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Presentation Notes
Melissa Keeley, HR Manager,  I have about 10 slides prepared for you.  If you want to stop me and ask questions as I go please feel free.  



HR Staff  

• Leadership Retirements
HR Manager – 2021
Associate Manager – 2020

• HR Representative (Generalist) Model – 5 FTEs
Assigned to specific departments
Broad range of duties: recruitment, onboarding, benefits, leaves, compensation, 

performance management, training, and labor relations

• Office Coordinator
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Presentation Notes
HR Division has acquired new leadership in the last year.  Donnie LaPlante was hired in April of 2021 as Associate Manager.  He worked at Skagit County HR for 8 years before joining us.  I began the role as HR Manager in September of 2021.  While I’m still new to the manager role, I’m not new to Whatcom County HR.  I had the pleasure of working for our former manager, Karen Goens, for 22 years.  I spent 16 years as an HR Rep, 4 years as a Special Projects Manager, and most recently I was the Employee Relations Manager.  Due to vacancies and leaves, HR has worked with 70% of our staffing capacity since July 2020 during a period of time when we’ve been extraordinarily busy.  I’ve been focused on trying to stabilize our staff to meet the County’s needs which included a request for an additional HR Rep in the midbiennium budget.  We hope to be fully staffed by June.  Overall we have a really excellent and talented team in HR with lots of longevity and I’m excited about what we will be able to accomplish.  



HR Workload Factors
YEAR FULL-TIME FTES SEPARATIONS JOB FILLS WORKERS’ 

COMP CLAIMS

2021 *918.3 107 128 52

2020 891.3 73 59 41

2019 873.5 74 89 52

2018 861.2 67 105 54

2017 852 68 59 64

2016 838.7 47 69 59

2015 830.2 71 81 48

2014 811.8 58 61 76

2013 811.3 60 96 60

2012 821.5 50 62 63
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This data reflects regular full-time positions only.  It doesn’t account for the temporary employment that supplements our regular workforce.  Temporary job fills tend to run about half of what the regular job fills are. The selective hiring freeze kept job fills down to 59 in 2020.  We’ve seen a dramatic uptick in job fills as well as an increase in separations. Overall number of 918.3 employees is up 3% at the end of 2021 over the prior year. 33.6 more positions have been added in 2022 through the midbiennium and 3 supplementals so our current authorized FTEs is 951.9. We’re currently at a 10% vacancy rate or about 90 positions and we’re really trying to help departments prioritize filling those vacant positions.



2021-2022 NEW FTEs
Date Ordinance # New FTEs Description

1/26/21 2021-002 1 Public Defender Deputy

3/23/21 2021-015 3 Custodians

5/18/21 2021-030 5 Public Health Nurses

9/14/21 2021-054 20 COVID - related court backlog and grant administration support

9/28/21 2021-057 1 Health – Prog. Specialist

11/23/21 2021-072 14.6 Mid-Biennium - Various

1/25/22 2022-004 2 Health – GRACE/LEAD Mgr. + Prog. Specialist

2/22/22 2022-016 14 LEAD/GRACE Program Staff

4/26/22 2022-040 3 Support for Financial System Upgrade + Senior Purchasing Coord.

63.6
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This shows the ordinances adopted to add 63.6 new positions.   The three bolded ordinances created special recruitment initiatives for us due to the number of positions involved.  We were grateful to have them spread out but they did occur back to back and impacted our capacity to serve our other customers during that time.  Our applicant pools are smaller, but we are still successfully filling most of our positions.  Recruitment takes time and there are many steps to complete.  Again, we’re working hard to get our vacant positions filled.  



Leadership Positions 
Vacated by Retirement

• 2021
 Health Officer
 HR Manager
 Human Services Manager
 Environmental Health Manager
 Assistant Chief Prosecuting Attorney
 Equipment Services Manager – Public Works
 Sheriff Patrol Sergeant
 Chief Civil Deputy - Sheriff

• 2020
 Health Director
 HR Associate Manager
Mental Health Court Program Manager
 Corrections Sergeant x 2
 Corrections Lieutenant
 Sheriff Patrol Sergeant
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Seeing a higher number of retirements than in previous years.  Losing institutional knowledge but also gaining opportunities for new talent.  We’ve been successful overlapping new external talent with outgoing staff when feasible.  We also work with departments who have talent in house to help them develop succession plans.  



Workforce by Age Bracket
2017 % 2019 % 2021 %

Ages 18-34 134 16% 145 17% 183 21%

Ages 35-49 316 39% 329 39% 358 41%

Ages 50-64 325 40% 319 38% 308 35%

Ages 65+ 42 5% 45 5% 27 3%

817 838 878
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We’re seeing some shifting across all age brackets.  An increase in the 18-49 years of age and a decrease in those 50 and above.  



