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AGRE,EMENT BETWEEN

KING COUNTY

AND

WASHINGTON STATE COUNCIL OF COUNTY AND CITY EMPLOYEES

LOCAL 1652R

PREAMBLE

These Articles constitute an agreement between King County (County) and the Washington

State Council of County and City Employees (WSCCCE), Local 1652-R (Union). This Agreement

shall be subject to approval by ordinance by the Metropolitan King County Council.

The County and the Union, by mutual agreement, acknowledge the importance of a

participative workplace in the Hazardous Waste and Industrial Waste Units. In the spirit of

participation, management and labor in each work unit are committed to working together to establish

internal policies, procedures, expectations and standards, with the purpose of instilling and preserving

a culture of cooperation and partnership and to meet the business needs of the Hazardous Waste and

Industrial Waste Units.

ARTICLE 1: PURPOSE

Section 1. The purpose of this Agreement is to promote the continued improvement of the

relationship between the County and the Union. The articles of this Agreement set forth the wages,

hours, and other working conditions for the bargaining unit employees.

Section 2. Allwords under this Agreement shall have their ordinary and usual meaning

except those words that have been defined under K.C.C. 3.12, as amended.

ARTICLE 2: UNION RE,COGNITION AND MEMBERSHIP

Section 1. The County recognizes the Union, as the exclusive bargaining representative of all

employees, except confidential employees, whose job classifications are listed in the attached

Addendum "A".

Section 2. It shall be a condition of employment that all employees covered by this

Agreement who are members of the Union in good standing on the effective date of this Agreement

Wasningto" Stote Council of County and City Employees, Council 2, Local 1652R - Industrial and Hazardous Waste
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shall remain members in good standing or pay an agency fee to the Union in lieu of membership.

Employees who are not members on the effective date of this Agreement, shall become and remain

members in good standing in the Union or pay an agency fee to the Union in lieu of membership

within thirty days of the effective date of this Agreement. It shall also be a condition of employment

that all employees covered by this Agreement and hired or assigned into the bargaining unit after its

effective date shall, on the thirtieth day following the beginning of such employment, become and

remain members in good standing in the Union or pay an agency fee in lieu of membership.

Section 3. An employee who objects to membership in the Union on the grounds of a bona

fide religious objection shall pay an amount of money equivalent to regular union dues to a non-

religious charitable organization mutually agreed upon by the employee affected and the bargaining

representative to which such employee would otherwise pay the dues. The employee shall fumish

written proof that such payrnent has been made.

Section 4. Failure by an employee to abide by the above provisions shall constitute cause for

discharge of such employee; provided, however, it shall be the responsibility of the Union to notifi

the County in writing when it is seeking discharge of an employee for noncompliance with Section 2

and Section 3 of this Article. When an employee fails to fulfill the union security obligations set

forth within this Article, the Union shall forward a "Request for Discharge Letter" to the Department

of Natural Resources and Parks ("department") Human Resources Manager (with copies to the

affected employee and the Department of Executive Services). Accompanying the discharge letter

shall be a copy of the letter to the employee from the Union explaining the employee's obligation

under either Article 2, Section 3 or Section 4.

The contents of the "Request for Discharge Letter" shall specifically request the discharge of

the employee for failure to abide by Section 3 or Section 4 of this Article, but provide the employee

and the County with thirty (30) calendar days' written notification of the Union's intent to initiate

discharge action, during which time the employee may make restitution in the amount which is

overdue. Upon receipt of the Union's request, the department's Human Resources Manager shall

give notice in writing to the employee, with a copy to the Union and the Office of Labor Relations

(OLR) that the employee faces discharge upon the request of the Union at the end of the thirty (30)-

aCityEmployees,Council2,Local1652R-IndustrialandHazardousl{aste
January 1, 2015 through December 31, 2016
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calendar day period noted in the Union's "Request for Discharge Letter" and that the employee has an

opportunity before the end of said thirty (30)-calendar day period to present to the department's

Human Resources Manager any information relevant to why the Department should not act upon the

Union's written request for the employee's discharge.

In the event the employee has not yet fulfilled the obligation set forth within Section 3 or

Section 4 of this Article within the thirty (3O)-calendar day period noted in the "Request for

Discharge Letter," the Union shall thereafter reaffirm in writing to the Department's Human

Resources Manager with copies to the affected employee and the OLR, its original written request for

discharge of such employee. Unless sufficient legal explanation or reason is presented by the

employee why discharge is not appropriate or unless the Union rescinds its request for the discharge

the County shall, as soon as possible thereafter, effectuate the discharge of such employee. If the

employee has fulfilled the union security obligation within the thirty (30)-calendat day period, the

Union shall so notifu the Department's Human Resources Manager in writing, with a copy to the

OLR and the affected employee. If the Union has reaffirmed its request for discharge, the

Department's Human Resources Manager shall notiff the Union in writing, with a copy to the

Director of OLR and the affected employee, that the department effectuated, or that the department

has not discharged the employee, setting forth the reasons why it has not done so.

Section 5. Upon receipt of written authorization individually signed by a bargaining unit

employee, the County shall have deducted from the pay of such employee the amount of dues as

certified by WSCCCE and shall transmit the amount to WSCCCE.

Section 6. The Union will indemnifu and hold the County harmless against any claims made

and against any suit instituted against the County on account of any provision herein. The Union

agrees to refund to the County any amounts paid to it in error upon presentation of proper evidence

thereof.

Section 7. The County will transmit to the Union, upon written request, a current listing of all

employees in the bargaining unit no more than twice ayear. Such list shall indicate the name of the

employee, position, job classification, department and work unit.

Section 8. The following types of employees are covered under this Agreement:

Employees,Council2,Local1652R.IndustriqlandHazardousWaste
January l, 2015 through December 31,2016
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A. Full-Time Regular Employee: An employee who is appointed to a budgeted

career service position to work in other than a temporary status for forty (40) hours per week, and is

not serving a probationary period.

B. Part-Time Regular Employee: An employee who is appointed to a budgeted

ca.reer service position to work on other than a temporary status for at least twenty (20) hours but less

than forty (40) hours per week, and is not serving a probationary period.

C. Temporary Employee: An employee hired when additional work requires a

temporarily augmented work force, or in the event of an emergency, or to fill in for the absence of a

regular employee, or to fill a vacancy in a regular career service position for a short period while said

position is waiting to be filled by a regular employee, for less than 1040 hours in a calendar year.

D. Term-Limited Temporary Employee: A temporary employee who is employed

in a term-limited temporary position with work related to a specific grant, capital improvement

project, information systems technology project, or other non-routine, substantial body of work, or

placed in a regular position to back fill during a career service employee's absence such as extended

leave or assignment to a time-limited project, for a period greater than six months. Term-limited

temporary employees are not members of the career service, and may not be employed in term-limited

temporary positions longer than three years from the date of hire unless extended for up to five years

as provided in the King County Code.

E. Probationary Employee: An employee appointed to a regular career service

position who is serving a probationary period as provided in Article 18 of this Agreement.

F. Provisional Employee: An employee appointed to a regular career service

position in the absence of a list of certified candidates. Provisional appointments are limited to six

months. Provisional employees are considered to be temporary employees.

Section 9. Temporary employees shall be paid for all hours worked at the first pay step of the

hourly rate of pay set forth in Addendum A covering the classification of work in which he/she is

employed. Any exception must be approved in writing by the Hazardous Waste Program Manager or

the Industrial Waste Program Manager with notice to the Union.

Section 10. The Employer shall not use temporary or term-limited temporary employees to

"yees, 
Council 2, Local 1652R - Industrial and Hazardous Waste
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supplant regular career service positions in the bargaining unit.

ARTICLE 3: RIGHTS OF MANAGEMENT

The management of the County and the direction of the work force are vested exclusively with

the County. Except as may be limited by the express written terms of this Agreement, all matters,

including but not limited to:

o Determination of staffing levels, recruitment, examination, selection, hiring,

appointment, promotion, transfer and training employees of its choosing;

o Discipline of regular employees for just cause;

o Assignment and direction of the work including the assignment of overtime work;

o Establishment of work rules;

o Development and modification of classification specihcations, allocation of

positions to those classifications, assignment of employees to those positions;

o Determination of performance standards/specifications and evaluation against them;

o Determination of work schedules;

o Determination of the location of facilities;

o Determination of the services to be provided and the methods, processes and means

for providing those services;

shall remain the exclusive right of the County for the duration of this Agreement.

ARTICLE 4: WORI( STOPPAGES AND EMPLOYER PROTECTION

Section 1. The County and the Union agree that the public interest requires efficient and

unintemrpted performance of all County services and to this end pledge their best efforts to avoid or

eliminate any conduct contrary to this objective. Specifically, the Union shall not cause or condone

any work stoppage, including any strike, slowdown, or refusal to perform any customarily assigned

duties, sick leave absence which is not bona fide, or other interference with County functions by

employees under this Agreement, and should same occur, the Union agrees to take appropriate steps

to end such interference. Any concerted action by any employees in the Union shall be deemed a

work stoppage if any of the above activities have occurred.

Section 2. Any employee participation in such work stoppage or in other ways committing an

nes, Council2, Local 1652R- Industrial and Hazardous lMaste
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act prohibited in this article shall be considered absent without authorized leave and shall be

considered to have resigned.

ARTICLE 5: EMPLOYEE RIGHTS

Section L.

A. The County may reprimand, suspend, demote, or discharge a regular employee for

just cause except as provided in Article 18, Section 3 (regarding trial service).

B. If the County issues disciplinary action against a regular employee, the employee

shall be apprised of his/her rights of appeal with regard to discipline or discharge as provided for in

the Grievance Procedure of this Agreement.

Section 2. Probationary, provisional, temporary and term-limited temporary employees are

employed at-will and may be disciplined and discharged as determined by the County and have no

right of appeal with regard to discipline or discharge as provided for in the Grievance Procedure of

this Agreement.

ARTICLE 6: NON.DISCRIMINATION

Section 1. The County or the Union shall not unlawfully discriminate in employment on the

basis of race, color, religion, national origin, age, creed, marital status, sex, sexual orientation, union

activity, or on the presence of a sensory, mental or physical disability.

Section 2. Avenue of Redress: Complaints arising under this Article may be pursued

through appropriate equal employment opportunity agencies of the Federal, County, City or State.

Issues of this nature may be concurrently pursued through Step 3 of the Agreement's grievance

procedure.

ARTICLE 7: UNION REPRESENTATION

Section 1. Authorized representatives of the Union may, after notiffing the County official in

charge, visit the work location of employees covered by this Agreement at any reasonable time for the

pu{pose of investigating grievances.

Section 2. The Union will elect a shop steward per each work unit. The department shall be

furnished with the name of the stewards so elected. The stewards shall see that the provisions of this

Agreement are observed and shall be allowed reasonable time to perform these duties during regular

W^hinpton Stot" Council of County and City Employees, Council 2, Local 1652R - Industrial and Hazardous Waste
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working hours.

Section 3. Where allowable, the County shall make available to the Union any meeting space,

rooms, etc., for the purpose of conducting Union business, where such activities would not interfere

with the normal work of the County, provided however, the Union may not hold mass meetings in

such facilities.

Section 4. Written policies, rules, or directives affecting the terms and conditions of this

Agreement shall be provided to the Union upon request.

