female employees in the “traditionally male” job categories have fluctuated up and down since 2012, the net change has remained fairly static.  However, the number of female employees in “traditionally male” jobs has increased significantly.   The columns indicate the number of female employees in “traditionally male” jobs, and the line indicates the percentage of female employees in “traditionally male” jobs.  

· Beginning total percentage of female employees (2012, Q1) = 20.78%
· Ending total percentage of female employees (2018, Q1)       = 20.55%
· Beginning total number of female employees (2012, Q1) = 901
· Ending total number of female employees (2018, Q1)      = 1,520

[image: ]
Females appear to be leaving these jobs at a higher percentage than they are entering them.  Females account for approximately 24% of the hires last quarter, but account for approximately 27% of employees resigning and retiring last quarter.  
The graphs below show the percentage and number of women in each of the four “traditionally male” EEO categories at King County.
	Service Maintenance
· Beginning total percentage of female employees (2012, Q3) = 14.51%
· Ending total percentage of female employees (2017, Q3)       = 21.27%
· Beginning total number of female employees (2012, Q3) = 132
· Ending total number of female employees (2017, Q3)      = 870

	Technicians
· Beginning total percentage of female employees (2012, Q3) = 47.33%
· Ending total percentage of female employees (2017, Q3)       = 53.18%
· Beginning total number of female employees (2012, Q3) = 354
· Ending total number of female employees (2017, Q3)      = 234

	Protected Service
· Beginning total percentage of female employees (2012, Q3) = 20.97%
· Ending total percentage of female employees (2017, Q3)       = 20.45%
· Beginning total number of female employees (2012, Q3) = 343
· Ending total number of female employees (2017, Q3)      = 328

	Skilled Crafts
· Beginning total percentage of female employees (2012, Q3) = 6.92%
· Ending total percentage of female employees (2017, Q3)       = 6.98%
· Beginning total number of female employees (2012, Q3) = 72
· Ending total number of female employees (2017, Q3)       = 88


[image: ]
The Technician category has had the most steady percentage improvement.  
Whereas the Service Maintenance category has had the most significant increase of numbers of female employees.  
Although the percentage of women in “traditionally male” positions hasn’t changed much, recent efforts (see recommendation #7 above) to increase the percentage of female new hires into the “traditionally male” jobs has proved successful.  Since the beginning of 2015, the percentage of female new hires has increased in these categories by more than 3% countywide from 21.1% to 24.26%.  While 3% may seem insignificant, that is a 15% improvement from 2015.  

· Beginning total percentage of female employees (2015, Q1) = 21.10%
· Ending total percentage of female employees (2017, Q3)       = 24.26%
· Beginning total number of female employees (2015, Q1) = 46
· Ending total number of female employees (2017, Q3)      = 90

[image: ]

The total number of employees (both male and female) in the “traditionally male” categories has increased significantly since 2012.
· Total number of employees in “traditionally male” categories in 2012 = 4,335
· Total number of employees in “traditionally male” categories in 2017 = 7,396
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