Training & Development
• Leadership
Summit Law webinars provided by experienced labor attorneys

• Risk Management
Defensive Driving provided online by Evergreen Safety Council
Preventing Harassment and Discrimination
Safety Training: First Aid/CPR, Bloodborne Pathogens

• All Staff
Effective Communication and De-escalation Strategies – May 20
Situational Awareness and Verbal Swat – TBD for Fall 2022
Implicit Bias – TBD; researching trainers
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Our training program took a backseat out of necessity during the pandemic.  We had to really shift our efforts to address the needs of the Health Dept. and other COVID related work.  But recently we’ve launched a slate of high quality leadership training webinars offered by experienced labor attorneys from Summit Law.  Webinars are offered in both a live and on demand format and cover a variety of topics critical to effective supervision.  In addition, we provide defensive driving training to those who frequently drive as part of their employment.  And every new employee completes Preventing Harassment and Discrimination training.  We also offer a few all staff trainings each year.  This year’s focus is on communication and de-escalation strategies  as well as implicit bias.  



Collective Bargaining
INTEREST ARBITRATION ELIGIBLE

Union # Employees Expiration

Deputy 
Sheriff’s Guild

82 12/31/22

Teamsters 
Corrections

75 12/31/22

FOP Sheriff 
Management

6 12/31/24

FOP 
Corrections 
Management

3 (NEW) 12/31/24

NOT INTEREST ARBITRATION 

Union # Employees Expiration

Teamsters 
Master

499 12/31/22

WSNA (nurses) 22 12/31/22

IBU/MMP 
(Ferry)

12 12/31/22

PROTEC17 22 12/31/23

AFSCME Public 
Defenders
*scheduled for 
May 24 Council

21 (NEW) 13/31/24
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Collective Bargaining is a big part of our workload.  We’ve increased our union groups to a total of nine with new groups in the Sheriff and Public Defender.  Our professional labor negotiator is Dan Swedlow with Summit Law.  We have five agreements expiring at the end of the year representing a total of 690 employees.  We’ll begin that bargaining work in the Fall.  We’ll be bringing the new AFSCME agreement for the Public Defenders to you on May 24.    



Compensation
•Unrepresented Study 
190 leadership and professional positions 
Gallagher Benefit Services Inc. – nationwide human resources consulting firm
Administered survey to 14 comparable entities & analyzed results
Last formal survey completed 2016
Anticipate recommendations to simplify and modernize current salary structure as 

well as potential market adjustments
Final report pending and presentation TBD
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We’re nearing the end of a formal compensation study for our unrepresented employees.  We contracted with Gallagher Benefit Services to conduct the study.  Main objectives are to determine if County compensation is competitive with the relevant labor market and to review the current salary structure for internal pay equity and possible improvements.  We do anticipate receiving some recommendations to simplify and modernize our current salary structure in addition to potential market adjustments.  We anticipate having the final report by the end of the month and plan a presentation to you to share the full results.  



New Technology Tools
•DocuSign
Offers of Employment
New Hire Orientation Training & Acknowledgement
Collective Bargaining Agreements
Letters of Understanding

•JDE Software Upgrade to Enterprise One (Financial, Payroll, HR)
Compensation Management
Organizational Charts
Leave Administration
Employee Self-Service (benefits, leave requests, notifications)
Benefits Administration
Performance Management

•NEOGOV Recruitment Software
 Leader in public sector with integration capability to Enterprise One
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Lastly, if there is a silver lining in the pandemic, for us it was the opportunity to use DocuSign.  DocuSign allows us to electronically route documents for esignatures to multiple parties.  It’s been a huge time saver and eliminates paper and mail services.  You’ve also heard Brad Bennett, Finance Manager, talk about the upcoming JD Edwards Upgrade project which is characterized mainly as the County’s financial system but has payroll and an HR Suite of services we are very anxious to get our hands on.  Access to these enhancements will provide great efficiencies to us.  And lastly we’ve purchased NEOGOV which is the premier applicant tracking system used in the public sector.  We hope to implement that this Summer and have it running by Fall.  Our contract with NEOGOV gives us access to automatically post all our jobs on govermentjobs.com which is touted as the #1 public sector job board.  



Questions


	�Human Resources (HR) �Report to Council
	HR Staff 
	HR Workload Factors
	2021-2022 NEW FTEs
	Leadership Positions �Vacated by Retirement
	Workforce by Age Bracket
	Training & Development
	Collective Bargaining
	Compensation
	New Technology Tools
	Questions