Section 5. The Union may post on County or Union bulletin boards official Union material

providing there is sufficient space beyond what is required by the County for "normal" operations.

Section 6. The Union may use email for incidental communication which is infrequent or

brief in duration. The content of the email shall be consistent with the requirements of the King

County Email Usage Policy and any modifications thereto.

ARTICLE 8: HOURS OF WORK

Section 1. The standard workweek shall be based on a forly hours schedule.

Section 2. The division shall establish work schedules that may be changed from time-to-

time.

Section 3. The work unit manager and an employee may agree to establish an alternative

and/or flex schedule. The work unit manager reserves the right to cancel or change such schedules to

meet business needs.

Section 4. Overtime and Compensatory Time:

A. All work performed in excess of forty (40) hours in any work week by overtime

eligible employees shall be considered as overtime and shall be either paid for at the overtime rate of

one and one-half (l-1l2) times the hourly regular rate of pay or shall be accrued as compensatory time

at the rate of time and one-half. An employee is not required to accept compensatory time in lieu of

overtime pay unless the employee agrees to this arrangement before the employee performs the

overtime work.

B. An employee's accrued compensatory time balance must not exceed 80 hours at

any time. An attempt will be made to use compensatory time during the year in which it is accrued

lryees, Council 2, Local 1652R- Industrial qnd Hazardous l(aste
January 1, 2015 through December 31, 2016
275C01 I 5
Page 7



I

2

3

4

5

6

7

8

9

10

11

t2

13

t4

15

t6

t7

18

19

20

2l

",,,

23

24

25

26

27

28

unless this is not feasible due to work demands. The employee may then request the carryover of all

hours of accrued compensatory time to the following calendar year. Compensatory hours that have

been carried over must be used within the new calendar year. An employee who has requested the

use of compensatory time shall be permitted to use such time within a reasonable period after making

the request unless there is an exceptional business need that would require the employee to remain at

work.

C. Overtime eligible employees may make necessary adjustments, when approved by

the work unit manager, in their normal work hours required to fulfill their job responsibilities within a

forty (40)-hour week without overtime compensation.

D. Thirty (30) calendar days advance notice will be given an employee prior to the

implementation of an involuntary change in the employee's regular schedule, except in cases of

emergency

Section 5. Employees covered by this Agreement that are employed in a bona fide executive,

administrative or professional capacity and in turn are exempt from overtime payments under the

Federal Fair Labor Standards Act (FLSA) are expected to work the hours necessary to satisfactorily

perform their jobs. However, FLSA exempt employees are eligible to receive Executive Leave

pursuant to the King County Executive Leave Pay and Leave Practices for Exempt Executive,

Administrative, and Professional Employees (Executive Policy PER 8-1-2 (AEP).

Section 6. Standby Duty: Whenever an employee is placed on standby duty, the employee

shall be available to respond to emergency calls and, when necessary, retum immediately to work.

Employees who are placed on standby duty shall be paid at arate of ten (10) percent of the

employees' straight time hourly rate of pay for all hours assigned. When an employee is required to

return to work while on standby duty, the standby shall be discontinued for the actual hours on work

duty and compensation shall be provided in accordance with this Article. FlSA-exempt employees

shall not be eligible for standby pay.

Section 7. Call-in Pay: Employees who are called into work on an unscheduled basis, or

after completion of hislher regular shift or workweek, or because of an emergency, outside of

established work hours, shall be paid at time and one-half (l-ll2) for the actual hours worked, with a

i.tyEmployees,Council2,Local1652R-IndustrialandHazardousWaste
January 1, 2015 through December 31, 2016
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minimum of three (3) hours. FlSA-exempt employees shall not be eligible for call-in pay.

Section 8. Telecommuting: In the interest of attracting and retaining a diverse and talented

workforce, reducing costs, and meeting policies and regulations such as the Commute Trip Reduction

law, the County and the Union agree that the County's Telecommuting Policy, and any modifications

thereto, shall apply to employees covered under this Agreement.

ARTICLE 9: HOLIDAYS

Section 1. Regular, probationary, provisional and term-limited temporary employees shall be

granted the following holidays with pay:

New Year's Day January lst

Martin Luther King, Jr., Day Third Monday in January

Presidents'Day Third Monday in February

Memorial Day Last Monday in May

Independence Day July 4th

Labor Day First Monday in September

Veteran's Day November l lth

Thanksgiving Day Fourth Thursday in November

Day after Thanksgiving

Christmas Day December 25th

Two (2) Personal Holidays

and any special or limited holidays as declared by the president or governor, and as approved

by the Metropolitan King County Council (Council).

Section 2. For holidays falling on a Saturday, the Friday before shall be a paid holiday. For

holidays falling on a Sunday, the Monday following shall be a paid holiday.

Section 3. One personal holiday shall be added to the vacation leave bank in the pay-period

that includes the first day of October and one personal holiday will be added in the pay-period that

includes the first day of November of each year. Regular, provisional, probationary and term-limited

lryees, Council 2, Local 1652R - Industrial and Hazardous Waste
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temporary employees who work a part-time schedule shall receive the paid leave pro-rated to reflect

their normally scheduled workday.

Section 4. An employee eligible for holiday pay must be in pay status on the scheduled

workday prior to and after the holiday to be eligible for holiday pay.

Section 5. Holiday Pay for Overtime Eligible Employees:

A. Alternative Work Schedule: Employees scheduled to work an alternative work

schedule, such as four ten-hour days, shall be granted no more than ninety-six (96) holiday hours

(includes Personal Holidays) per year and proportional (pro-rated) for benefit eligible part-time

employees. Employees working alternative work schedules whose division closes on a designated

holiday shall be allowed to cover the hours beyond the normal holiday allowance by using accrued

vacation or compensatory time, or by mutual agreement with the work unit manager, shall be allowed

to work to make up the hours during that same work week, or take leave without pay. In no event

will the rescheduling of hours in this manner be allowed if the resulting hours of work will result in

overtime pay.

B. Holiday on Regular Day Off: When a holiday falls on an eligible employee's

regularly scheduled day off, the employee will have the option of receiving the holiday pay at the

straight time rate in the same pay period, or of converting and banking the holiday hours as

compensatory time at the straight time rate for use after the actual holiday.

C. Work on a Holiday: An employee, who, because of workload, is required or

authorized to work on a holiday, will be paid for the hours worked in addition to the holiday pay.

Such pay will be at the employee's regular rate unless overtime provisions apply. Alternatively, the

employee may elect to receive compensatory time off for the hours worked on the holiday. The

employee will be paid or earn compensatory time for the hours worked, according to overtime

provisions.

ees, Council 2, Local 1652R - Industriql and Hazardous Waste
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ARTICLE 10: VACATION

Section L. Regular, probationary, provisional and term-limited temporary employees shall

accrue vacation leave for each hour in pay status exclusive of overtime as described in the following

table:

Full Years of Service

Maximum
Total
Davs

Hourly
Accrued

Rate

Upon hire through end of Year 5 t2 0.046t6

Upon beginning of Year 6 t5 0.05770

Upon beginning of Year 9 16 0.06rs4

Upon beginning of Year 11 20 0.07693

Upon beginning of Year 17 2l 0.08077

Upon beginning of Year 18 22 0.08462

Upon beginning of Year 19 23 0.08847

Upon beginning of Year 20 24 0.09231

Upon beginning of Year 2l 25 0.09616

Upon beginning of Year 22 26 0.10000

Upon beginning of Year 23 27 0.1038s

Upon beginning of Year 24 28 0.10770

Upon beginning of Year 25 29 0.11154

Upon beginning of Year 26

and beyond

30 0.il539

Section 2. Employees eligible for paid leave shall accrue vacation leave from their date of

hire in a paid leave eligible position.

Section 3. Employees eligible for paid leave shall not be eligible to take or be paid for

vacation leave until they have successfully completed their first six months of County service in a

paid leave eligible position, and if they leave County employment prior to successfully completing

dcityzmployees,Council2,Local1652R-IndustriqlandHazardousWaste
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their first six months of County service, shall forfeit and not be paid for accrued vacation leave.

Section 4. Employees eligible for paid leave shall be paid for accrued vacation leave to their

date of separation up to the maximum accrual amount if they have successfully completed their first

six months of County service in a paid leave eligible position. Payment shall be the accrued vacation

leave multiplied by the employee's regular base rate of pay in effect upon the date of leaving County

employment less mandatory withholdings.

Section 5. The manager shall be responsible for establishing a vacation schedule in such a

manner as to achieve the most efficient functioning of the unit.

Section 6. Employees eligible for paid leave may accrue up to sixty days vacation prorated to

reflect their normally scheduled workday. Employees must use vacation leave in excess of the

maximum amount on or before the last day of the pay period that includes December 31 of each year.

Failure to use vacation leave beyond the maximum accrual amount will result in forfeiture of the

vacation leave beyond the maximum amount unless the division manager has approved a carryover of

such vacation leave because of cyclical workloads, work assignments or other reasons as may be in

the best interests of the County.

Section 7. Employees eligible for paid leave shall not use or be paid for vacation leave until it

has accrued and such use or payment must be consistent with the provisions of this Article.

Section 8. No employee eligible for leave shall work for compensation for the County in any

capacity during the time that the employee is on vacation leave.

Section 9. In cases of separation from County employment by death of an employee with

accrued vacation leave and who has successfully completed his/her first six months of County service

in a paid leave eligible position, payment of unused vacation leave up to the maximum accrual

amount shall be made to the employee's estate, or, in applicable cases, as provided for by state law,

RCW Title I 1.

Section 10. If a regular employee resigns from County employment or is laid off and

subsequently retums to County employment within two years from such resignation or lay off, as

applicable, the regular employee's prior County service shall be counted in determining the vacation

leave accrual rate under Section 1.
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Section 1L. For employees covered by the overtime requirements of the Fair Labor Standards

Act, vacation leave may be used in one-half hour increments, at the discretion of the manager.

Section 12. Requests for vacation leave shall be made in advance, with as much notice to the

supervisor as practicable. Timely requests will not be unreasonably denied. It is understood that last

minute emergencies or unforeseen circumstances may preclude timely requests and in such instances

the supervisor and employee are expected to work together to meet both employee and business

needs.

ARTICLE 11: SICK LEAVE

Section 1. Regular, probationary, provisional and term-limited temporary employees shall

accrue sick leave benefits at the rate of 0.04616 hours for each hour in pay status excluding overtime.

Employees shall accrue sick leave from their date of hire in a leave eligible position. The employee is

not entitled to sick leave if not previously earned.

Section 2. During the first six (6) months of service in a paid leave eligible position,

employees eligible to accrue vacation leave may, at the manager's discretion, use any accrued days of

vacation leave as an extension of sick leave. If an employee does not work a full six (6) months in a

paid leave eligible position, any vacation leave used for sick leave must be reimbursed to the County

upon termination. To the extent that the Washington State Family Care Act provides a greater benefit

than the provisions of this Agreement, the Washington State law will apply.

Section 3. There shall be no limit to the hours of sick leave benefits accrued by a paid eligible

employee.

Section 4. Division management and employees are responsible for the proper administration

of the sick leave benefit. Verification of illness from a licensed practitioner may be required by

division management for any requested sick leave absence, or to substantiate the health condition of

the employee or family member for leave requests.

Section 5. Separation from or termination of County employment shall cancel all sick leave

accrued to the employee as of the date of separation or termination. Should a regular employee resign

in good standing, be separated for nondisciplinary medical reasons, or be laid off due to lack of work,

funds, or efficiency reasons, and return to County employment within two years, accrued sick leave
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shall be restored. Restoration shall not apply where the former employment was in a term-limited

temporary position.

Section 6. Employees eligible to accrue paid leave and who have successfully completed at

least five years of County service and who retire as a result of length of service or who terminate by

reason of death shall be paid, or their estates paid for as provided for by RCW Title 11, as applicable,

an amount equal to thirty-five percent of their unused, accumulated sick leave multiplied by the

employee's rate of pay in effect upon the date of leaving County employment less mandatory

withholdings.

Section 7. Anemployee who has exhausted all of his/her sick leave may use accrued vacation

leave as sick leave before going on leave of absence without pay, if approved by the manager. To the

extent that the Washington State Family Care Act provides a greater benefit than the provisions of

this Agreement, the Washington State law will apply.

Section 8. For employees covered by the overtime requirements of the Fair Labor Standards

Act, sick leave may be used in one-half hour increments, at the discretion of the manager.

Section 9. Bargaining unit members shall be covered under the provisions of K.C.C.3.12.220

(King County Family and Medical Leave), and any amendments thereto. This coverage includes, but

is not limited to, eligibility requirements, terms, conditions, and restrictions.

Section 10. To the extent that the Washington State Family Care Act provides a greater

benefit than the provisions of this Agreement, the Washington State law will apply.

ARTICLE 12: PAID LEAVES

Section 1. Donation of Leaves: Donation of vacation leave hours and donation of sick leave

hours.

A. Vacation leave hours.

1. Any employee eligible for paid leave benefits may donate a portion of his or

her accrued vacation leave to another employee eligible for leave benefits. Such donation will occur

upon written request to and approval of the donating and receiving employee's department

director(s), except that requests for vacation donation made for the purposes of supplementing the

sick leave benefits of the receiving employee shall not be denied unless approval would result in a
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departmental hardship for the receiving department.

2. The number of hours donated shall not exceed the donor's accrued vacation

credit as of the date of the request. No donation of vacation hours shall be permitted where it would

cause the employee receiving the transfer to exceed his or her maximum vacation accrual.

3. Donated vacation leave hours must be used within ninety calendar days

following the date of donation. Donated hours not used within ninety (90) days or due to the death of

the receiving employee shall revert to the donor. Donated vacation leave hours shall be excluded

from vacation leave payoff provisions contained in this chapter. For purposes of this section, the first

hours used by an employee shall be accrued vacation leave hours.

B. Sick leave hours.

1. Any employee eligible for paid leave benefits may donate a portion of his or

her accrued sick leave to another employee eligible for leave benefits upon written notice to the

donating and receiving employee' s department director(s).

2. No donation shall be permitted unless the donating employee's sick leave

accrual balance immediately subsequent to the donation is one hundred (100) hours or more. No

employee may donate more than twenty-five (25) hours of his or her accrued sick leave in a calendar

year.

3. Donated sick leave hours must be used within ninety (90) calendar days.

Donated hours not used within ninety (90) days or due to the death of the receiving employee shall

revert to the donor. Donated sick leave hours shall be excluded from the sick leave payoff provisions

contained in this chapter, and sick leave restoration provisions contained in this chapter. For

purposes of this section, the first hours used by an employee shall be accrued sick leave hours.

C. All donations of vacation and sick leave made under this chapter are strictly

voluntary. Employees are prohibited from soliciting, offering or receiving monetary or any other

compensation or benefits in exchange for donating vacation or sick leave hours.

D. All vacation and sick leave hours donated shall be converted to a dollar value

based on the donor's straight time hourly rate or salary at the time of donation. Such dollar value will

then be divided by the receiving employee's hourly rate or salary to determine the actual number of
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hours received. Unused donated vacation and sick leave shall be reconverted based on the donor's

straight time hourly rate atthe time of reconversion.

Section 2. Leave - Organ Donors:

A. The division manager shall allow employees eligible for paid leaves who are

voluntarily participating as donors in life-giving or life-saving procedures such as, but not limited to,

bone marrow transplants, kidney transplants, or blood transfusions up to five (5) working days paid

leave provided;

1. The employee gives the division manager reasonable advance notice of the

need to take time off from work for the donation of bone mullrow, a kidney, or other organs or tissue

where there is a reasonable expectation that the employee's failure to donate may result in serious

illness, injury, pain or the eventual death of the identified recipient.

2. The employee provides written proof from an accredited medical institution,

organization or individual as to the need for the employee to donate bone marrow, a kidney, or other

organs or tissue or to participate in any other medical procedure where the participation of the donor

is unique or critical to a successful outcome.

B. Time off from work for the purposes set out above in excess of five (5) working

days shall be subject to leave policies in this Agreement.

Section 3. Bereavement Leave:

A. Employees eligible for paid leaves shall be entitled to three (3) working days of

bereavement leave per occurrence, due to death of members of their immediate family.

B. Employees eligible for leaves who have exhausted their bereavement leave, shall

be entitled to use sick leave in the amount of three (3) working days for each instance when death

occurs to a member of the employee's immediate family.

C. In the application of any of the foregoing provisions, when a holiday or regular day

off falls within the prescribed period of absence, it shall not be charged against the employee's sick

leave account nor bereavement leave credit.

D. For the purpose of administering bereavement leave, immediate family means:

Employee's spouse or employee's domestic partner. The son; daughter; son-in-law; daughter-in-law;
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parent; grandparenU sibling; sibling-in-law; grandson; granddaughter of the employee, employee's

spouse or employee's domestic partner; or an individual whom the employee, employee's spouse or

employee's domestic partner stood in loco parentis to or an individual who stood in loco parentis to

the employee, employee's spouse or employee's domestic partner.

Section 4. School Volunteers: Employees eligible for paid leaves shall be allowed the use

of up to three days of sick leave each year to allow employees to perform volunteer services at the

school attended by the employee's child provided; employees requesting to use sick leave for this

purpose shall submit such request in writing speciffing the name of the school and the nature of the

volunteer services to be performed.

Section 5. Jury Duty: Employees eligible for paid leaves who are ordered on a jury shall be

entitled to their regular County pay; provided, that fees for such jury duty are deposited, exclusive of

mileage, with the Finance and Business Operations Division of the Department of Executive

Services. Employees shall report back to their division manager or designee when dismissed from

jury service.

Section 6. Leave Examinations: Employees eligible for paid leaves shall be entitled to

necessary time off with pay for the purpose of participating in County qualifuing or promotional

examinations. This shall include time required to complete any required interviews.

ARTICLE 13: WORI( OUTSIDE-OF-CLASSIFICATION

Section 1. It is understood by the parties that an employee may be assigned in writing to

perform the preponderance of the duties of a higher classification in the bargaining unit by the

division manager/designee.

Section 2. Anemployee assigned in writing by hislher manager/designee to a higher

classification will be paid at the first step of the range assigned to the higher classification or at a step

that most closely approximates five percent above the employee's salary prior to the assignment,

whichever is higher.

' Section 3. Outside of classification assignments for less than one day will not be

compensated at the higher rate. One day or more will be compensated at the higher rate.

Section 4. If the employee is required to work out-of-class for more than sixty (60) days the

a, Council 2, Local 1652R - Industrial and Hazardous llaste
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Union may request a meeting for the sole purpose of clariffing why the employee is still working out-

of-class.

Section 5. An employee assigned in writing to perform work of a lower classification will be

paid at their regular rate of pay or salary for the period of the assignment.

Section 6. Employees and supervisors will review the employee's classification

specifications at least annually. Requests to change an employee's classification will be made in

accordance with King County Personnel Guidelines.

ARTICLE 14: JOB PROGRESSION

The County and the Union agree that job progression remains an option for certain, mutually

agreed upon, classification series. If the County and the Union agreethat job progression is feasible

for a specific classification series, they may establish a joint labor/management committee to develop

the necessary protocol.

A. The County and the Union agree to meet to evaluate the protocol developed by the

committee(s). If the County and the Union agree to a designed job progression protocol for a

classification series, the job progression process will be implemented.

B. The step placement upon progression shall be according to the same rule for promotion.

C. Trial service shall not be required for employees that progress within a classification series

as a result of completing a job progression protocol.

D. The following job progression systems have been developed by a joint labor and

management committee and the criteria by which an employee may progress within the classification

series has been established in the specific protocols pertaining to such job progression systems. Any

changes to the established protocols must be developed and agreed upon by a joint labor and

management committee.

a. Health and Environmental Investigator II to a Health and Environmental

Investigator III (Job Progression System for Health and Environmental Investigator (HEI) II to III

dated October 8,2007.

b. Industrial Waste Compliance Investigator I to Industrial Waste Compliance

Investigator II dated February 21,2006.
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c. Industrial Waste Compliance Specialist I to Industrial Waste Compliance

Specialist II dated April2003.

ARTICLE 15: JOB POSTING

Section 1. Prior to the initiation of any open competitive process to fill a vacant bargaining

unit position or special duty assignment, job announcements will be posted in the usual and

customary manner within the bargaining units to ensure that non-probationary career service members

of the bargaining unit, including those on trial service, will know of the career service or special duty

openings that are available within their bargaining unit in order to have the opportunity to compete

for those positions.

Section 2. Those aforementioned career service members shall be the first group of

candidates to be considered for competitive appointment to the vacancy. The appointment will be

made on the basis of qualification, skill, and ability of those who are in competition for the vacancy.

Should none of the bargaining unit career service candidates have the qualifications, skill, and ability

to perform the job, the vacancy shall first be open to career service members on the recall list per

Article 17, Section 6 of this Agreement. If the vacancy is not filled per Article 17, Section 6 of this

Agreement then other non-probationary County employees in accordance with the King County

Workforce Management Plan will be considered for the vacancy.

Section 3. Finally, if an opening is subsequently advertised in an open competitive process,

where the qualifications, skill and ability of a bargaining unit employee and another applicant are

equal, the bargaining unit employee shall receive preference. The County retains sole discretion to

make determinations of ability and qualifications. Upon request, if a bargaining unit employee is not

selected, the County shall provide the Union a written explanation of why they were not hired in to

the position.

Section 4. The parties share a mutual interest in diverse interview panels that include

representatives of relevant stakeholder groups, including members of the bargaining unit. To the

extent practicable interview panels will reflect the diversity of the workplace and include bargaining

unit members and/or individuals outside of the bargaining unit with subject matter expertise.
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ARTICLE 16: CONTRACTING OF WORK

Section 1. The County agrees not to contract out work typically performed by currently

employed regular employees if the contracting of such work eliminates or reduces the normal (See

Article 8) workload of the bargaining unit. The County agrees that the contracting of work will not

result in layoffs.

Section 2. Nothing in this Article shall preclude the contracting out of work that has

historically been contracted out or shall preclude the Union from proposing alternatives for work that

has historically been contracted out.

Section 3. The County may enter into contract arrangements for circumstances that are

beyond the control of the County at the time action is required, and for projects which the County is

not reasonably able to provide the necessary tools, employees or equipment to perform the work. For

all other cases, the following shall apply:

A. Contracting out of work presently performed by bargaining unit employees shall

not be proposed until a work program has been completed which involves the bargaining unit in

exploring other alternatives to meet management goals.

B. Contracting out of work not presently performed by bargaining unit employees

shall not be proposed until the bargaining unit has been given the opportunity to offer proposals

involving bargaining unit members.

Section 4. Alt contracted work will be reviewed on a semi-annual basis by the County and

the Union to ensure compliance with this Article.

ARTICLE 17: REDUCTION IN FORCE

Section 1. In the event of a proposed reduction in force, the County will notiff the Union as

soon as possible of the pending layoffs of regular employees. The County and the Union shall meet

to discuss the reasons for layoffs, the time frame for the layoffs and extent of other impacts on the

workforce. The County and the Union agree that alternatives to layoffs will be explored prior to

invoking layoff procedures beginning under Section 3.
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Section 2. Altematives to layoffs, or strategies to help mitigate layoffs may include, but are

not limited to:

o Encourage employees to apply for positions in other areas not affected by reductions

in force or budget reductions.

o Temporarily place affected employees in vacant positions in other areas.

o Short and long term leaves of absence.

o Reduced work schedule(s).

o Job Sharing.

o Voluntary layoff.

o Loan out of employee(s) to an outside agency where the receiving agency agrees to

pay all wages benefits and associated cost to continued employment.

o Voluntary retirement.

Section 3. The County willnotifi, the Union of the County's determination of the

classification(s) and number of positions within said classifications that will be cut, based on, but not

limited to the work that will be reduced or eliminated.

Section 4. The County and the Union recognize the value of well-trained and experienced

regular employees, as well as their length of service. The County will use the following formula to

determine the regular employee layoff status.
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Lavoff Formula: 1
,, 3

l) Total Years of

Regular Service

within King

County / Metro:

Points

2) Years of Regular

Service within

Current

Bargaining Unit:
points

3) Total

Number of
Points

Total Years of Service - within King County / Metro:

o 15 or more

9.0 to less than 15

5.0 to less than 9.0

1.0 to less than 5.0

o Less than 1.0

Years of Service - within bargaining unit:

o 10 or more

7.0 to less than 10

2.0 to less than 7.0

1.0 to less than 2.0

On Probation

4 points

3 points

2 points

I point

0 points

4 points

3 points

2 points

l point

0 points

The order of layoff will be determined by the total number of points a regular employee

receives from the formula. The regular employee with the least number of points will be the first to

be laid off.

When two or more regular employees in a classification identified for layoff have the same

numerical score, the average of the regular employees' three most recent formally documented

performance evaluations will be used to determine the order of layoff. The regular employee(s) with

the lowest average will be the first to be laid off. In the event that two or more regular employees

have the same average score, the County will determine who will be laid off.
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Section 5. Once a decision for a reduction in force is made, the County will notiff the Union

and the affected regular employee(s) in writing at least thirty (30) days in advance of the effective

date of layoff.

Section 6. In addition to the County's recall policy under Workforce Management Plan, as

amended, a regular employee who is laid off will have recall rights to their previous classification for

two years from the date of layoff. Recall order will be based on laid-off last to be rehired first.

Section 7. Within fourteen (14) calendar days of receiving by certified mail the notice of

recall to their previous classification within the bargaining unit, the regular employee willnotiff the

County whether they will accept the recall. The County will consider the regular employee's failure

to respond to the notice of recall as a refusal. A regular employee who refuses to accept the recall

will be taken off the recall list. The County will, if it determines that there are warranting

circumstances, accept a late notification from a regular employee.

Section 8. A regular employee recalled to their previous classification within two (2) years

from the time of layoff will have any forfeited sick leave accruals and seniority restored.

Section 9. Provisional, temporary, probationary and term-limited temporary employees are

employed at-will and are not subject to these layoff procedures.

ARTICLE 18: PROBATION. TRIAL SERVICE AND PERFORMANCE APPRAISALS

Section 1. Purpose: Probation and trial service periods are working test periods and shall be

an integral part ofthe final career service selection process. Probation and trial service periods shall

be utilized as an opportunity to observe an employee's work performance, to train and aid the

employee in adjustment to the position, and to reject any employee whose work perforrnance or

conduct fails to meet required standards.

Section 2. Duration: The employment of all new (or initial), recalled, reinstated, promoted,

reclassified, transferred, and demoted employees shall be tentative and subject to a probation or trial

service period which starts upon the effective date of an appointment.

A. A probation period shall be required for all initial, recalled, or reinstated

employees and shall not be less than six (6) months of actual service.

B. A trial service period shall be required following a promotion, reclassification,
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demotion, or transfer and shall not be less than six (6) months of actual service.

C. A twelve (12) month probation or trial service period is required for the following

classifications:

1. Industrial Waste Compliance Investigator I

2. Industrial Waste Compliance Investigator II

3. Industrial Waste Compliance Investigator III

4. Industrial Waste Compliance Specialist III

5. Hazardous Waste Health & Environmental Investigator I

6. Hazardous Waste Health & Environmental Investigator II

D. Notwithstanding the requirements listed in2.A.-C., the County maintains the

exclusive right to extend or reduce the length of any probation or trial service period, however, the

probation or trial service period shall not exceed a maximum of twelve (12) months of actual service.

The employee and the local Union president will be notified of such extension or reduction, including

the duration of the extension or reduction, prior to the end of the initial probation or trial service

period.

1. In the event an employee is absent for more than two (2) consecutive work

weeks during a probation or trial service period, the completion date may be extended by an amount

of time equal to the length of the absence.

Section 3. Trial Service Reversion. An employee who does not successfully complete the

trial service period, or who requests to be retumed to his/her former position prior to the end of the

trial service period, will be restored to the employee's former position if such position is available.

However, other employees will not be removed to create avacancy for the employee. If the

employee's former position is not available, the employee will be terminated from employment and

his/her name will be placed on a recall list for a period of twelve (12) calendar months from the date

of termination.

Section 4. Removal. An employee may be terminated from employment at any time during

the probation period. Employees terminated during probation shall not have the right to grieve such

termination. Employees reverted or terminated during the trial service period shall not have the right
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to grieve such reversion or termination for failure to pass the trial service period.

Section 5. Recall List. Employees on the recall list will be notified, in order of seniority as

defined in Article 17, of aposition that is vacant in the same classification in the original unit from

which the employee was promoted or transferred. Notice of the vacancy shall be in writing, mailed to

the employee's last known address. If the employee fails to respond or declines the opportunity to

retum to his/her former program or unit, the employee's name shall be removed from the recall list.

1. Employees on the recall list described in this Article shall have first priority for

vacancies as described above. Vacancies that are not filled pursuant to procedures set forth in this

Article shall be filled in accordance with the County's designated priority of recall.

Section 6. Performance Appraisals. The County and the Union agree that the o'Performance

Appraisal Systems for the Industrial Waste andHazardous Waste Units of King County DNRP" dated

January 9,2009,the unit-specific documents, "Key Values and Norms for King County's Hazardous

Waste Management Unit" dated September 13,1999 and "Industrial Waste's Goals and Norms,"

dated July 12,2000 and any negotiated amendments to any of these documents, shall apply to

employees covered under this Agreement.

ARTICLE 19: TRAINING AND SAFETY STANDARDS

Section 1. The County and the Union agree that training and employee career development

can be beneficial to both the County and employees. Training, career development and educational

needs may be identified by both the County and by the employee(s). The County and Union

recognize the mutual benefit to be attained by affording training opportunities to employees and shall

provide information and access to training opportunities for its employees, within budgeted

appropriations. The training opportunities shall be guided by, but not limited to the overall objectives

of encouraging and motivating employees to improve and develop their personal capabilities.

Section 2. The County and its employees value a safe working environment and recognize

their mutual obligation to maintain safety standards set forth in applicable state and federal

regulations.

Section 3. Wastewater Treatment Division policies on safety shoes and safety shoes

vouchers, safety eyewear and safety prescription eyewear vouchers, hearing conservation, and
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respiratory protection programs, and amendments thereto, shall apply to employees covered under

this Agreement.

Section 4. The County shall investigate and analyze the need for ergonomic adjustments

requested by employees.

ARTICLE 20: GRIEVANCE PROCEDURE

Section 1. Intent: In the interest of continued good employee relations and morale, the

County and Union recognize the importance and desirability of settling grievances promptly and

fairly. To accomplish such, every effort will be made to settle grievances at the lowest possible level

of supervision. Further, employees who choose to utilize the procedure set forth in this Article will

be free from coercion, discrimination, or reprisal for seeking a resolution to their grievances.

Section 2. Definition: A grievance shall be defined as an alleged violation of any of the

express written terms of this Agreement.

Section 3. Pre-grievance process: The Union or employees believing that they have a

grievance are expected to attempt to resolve the issue with the appropriate unit leadership within

fourteen (14) calendar days of the occrurence of the event. Probationary employees shall not have the

right to pursue grievances over dismissal but shall be able to pursue grievances as otherwise provided.

Regular employees reverted during a probationary or trial service period shall not have the right to

pursue grievances over reversion but shall be able to pursue grievances as otherwise provided.

Section 4. Grievance process:

Step 1. An employee or the Union on behalf of the employee, may file a written

grievance with the Hazardous Waste Program Manager or Industrial Waste Program Manager within

fourteen (14) calendar days ofthe conclusion ofthe pre-grievance process or thirty (30) calendar days

of the occnnence of the event, whichever is sooner. TheHazardous Waste Program Manager or

Industrial Waste Program Manager shall meet with the employee, the Union Designee, the Division

Personnel Representative, and whoever else is appropriate for the purpose of addressing and resolving

the grievance. Both the Union and management agree to consult as appropriate and acquire expertise

as needed to resolve the grievance. The Hazardous Waste Program Manager or Industrial Waste

Program Manager, after consulting with the Division Director, shall issue a written response within

Washington State Council of County and City Employees, Council 2, Local 1652R - Industrial and Hazardous Waste
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thirty (30) calendar days of its receipt.

If at any point in the grievance process the Union determines that the grievance has no merit,

the grievance will be withdrawn.

Step 2. If the grievance is not resolved at Step 1, the grievance may be presented to

the King County Director of OLR within fourteen (14) calendar days after the conclusion of Step 1.

The Director of OLR or designee shall hear the grievance and respond in writing to the employee and

the Union representative within thirty (30) calendar days after receipt of the Step 2 grievance.

Step 3. Mediation: Within 14 calendar days after the conclusion of Step 2, either

party can request mediation to reach resolution. If both parties agree, an impartial and mutually

agreed upon mediation service such as Public Employment Relations Commission (PERC) or Federal

Mediation and Conciliation Service (FMCS) will be engaged to facilitate the process.

Step 4. The Union Representative may advance the grievance to arbitration within

thirty calendar days of the conclusion of the Steps 2 or 3 unless the grievance is resolved or lacks

merit.

Section 5. Arbitration:

A. Should arbitration be requested, the request must be made within thirty (30)

calendar days of receiving the Step 2 grievance or Step 3 mediation decision. The request for

arbitration shall be submitted in writing to the Director of OlR/designee.

B. The parties shall select an arbitrator. In the event that the parties are unable to

agree upon the arbitrator, then the arbitrator shall be selected from a panel of five (5) arbitrators

furnished by the Federal Mediation and Conciliation Service (FMCS). The parties shall select the

arbitrator from the names on the list. The Union shall strike f,rrst.

C. The arbitrator shall have no power to change, alter, detract from, or add to the

provisions of this Agreement, but shall have the power only to apply and interpret the provisions of

this written Agreement in reaching a decision on the issue. The decision by the arbitrator shall be

binding on both parties.

D. No matter may be arbitrated which the County, by law, has no authority over or has

no authority to change.

ployees,Council2,Local1652R-IndustrialandHazardousl[aste
January 1,2015 through December 31, 2016
275C01 I 5
Page 27



I
)

3

4

5

6

7

8

9

10

11

12

13

t4

15

16

t7

18

t9

20

21

22

23

24

25

26

27

28

E. Each party to an arbitration proceeding shall bear the full cost of its

representatives, attorneys, and witnesses, regardless of the outcome of the arbitration. Payment and

scheduling for the time of County employees during an arbitration proceeding shall be discussed

between the Union and the County prior to the proceeding. The arbitrator's fees and expenses and

any court reporter's fee and expenses agreed to by the Union and the County shall be paid equally by

both parties.

F. Selection of this conflict resolution procedure for the resolution of a grievance shall

preclude the use of any other procedure in resolving the matter at issue.

Section 6. Time Limits:

The purpose of time limits within the Grievance Procedure is to set general guidelines and to

ensure that neither party to a dispute becomes frustrated by undue delay. As such, time limits for any

of the above steps may be extended by wrifien consent of the parties. However, the party awaiting a

response at any step may advance the grievance to the next step once the time limits have expired.

Additionally, failure by an employee or the Union to comply with any time limitation of the

procedure of this Article shall constitute withdrawal of the grievance.

Section 7. Unfair Labor Practice:

The parties agree that thirty (30) calendar days prior to filing an Unfair Labor Practice ULP

complaint with PERC, the complaining party will notifu the other pa/ry, in writing, meet, and make a

good faith attempt to resolve the issue unless the deadline for filing with PERC would otherwise pass.

For the County, the notice shall be sent to the Director of OlR/designee.

ARTICLE 21: WAIVER CLAUSE . ENTIRE AGRE,EMENT

The parties acknowledge that each has had the unlimited right within the law and the

opportunity to make demands and proposals with respect to any matter deemed a proper subject for

collective bargaining. The results of this exercise of that right and opportunity are set forth in this

Agreement. Therefore, the County and the Union, for the duration of this Agreement, each agree to

waive the right to oblige the other party to bargain with respect to any subject or matter not

specifically referred to or covered in this Agreement. Notwithstanding the above, should the parties

agree to amend or supplement the terms of this Agreement, such amendments or supplements shall be

andCityEmployees,Council2,Local1652R-IndustrialandHazardousWaste
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in writing and become effective when signed by the Union and the Director of OlR/designee.

ARTICLE 22: SAVINGS CLAUSE

Section 1. Should any parthereofor any provision herein contained be rendered or declared

invalid by reason ofany existing or subsequently enacted state or federal legislation or by any decree

of a court of competent jurisdiction, such invalidation of such part or portions of this Agreement shall

not invalidate the remaining portions thereof; provided, however, upon such invalidation, the parties

agree to meet and negotiate such parts or provisions affected. The remaining parts or provisions shall

remain in full force and effect.

Section 2. The County and the Union and the employees covered by this Agreement are

governed by applicable County ordinances, and said ordinances are applicable except where they

conflict with a provision of this Agreement.

ARTICLE 23: WAGE RATES

Section L. Total Compensation Agreement. Upon fullratification of the Memorandum of

Agreement titled: Addressing o'Total Compensation" Coalition Bargaining;2015-2016 Budget; And

Cost-Of-Living Wage Adjustments For King County Coalition Of Labor Unions Bargaining Unit

Members 2015-2016 ("Agreement") by King County, the full terms and conditions of the Agreement

are agreed to and incorporated into this Collective Bargaining Agreement, attached hereto as

Addendum B.

Section 2. Hourly employees who are eligible for overtime under the Federal Fair Labor

Standards Act shall receive overtime compensation at the rate of one and one-half times their regular

hourly rate of pay for all actual hours worked in excess of forty hours in a workweek.

Section 3. Step Movement: Regular full time and part time employees covered by.this

Agreement who have completed their probationary period by October 1 and who receive a

"Satisfactory" or above rating on the Annual Performance Appraisal Summary shall be awarded a one

step increase within their assigned salary range on the King County Squared Table effective the

beginning of the first pay period each January to step ten (10) of the applicable range. Employees

who reach the maximum of their pay range may earn a merit increase above the maximum of their

range (i.e. move approximately 25% to 5%o above step ten) with a grade of "Outstanding" over two

ees, Council 2, Local I652R - Industriql and Hazardous Waste
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consecutive years, but that increase must then be re-earned every twelve months with continued

"Outstanding" performance. Absent such a grade, the employee's salary reverts to the step ten or the

top of the pay range.

Section 4. Wage Addendum: The County and the Union agree that in the event that the

County fully adopts rates of pay that are different than the rates of pay for the classifications listed

under the Wage Addendum of this Agreement, the parties agree to negotiate the effects of such

change.

ARTICLE 24: INSURANCE BENEFITS

Section 1. King County presently participates in group medical, dental, vision, and life

insurance programs for eligible regular, probationary, provisional and term-limited temporary

employees and their eligible dependents. The County agrees to maintain the level of benefits as

currently provided by these plans and pay premiums as currently practiced, during the life of this

Agreement unless modified by the Joint Labor Management Insurance Committee.

Section 2. The County agrees to continue the Joint Labor Management Insurance Committee

comprised of representatives from the County and its labor unions. The function of the Committee

shall be to review, study and make recommendations relative to existing medical, dental, vision, and

life insurance programs.

Section 3. The Union and County agree to incorporate changes to employee insurance

benefits which the County may implement as a result of the agreement of the Joint Labor

Management Insurance Committee referenced above.

ARTICLE 25: PRODUCTIVITY INITIATIVE

Productivity Initiative: The management of King County Department of Natural Resources

and Parks Wastewater Treatment Division, and WSCCCE Local 1652R, agree to engage in a

competitiveness and productivity initiative for the benefit of the employees of the division, and the

ratepayers of King County, our "customers." Recognizingthe inevitability of change, the parties to

this agreement intend to work together to manage that change to their mutual benefit. We believe the

partnership we are employing will continue to provide our customers with the best and most efficient,

state of the art wastewater treatment utility in the country, while securing excellent family wage jobs

Washington State Council of County and City Employees, Council 2, Local 1652R - Industrial and Hazardous Y[/qste
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and rewarding careers for the employees of the division.

In order to accomplish this change successfully, we agree to the following:

Section 1. There will be no involuntary layoffs due to the Productivity Initiative during the

period the Productivity Pilot Program is in effect between Wastewater Treatment Division DNRP and

King County government. Any reductions in force necessary to help meet Productivity Initiative

goals will be accomplished through attrition.

Section 2. This agreement acknowledges the partnership among the management of King

County DNRP, Wastewater Treatment Division, the County, and WSCCCE Local 1652R to manage

the change process as the Productivity Pilot Program is implemented, and on a continual basis

thereafter.

Section 3. Management is committed to providing adequate resources for appropriate and

necessary training, career development, and incentives consistent with the business needs, within the

financial constraints of the business plan.

Section 4. The goals of the Productivity Incentive Programare as follows:

A. Provide financial incentives to employees to achieve higher than projected savings

to the sewer ratepayers.

B. Encourage teamwork.

C. Encourage employee involvement and "ownership" of the business. The

parameters of the Productivity Incentive Program shall be consistent with the commitments and

performance guarantees as set forth in the Wastewater Productivity Pilot Program, established by

Motion 11156 and by Ordinance 14941.

Section 5. Froductivity Incentive Fund: The Productivity Incentive Fund shall be

established each calendar year after the baseline annual target savings identified in the

aforementioned Productivity Pilot Program are met and verified through an independent review. Fifty

percent (50%) of additional savings shall be retained by the Wastewater Treatment Division, and frfty

percent (50%) of additional savings shall be assigned to a productivity incentive fund. A minimum of

twenty-five percent (25%) of the funds assigned to the Productivity Incentive Fund shall be paid out

in cash to all employees participating in the Productivity Initiative with the remaining seventy-five

CityEmployees,Council2,Locall652R-IndustrialandHazardousWaste
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percent (75%) distributed in accordance with Section 6 of this article.

Section 6. Productivity Incentive Oversight Committee: A Productivity Incentive

Program Oversight Committee shall be responsible for oversight of funds allocated to the fund. The

committee will include one (1) representative from AFSCME, WSCCCE, Local 1652R Industrial

Waste.

The Productivity Incentive Program Oversight Committee shall have the authority and

responsibility to determine the distribution and use of the fund, subject to approval by the director of

the Wastewater Treatment Division. In addition to the minimum annual payouts to employees, as

referenced in Section 5, the distribution of the funds may include, but not be limited to:

A. Increased annual payouts to employees.

B. Investment in employees through training and other employee development

programs.

C. Award and recognition program.

D. Reserve fund.

E. Other activities consistent with achieving the goals of the Productivity Pilot

Program.

ARTICLE 26: WORK SPACE ASSIGNMENTS

The parties recognize the importance of the physical work environment and shall endeavor to

minimize conflict over offices and work space assignment by agreeing that management will assign

work spaces using the following principles (in no particular order of preference):

1. Business needs (closer proximity to the right co-workers, for example, or other rationale

related to getting work done in an efficient and effective manner);

2. Medical accommodation;

3. Seniority;

4. IW shall use the seating matrix dated March 2,2000 (Revised January 31,2006) as a

guideline. Changes to the seating matrix shall be made upon mutual agreement between labor and

management.

@ountyandCityEmployees,Council2,Local1652R-IndustriqlandHazardousWaste
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ARTICLE 27: DURATION

Section 1. This Agreement shall become effective upon full and final ratification and

approval by all formal requisite means by the King County Council and shall be effective January l,

2015, and shall remain in effect through December 31,2016.

Section 2. Corrtract negotiations for the succeeding contract may be initiated by either party

providing to the other written notice of its intention to do so, at least thirty days prior to June 1,2016.

APPROVED this \ett! day of ,2015.

ri

,,

King County Executive

Mary Louis
Staff Representative
Washington State Council of County and City Employees,
Council 2,Local1652R

President
Washington State Council of County and City Employees,
Council 2,Local1652R
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cba Code: 275 Addendum A Union Code: M3

Washington State Gouncil of County and Gity Employees, Council 2, Local 1652R

DNRP - lndustrial and Hazardous Waste

Job
CIass Code

PeopleSoft
Job Code Classification Title Ranqe

4201100 421216 Administrative Specialist I 33

4201200 421304 Administrative Specialist I I 37

281 0000 281107 Adm inistrative Staff Assistant 48

281 01 00 281203 Administrator I 50

2501 1 00 252105 Communications Specialist I 51

2501200 252210 Communications Specialist ll 54

2501 300 252306 Communications Specialist lll 58

7321200 734808 Database Administrator - Journey 62

7321400 735008 Database Administrator - Master 72

7321300 734908 Database Administrator - Senior 67

2251100 226202 Educator Consultant I 54

2251200 226307 Educator Consultant ll 58

2251300 226407 Educator Consultant I I I 62

7112100 711107 Engineer I 54

7112200 711208 Engineer ll 59

7112300 71 1 308 Engineer lll 64

7112400 711407 Engineer lV 69

5321 1 00 535205 Health and Environmental lnvestigator I 51

5321200 535304 Health and Environmental lnvestigator ll 58

5321 300 535404 Health and Environmental lnvestigator lll 60

5321400 535503 Health and Environmental lnvestigator lV 65

53261 00 5381 02 lndustrial Waste Compliance lnvestigator I 56

5326200 538202 lndustrial Waste Compliance lnvestigator ll 60

5326300 538302 lndustrial Waste Compliance lnvestigator lll 65

5322100 5361 02 lndustrial Waste Compliance Specialist I 50

5322200 536202 lndustrial Waste Compliance Specialist ll 53

5322300 536302 lndustrial Waste Compliance Specialist lll 59

7311200 731708 LAN Administrator - Journey 56

7311400 731908 LAN Administrator - Master 66

731 1 300 731 809 LAN Administrator - Senior 61

2241200 224504 Librarian - Assistant 51

2241300 224603 Librarian - Head 55

2441100 243111 ProjecUProgram Manager I 53

2441200 243215 Project/Program Manager ll 58

2441300 243317 FrojecUProgram Manager I I I 63

7316300 734008 Website Developer - Senior 63

For rates, please refer to the King County Squared Salary Table.
275W0115.x|sx



ADDENDUM B

MEMORANDUM OF AGREEMENT
BY AND BETWEEN
KING COT]NTY ANI)

TIIE UNDERSIGNED UIIIONS

ADDRESSING "TOTAL COMPENSATION" COALITION BARGAINING; 2015-20rc
BUDGET; AND COST.Of,'-LIVING WAGE ADJUSTMENTS F,OR KING COUNTY

COALITION OF LABOR UNIONS BARGAINING UNIT MEMBERS 2015-2016

Introduction:

King County and the Coalition of King County Labor Unions have a longstanding history of
working collaboratively to address the many serious challenges faced by King County over the
past two decades.

The pafinership between Ifing County and the Coalition of King County Labor Unions has

resulted in several Agreements over the years intended to preserve the high quality and diversif
of services offered to the public, to preserve positions held by the county's high quality
employees, to standardize pay ranges and practices in King County and to reorganize county
functions to bring greater efficiencies to King County government.

Agreements between King County and the Coalition of ICng County Labor Unions have
included agreements allowing unpaid fui'loughs, agreements supporting a Lean process and
implementation of Lean proposals, agreements standardizingcettainclassification and
compensation processes, agreements that make efficient use of county resources by bargaining
many labor issues in countywide coalitions, agreements establishing effective use of Labor
Management Committees across King County to facilitate fi'equent and transparent information
sharing and discussion and agrcements such as the zero ("0") cost-of-living adjustment (COLA)
Agreement intended to address the county's budget crisis at the height of the,great recession.

The parties have also worked together in Olympia and elsewhere in attempting to secure
additional funding options for King County services. The parties continue to engage in solution-
based discussions aimed at addressing funding shortages for vadous public services.

The parties have an interest in continuing their longstanding history of working collaboratively
to meet the serious challenges facing King County and its employees, and have bargained in
good faith to address the interests of the parties as they relate to economic issues. The County
continues to face ser{ous fiscal challenges due to a longstanding shuctural imbalance between
non-discretionary expenditure growth rates and revenue growth rates restricted by state law; and

in20l5-2016 expects to eliminate hundreds of positions due to the loss of state and federal funds
and to budget cuts to several departments. This Agreement meets the interests of the parties and
advances the goals of the King County Strategic Plan by demonstrating "sound finanoial
management" as well as by recognizing King County employees, the county's "most valued
l'esource," in working with King County to meet the challenges that witl be presented during the
term of this Agreement

Total Compensation - Coalition of Unions
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ADDENDUM B

Agreement:

NOW THEREFORE, the undersigned Union and King County aglee as follows.

January 1, 2015 Cost-of-Living Adjustment contract rollovers and re-openers

1. Effective January l,z}ls,employees covered by this Agreement and employed in

2015 will receive a2P/o Coit-of-Living Wage Adjustment;

2. Allother compensation elements ("wages, premiums, incentives, and other monetary

payments; and all forms of leave and benefits") of curent collective bargaining agteements

iC'gaO are "rolled,over" and neither increased nor decreased ttuough 2016; provided, however,

that where the County and a union were already in the process of collective bargaining with
respect to certain elements of "Total Compensation" prior to June 27,2014, there may be

incr.eases or decrcases in certain elements of "Total Compensation" in those collective

bargaining agreements. Additionally, the Coalition "Administrative Support" Memol'andum of
agi.eement (i6ached as Addendum A) is also effective20l5-2016 and expires January 31,2016;

3. A11 compensation elements of CBAs shall be opened on January 1,2075, or later, as

requested by the County, for the pulpose of bargaining in union coalition a "Total
Compensation" agreement that will be effective January 1,2017 or later, as agreed to by the

parties. o(Total Compensation" elements ale wages, premiums, incentives, and other monetary

payments; and all forms of leave and benefits. The parties agrce to bargain, to the extent

iequir.ed by law, the effects of any newly created job classificdtions and other organizational

changes. iiscussion during re-opener will include these "Total Compensation" elements as well

as county initiatives that include but are not limited to "Employer of the Future" and

"Standards." It is noted that the Joint Labor Management Insurance Committee (JLMIC)

Agreement covering benefits (part of "Total Compensation") is ah'eady opened in 2016 and

nothing in this Agreement is intended to change the terms of that Agreement.

January 112016 Cost-of-Living Adjustment contract rollovers and re-openers

1. Eflective January l,20l6,employees covered by this Agreement and employed in

2016 will receive a2,25o/o Cost-of-Living Wage Adjustment;

2. Consistent with #2 for 2015 above, all compensation elements of CBA "rolled over"

and neither increased nor decreased through 2016;provided, however, that where the County and

a union were already inthe process of collective bargaining with respect to certain elements of
,'Total Compensation" prioito June27,2074,there may be incteases or decreases in cefiain

elements of-"Tota1 Compensation" in those collective bargaining agrcements. Additionally, the

Coalition "Administrative Support" Memorandum of Agreement (attached as Addendum A) is

also effective}A$-2016 and expires January 31,2076;

3. Re-openers consistent with #3 for 2015 above

Lump Sum Coalition Participation Premium Payment

On or before Decerirber 37,2014, a flat lump sum Coalition Participation Premium payment of
$500.00 per employee will be paid to bargaining unit members who ale employed by King

County on June ZZ-,2A14, and whose bargaining units ratifr this agreement on or before

Tot al C onrp ens ati on - Co al iti on of Un i ons
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ADDENDUM B

August 15,2074, This payrnent is in consideration of the agleement by participating unions to

bargain economic issues with King County as a coalition rather than as individual bargaining

units, resulting in process efficiencies and savings in adminishative costs for King County.

Additionally, this payment is in consideration for the agreement by participating unions to open

all compensation elements of CBAs on January l,2Ol5 or later, a! the request 
9-f 

King County,

for the purpose of bargaining a "Total Compensation" agreement in coalition, "Total
CompensationD elements are defined earlier in this Memorandum of Agreement.

Changes to I(ing County F'amily and Medical Leave

The parties agtee to a change in practice that will run King County Family Medical Leave

(I(CFML) and Family Medical Leave Act (FMLA) conarrently,ruther than conseoutively. This

rhuog" is contingent upon the necessary King County Code change/policy being adopted by the

Ifing County Council and then implemented for non-reptesented ICng County employees. This

agreement does not prohibit the use of I(CFML intermittent leave after 12 weeks. The agreed

upon change will not be implemented for represented employees before July l, 2015. The

parties agree to work together to identifi the King County Code language changes necessary to

implement this change. As with all decision making in King County, the Equrty and Social

Justice Ordinance (#16948) willbe applied.

It is further agreed that:

1. The COLA increases and lump sum payments outlined in this Agreement establish no

precedent with lespect to flilure payments to King County employees;

2. The parties acknowledge that all parties have fulfilled their obligations to engage in
collective bargaining over the subjeots contained in this Agreement;

3. The pafiies acknowledge that this Agreement is subject to apprnval by the King
County Council and ratification bytho membership of the aforementioned Unions;

4. Any dispute regarding the interpretation and/or application of this Agreement shall be

handled pursuant to the terms of the applicable Union's gdevance procedure, provided that if
more than one bargaining unit has the same or similar dispute, the grievances shall be

consolidated; and

5. The parties agree that this Memorandum of Agreement is contingent upon ratification

by the King County Council, and shall be effective once fully ratified by ICng County (having

already been ratified by tho undersigned Unions) through Decembet 31,2416.

-iJ ly
Patti Cole-Tindall, Director
Office of Labor Relations
King County Executive Offrce

Date

Total Compensation- Coalition of Unions
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ADDENDUM B

MEMORANDUM OF AGREEMENT
BY AND BETWEEN

KING COI]NTY AND
TIM I]NDERSIGNED T]NIONS

ADDRESSING "TOTAL COMPENSATION" COALITION BARGAINING; 2015.2016

BT DGET; AND COST-OF-LMNG WAGE ADJUSTMENTS rOR KING COIINTY
COALITION OF LABOR UNIONS BARGAINING IiNIT MEMBERS 2015.2016

Labor Organization: Washington State Council of County and City Employees, Council 2

Ratified by the Members covered by the Contracts llsted below:

cba.
code'

Labor'Organizatign Contradt

090 WSCCCE, Council 2, Local
2IDC

District Court- Wages

070 'WSCCCE, Council 2, Local
21I{D

Department of Public Health

260 WSCCCE, Council 2, T-ocal
1652

Medical Examiner - Departnrent of Public Health

263 WSCCCE, Couucil 2, Local
t6s2i[d

WorkSource - Deparhnent of Community & Human

Services

275 WSCCCE, Council 2, I-acal
l6s2R

Industrial and Hazardous Waste

272 WSCCCE, Council 2, Local
2084-FM

Department of Executive Services, Facilities
Manasement Division

276 WSCCCE, Council 2, T-ncal
2084-S

bepartment of Adult & Juvenile Detention (Juvenile

Detention Division Supervisors)

4s8 WSCCCE, Council 2, L,ocal

2084-SC
Superior Court - Family Court Operations; Court
Appointed Special Advocates Speoialists and

Attomevs (CASA)

273 WSCCCE, Council 2, T-ocal
20s4-sc

Superior Court - Staff(Wages OnlY)

274 WSCCCE, Council 2, T-acal

2084SC-S

Superior Court - Supervisors (Wages Only)

Total Compensation * Coalilion of Unions
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ADDENDUM B
ADDENDUM A

MEMORANDUM OF' AGREEMENT

BY AND BETWEEN

. KING COT]NTY

AND

COALITION OF LABOR UNIONS

REPRESENTING

IflNG COUNTY ADMINTSTRATTVE SUPPORT CLASSIF'ICATIONS

Subject: Coalition bargaining for employees in specified administrative support
classifications

WHEREAS, King County and the undersigned labor unions representing certain administrative
support classifications ("the Coalition") have agreed to bargainwages for those classifioations in
a coalition so that any agreements reached would be binding on all parties to the nogotiations and

would satisff all bargaining obligations between the parties with respect to wages for the
duration agreed to by the parties in such an agreement; arid

WHEREAS, I(ng County and the Coalition have reaohed an agreement on wages, pursuant to
the terms set fortli herein, and therefore have fully satisfierl theirbargaining obligations on the
issue of wages for the duration of this Agreement;

Now THEREFORE, thepartles have agrebd as follows:

1. The terms set forth in this Agreement shall applyto all positions whioh are in the

following classifications and which are currently represented by any of the undersigned
bargaining units:

Fiscal specialist 1--4
Adminishative Specialist 1 - 4
Customer Service Specialist 1 * 4
Technical Information Processing Specialist 1 - 4
AdministratiVe Office Assistant
Publi c Health Admini strative S upport Supervisor
Administrative Staff Assistant

The positions referenced herein shall be referred to as "Coalition Administrative Support
Positions" and shall not include positions covered by bargaining units eligible for interest

arbitration.

Coalition Bargaining - Administrative Support Classifications
0a0u01ll
Page I

' 
275C0115 AddendumB-000U0414-TotalComp-2015-2016-scsg.pdf

. 000a0il4-Tototconrp-2015-201i-Addenrtinl A-0OOaOftt-icsg.ptlf



ADDENDUM B
ADDENDUM A

2. Beginning on January !,21l2,regular employees in Coalition Administrative Support

Positions shall r'eceive a wage itrorease of 1..5% above Step 10 upon completing 15 years servioo

with King County, and a3.}Mincrease (not ctrmulative with the 13% increase after 15 year$

above Stip 10 rpon cornpleting 20 years service with King County; provided, however, that the

employee is eligible for the above Step 10 premium only if he/she recoives at least a 3 .25 rating

o1ihe prior: year's performbnce evaluation. For purposes of this provisioq years of service shall

be based on the employee's Adjusted Service Date as that tenir is defined in the King County

Personael Guidelines. The requirement that the ernployee earn at least a 3,25 tatingon the

performance evaluation shall be waived for any year in which the employee did not receive a

performance evaluation prior to the start of the oalondar year. Thoro shall be no limit or quota on

flre number of employees eligible to receive this wage premiurn above Step 10.

3. Tfuis Agreement ful1y satisfies the parties' bargaining obligations with respect to

wages for any, and all Coalition Administrative Support Positions tlrough Decembor 31.,20'l'3.

The parties have agreed to bargain a successor agreement on wages in coalition utilizingthe
same plocess as was agreed to in these negotiations (see September 30, 2008 "Ground Rules for

King bountyAdminiskative Support Coalition Bargairringt'(attachedhereto as ExhibitA)) with
the adaitional agreement that any market surveys conducted for those negotiations will be based

on the follow.ing list ofjurisdictions:

1. Snohomish CountY
. . 2. Pierco County

3. City of Seattle
4, CitY ofBellewe
5. City ofTacoma
6. City of Everett
7, CitYofRedmond
8. City ofRenton
9. City ofl(ent

10. Port of Seattle

4. It is ihe partios' intent to not simultaneously provide ernployees with both: a) the

wagepremiums reie.enced in Paragraph 2 of this Agreement, and b) an above-top-step merit
pr"*ir- program. Thereforq employees in bargaining units which havo eligibility for above-

iop-step merit pay ara not eligible forpremium under Parugraph2,ofJhis Agreement; howeverl

such bargaining units may elect to.forgo above-top-step morit for their members who are part of
this cqalition in order for those members to be eligible for the premium under Paragraph 2 of this

Agreement. This provision would give employees who are coveredbythese administrative

support coalition negotiations the option of: a) continuing to receive above-top-s-tep meritpay
theyhave access to under.their respective bargaining unit's oxisting collective batgaining

agreement, or b) receiving tlre wage premium under Paragraph 2 of this Agreement. Such

"*ploy""* 
must elect ttreir preferred option as a gloup as part of these negotiations, and must

inAcaL Aeir selection within 60 days of execution of this Agreement, and that selection will
remain in effect for tho duration of this Agreement

Coalition Bargaining - Admlnistrative Support Classifications
000uuu --27scq!-s-Ad!en!ryn 
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ADDENDUM B
ADDENDUM A

. 5, This Agreement applies to positions in the classifications referenced above

(Paragraph 1) covered by the following collective batgaining agreemerits:

Union Contract cba
Coile

International Brotherhood of Team.stbrs

Local1,l7
Profossional & Technical and

Administrative Employees

t54

International Br otherhood of Teamsters

LocallTT
Wastewater Treatment Division,
Professional & Technical and

Administrative Sqpport - Departmerit of
Natural Resourses and Parks

156

Joint Crafts Council, Construction Crafts Appendix K: Departments: Executive
Services (Facilities Management; Records,

Eleotions & Licensing Services), Nalural
Resources & Parks, TransPottation

350

Office & Professional Entployees
International lJnion. Local 8

Department of Ass essments 035

Offrce & Professional Ernployees
lnternational Union, Local 8

pepartrnents: Public Health (Division of
Alcohol, Tobacco and Other Drugs

Prevention), Community and Human

Services (Mental l{ealth, Chemical Abuse

and Deoendencv Services Division)

038

Profossioaal and Technical Enrployees,
Local 17

Professional and Technical - Department of
Transoortation

446

Professional and Tecbnical Employees,
Local 17

Departrnents : Development and

Bnvironmental Sowices, Executive Servioes,

Natural Resources and Parks, Transportation

040

Professional and Technical Employees,
Local 17

Dopartments: Publio Health, Community and

Human Seruices

060

Publio Safety Employees Union Non"Commissioned - Departurent of Adult
and JuvenileDetention

l9l

Public Safety Ernplofees Urrion Non-Commissioned - I(ng County Sheriff s

Office
193

Technical Enrployees Association Wastewater Tteatment Divisiog Department

of Natural Resources and Padks, Staff
428

Washington Stats Council of County and

Citv Emplovees. Council 2,Loca| 2084-SC
Superior Court - Staff (Wages Only) 273

Washington State Counoil of County and

Citv Ernployees, Council 2, Local 2084SC-S
Superior Court - Supervisors (Wages Only) 274

Washington State Council of County and
Citv Employees, Council 2, Local 21AD

Department of Adult and Juvenile Detention 080

Washington State Councit of County and
Citv. Ernnlovees. Council 2. Local 1652

Medical Examiner - Department of Public
Health

264

Washington State Cpruicil of County and

Citv Emolovees. Councii 2, Local 1652M
WorkSource - Depprtment of Community

and l{uman Services

263

Washington State Counoil of County and
Citv Emolovees. Council 2. Local 1652R

Industrial and Hazardous Waste n5

Coalition Bargaining'Administralive Supporl Classificqtions "

000U01I t 
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TraceyA.
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6. This Agreernent shall remain in effect through December 3l,2A13.

Seoretary.Treasurer

For Professional and Technical Employees, Local

Representative

Union Representative

,tb a lu
' Date'

1 '?n' t\

zt -z.g-*/z
Date

Coal ition Bargaining - Aclrninistrative Suppotl ClassiJicalions

000UAl t t 275C0115 Addendum B_000U0414_TotalComp-2.01^S^-^2_Q1^f-gcsg.pdf .^
page 4 OO0UOfiLfotulComp_2015-2016_Atldertdum d000U01l15ag.pdJ'

For Offiee & Professional Ernployees International Union, Local 8;

Date

For.Washington State Council of County and City Employees, Council 2:

For King Coun[,:

J. Johason, Labor Negotiator III
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GRO,TIT{D RULES F'ORKING COUNTY .
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Authority of the Cotrn{, The parties aeree tha!.!re C.ountf. is speaking ryith
one Voioe, and the parties are engaged in coalitio1 foalgaining: rather;thari
.coordinated'bargaining. The County's interest in coalition batgaining $te.m$

from its: effOrt to maintain a consistent compens4tion $triictr$e 'for

administri*ive staff across Departments. The County dq' a *rhple hpcl erib! o(
its dqpartme4ts, will be bound by any agreement ieablred in thiq proges.qr" , 

'. . ,:.

Scope of'Topic. The scope of the discussiotis will be to ne[otiatelvage'rateq

for ihe.classificatiOns at.issuo. The parties may agyeoto'atldress'additional

issues in thS course of this bargaining, . .'

Scqpe of Classificatious, Adminisnativp Support olqpsifip.ations; inolu{ing

Fiscal Specialist l-4

Customem Service SPecialist 1'4
Technical Informatisn Ptocessing Specialist 1-4

Medical Application Specialist (tIeal.th) , ,, ',1 ,

Atiministritive'Specidlist Supervisor (I{ealt}1)..';

and any

Administrative Staff Assistant

litassif.roation thatthe parties mdy agiee tq

course of nq goti4tiohs,

000U0111 DxhtbitA



7.

Scope of Bargaining Units Included. The batgaining units aq defined in
Acldendum A lo this agreement aro inqluded iu this coalition bargatning,

Negotiatlon Process.

A. Lead Nggotiators. The lead aegoti4tot for the county will be.the
Manager of Lalor Relations or suc,h other negotiator as may !e appginted by
the CJunty. The lead negotiator for the Coalitionwill be the General Counsel

for Teamsters Local 117 ot such other negotiator as may be appointed by the

Coalition, Only the lead negotiator will have the authority to bind the patty

that they reprosent.

B. Table Composition. Each party will name a fixed set of participants in
the negotiation Others may be permitted to participato as subjeot matter

expertJ bUt not as memberc of each.negotiating team. l'he unions agree to

name n0 more thantwo (2) employee represer$atives per union; prOvided that

Local L7 may appoint four (a) employee representatives, 
- fh9 County agrees

to provide r"t"us" time to participate in negotiation provided that suoh release

time does not interfere wiih the operations of the County' In such even! the

parties will discuss alternatives to address the issue.

c. Dfites. The lead negotiator fur eaoh party shall se.t a complete 19t o{
negcitiating dates begirming in lanuary,2A09, and concluding by April 15,

2009.

Ir. Location. Ratgaining sessions will be held at downtown County

facilities.

Cilmmunication, The expectation is that the parties will' bargain at th9 tablg

rather than in the workplace, Prior to issuing;writsn communications with
Counly employees ot Union members regarding the substance of these

negotiations, ?pary intending to issue sUch a cornmunication will irovide the

other party with priqr notice erf that communication and will attempt to-resolve

any issuei r*garii4g the content of the comrirunication priol to publication.

The parties rituin the right to corirmunioate with thgir oglstituencies in non-

witton form. However, oonsistent with the spirit of this commitmenl the

parties will respect the concept of prior notioe outlined in this paragraph.

ADDENDUM B
ADDENDUM A

2
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ADDENDUM B
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Meiliation and Fact Findlng. If the parties fail to reach agrcemen( the
parties will simultaneousty (1) requesi the assistance of an impartial third
party seleoted by the parties; if the partids oannot reach agreement, then the
mediator will be seleoted through the PubJic Employment' Relations
Comtnission to mediate the negotiations; and (2) appoint a neuttal fact-finder
pursuant to the selection process below. The mediation will bo scheduled

ahead of the fact finding hearing. The fact-finder shall be charged to make
non-binding recommqrdations to the parties as to the terms of an agreement
regarding. wago rates for the olassifications at issue. The fact-finder shall
consider the market position of the classifications and the econornio
circumstances of the employer in making his or her recommendations. The
fact-finding will be conoluded no later than sixty (60) dayi bftor the
conclusion of mediation with the recommendation to each party. The cost of
the fact-finder shall be borne equally bythe parties.

a. Selsction. The parties will attempt to mutually agree on a faot-findet,
Absent such agreoment, the parties will request a panel from the Public
Employment Relations Commission and will select a facl flnder tluough
mutual sttiking.

b. Hearing. The hezuing procedure shall be detbrmined by the fact finder
but shall be conducted failly and expeditiously.

c. Recommendation. Prior to issuing a formal rccommendation, the fact' finder will meet informally with the p.aaties to inform them of his or her

findings. Thereafter, the parties will have one week to attempt to reach an

agreement. If the parties are unable to reaoh agreement the faot finder
shall issue his or her decision.

3
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10.

't'

Daterl ttris 30t1'day of $eptember" 2008.
' , . t:

.\

TEAMSTERS :LOCAL I]NION NO. 1 I 7

TECHI{ICAI EMPLOYEES AS SOCIATION

'4:

"io'oo,jiirflf ii;:ft r:,fi -98!y-9'i,tiifr lf fr rf,,iliia?iifi::f 
'!r{,,r
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APPENDIX A

Performance Appraisal System for the Industrial Waste
and,Hazardous Waste Units of King County DNRP

January 912009

Background
Although King County management ultimately has the right to decide how performance

appraisals will be conducted, King County and Washington State Council of County and City

Employees, Local1652-R, collaboratively developed the performance appraisal (PA) system

described in this document and referenced in the collective bargaining agreement (CBA). This

PA system was developed for use by the Industrial Waste Unit within the Wastewater Treatment

Division and the Hazardous Waste Unit within the Water & Land Resources Division. This was

done originally in 2000 and used as a pilot program through 2002. Since 2003,the PA system

has been incorporated by reference into the CBA. This document refines the system based on

these years of experience while retaining its overall form and intent'

Summary of Process

Our performance review process is a forward-looking, development-focused system that
promotes clarity of job expectation, constructive feedback, problem resolution and

employee growth.

The following principles underscore the performance appraisal system used by the IW and HW

units:
o Clear and realistic expectations for performance are set out at the start of the evaluation cycle.

These include not only what is minimally required to meet standard, but also what would

constitute outstanding performance.
o Regular (at least quarterly) discussion promotes feedback grounded in real observations of

behaviors and also promotes regular check-in against the stated expectations.

o Problems are identified and opportunities given to fix them before adverse consequences kick

in. Notice is given in advance of any possible adverse consequences.

o There are no surprises at the annual P.A. submittal to King County: the employee receives

clear feedback throughout the year and always knows where he or she stands.

. The process is not unduly time-consuming or burdensome.

. The appraisal itself summarizes the whole of the employee's performance rather than

focusing only on recent events.

o It is recognized that there is an inherent subjectivity involved in evaluating a person's

performance. This is true even under a detailed numerical system. Broad bands of
satisfactory vs. unsatisfactory performance are more relevant than a focus on hundredths of a

numerical point. No numbers are used in our system.

. The system strives for fairness, and for consistency, not rigidity.

W^hlngt", Strte Cor"cil of County and City Employees, Council 2, Local ],652R - Industrial and
Hazardous Waste
January 1,2015 through December 3i,,2016
275C01 15_Appendix A
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The performance review system functions as follows:
1. Each employee receives four quarterly reviews per year. At one of these points (in the fall)

an annual summary is prepared for purposes of summarizing the last four-quarter cycle and

for notifring the Human Resource office in each respective unit's division of the employee's
eligibility for a merit step increase.

2. Quarterly reviews and performance appraisals are qualitative in nature - no numeric scores

are given. The process emphasizes a discussion of expectations, strengths and weaknesses,

and avenues for improvement.
3. "Ratings" submitted for annual merit pay determination consists of an "eligible" or "not-

eligible" notation. To be eligible for a merit step increase, employees at Step I through Step

9 must have an overall performance of satisfactory ("meets standard"). For those employees
at Step 10 of their range who are "topped out," a provision allows for consideration of a
"merit over top" step, for those whose performance for at least two consecutive years has

been documented as outstanding.

The details:

Performance appraisal calendar
Table I presents a summary of the annual cycle. Expectations and measurable objectives are set

on a calendar year to better match budgets and work plans. Quarterly development discussions
are emphasized. The annual summary is de-emphasized, set into the context of an ongoing,
quarterly review cycle, and used simply for purposes of documenting eligibility for a merit step

increase.

Performance expectations
All employees are expected to meet standards for performance in their classification and assigned

work. Perfornance expectations cover both the "what" of the position (assigned tasks,

objectives, outputs, products) and the "how" work gets done (behavioral expectations with co-
workers as well as customers). The performance review system serves to clearly articulate basic
mutually understood expectations and to then assure that each employee meets those basic
expectations through at least satisfactory performance. Work that is unsatisfactory or that does

not meet standard is brought to the employee's attention and agreements are made to address the
issue(s) so as to allow the employee to be successful in her or his job. "Ratings" in the
performance system are therefore focused on meeting vs. not meeting basic expectations
(satisfactory vs. unsatisfactory). This applies to all employees, from Step I through Step l0 of
the classification range.

There is a unique opportunity for those employees who are at the top of the range (Step 10) for at
least two years. For those employees at the top of the range whose performance is consistently
noted in quarterly reviews as meeting an outstanding rating, a oomerit over top" step is available,
with appropriate documentation.

Quarterly review
Each quarter the employee and his or her direct supervisor (with input from a lead, work group

coordinator or other peer process as needed) have a structured conversation about the employee's

Hazardous Wqste
January 1,2015 through December 31,2016
275C01 lS_Appendix A
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performance. The goal is to be clear on job assignments and performance expectations, to

identiff areas of strength and weakness, and to develop action plans for improvement, if
necessary. The supervisor documents the discussion in writing on a Quarterly Review form that,

covers at a minimum the following elements:

(awards, above-and-beyond performance, if any).

any specific behaviors needing attention or correction?).

satisfied with this?).

being eligible for an annual merit step increase if not corrected or result in an

"unsatisfactory" rating in the annual review.

"merit over top" step is available if performance is documented as outstanding in each

quarter.

Other written documentation bearing on the employee's performance (letters, emails, awards,

etc.) could be attached to the quarterly summary. Any performance issues that could potentially

affect the employee's ability to earn a merit pay increase are documented on the written

summary. An action plan to improve performance, if needed for those employees whose

performance is below standard, is also documented.

Washington State Council of County and City Employees,
Hazardous lilaste
January 1, 2015 through December 31, 2016
275C0l l5Jppendix A
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Tabte 1. Performance Management Calendar

WHEN WHAT EXPLANATION
December/
January

Set mutually understood expectations for
coming calendar year (work assignments,

obj ectives, behaviors, training
opportunities)

r Individual work plan for
upcoming year, including
assignments and proposed
time allocation, key
milestones, objectives,
products, outputs.

o Behavior factors will be

included as performance
elements.

o Plan for feedback from peers,

subordinates, clients as

aoorooriate durine the vear.

January Annual Review of last calendar year's
work
Refine December planning for new year
4th Quarterly development discussion

. Overview of previous year's
performance and

accomplishments
o Bridge from old to new
o Onsoins feedback

April 1 st Quarterly development discussion o Ongoing feedback
o Status update
o Refine/modifuobjectives

/deadlines/planning

July 2nd Quarterly development discussion o Ongoing feedback
o Status update
. Refine/modifuobjectives

/deadlines/planning

September/
October

Submit required forms for merit step

determination based on previous four
quarters

o Administrative task only:
P.A. summary

o Communicateeligible/non-
eligible o'rating" for payroll
processing

o extra documentation for those
at Step 10 who have earned

outstanding rating eligible for
"merit over top" step

October 3rd quarterly development discussion o Ongoing feedback
o Status update
o Refine/modiffobjectives

/deadlines/plannins

W^ningto" State C**ihf County and City Employees, Council 2, Local i,652R - Industrial and
Hazardous l(qste
January 1,2015 through December 31,2016
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Annual Performance Appraisal Summary
Every year the supervisor completes a Performance Appraisal (PA) Summary worksheet, which
includes ananative summary of the quarterly reviews for normative work factors (behaviors) and
job objectives (assigned tasks, milestones, etc.), based on the information in the quarterly
discussions and documented in the written quarterly review summaries (forms). The annual PA
summary worksheet also includes rater's general comments; a space for employee's comments (if
desired); signature lines for supervisor and employee; and the following note under the employee
signature line,"Note to employee: Your Signature indicates that the contents of the performance
evaluation have been discussed with you and does not imply agreement." Also, the worksheet
will clearly note:
o if the employee is between Step I and Step 9 of the range, doing standard work or above and

is recommended for a merit-based step increase; or,
o if work is below standard and a no step increase ("not eligible") will be the recommendation;

of,
o if the employee is at Step 10, doing standard work or above and not eligible for "merit over

top" step increase or doing "outstanding" work and is eligible for "merit over top" step

increase.

I)ocumentation of unsatisfactory or below standard performance
During each quarterly review, the supervisor may call out aspects of the employee's performance

that are below standard and which could jeopardize his or her eligibility for a merit-based step

increase. One purpose of the quarterly review is to flag these items and decide on an action plan
to correct them. The written quarterly review summary (which is part of the employee's
personnel file) explicitly documents those items that don't meet basic expectations of the position
and are serious enough to jeopardize a merit pay increase in the future. An action plan is

developed to address such issues.

If documented performance items aren't corrected in an appropriate time frame (which is often
situation-specific and which hopefully can be decided in a conversation between employee and

supervisor), the employee is notified during future reviews that he or she will receive a "not-
eligible" recommendation for the annual merit pay increase.

The goal of this system is to help change or improve poor performance rather than punish it.
However, if improvement doesn't happen, withholding the merit pay increase is appropriate.
Other county procedures (such as disciplinary procedures, substance abuse treatment, etc.) for
dealing with performance issues are still in place.

Documentation of outstanding performance for those at Step 10
For those employees who are at Step 10 of the range, performance rated as outstanding is not
required: the basic expectation is that at least satisfactory performance will continue. If,
however, an employee at the top of the range has performance documented as outstanding for two
consecutive years, she or he is eligible for "merit over top" step. At the beginning of the year and

during quarterly reviews, the supervisor should explore with employees who are interested in
pursuing this option what the supervisor's expectation is for work and behavior factors to be rated

Washington State Council of County and City Employees, Council 2, Local 1652R - Industrial qnd
Hazardous Waste
January 1, 2015 through December 3i,, 2016
275C0115 AppendixA

Page 5



as outstanding on an ongoing basis and in the annual PA summary. Documentation of
outstanding performance is required in order for an employee to be eligible for "merit over top."

Appeals
Employees may request additional review and consideration of the Annual Performance

Appraisal Summary from their division director (or designee) by written request made within ten

(10) working days of receiving a copy of the Summary.

Upon receiving a request for review the division director (or designee) shall have fifteen (15)

working days to meet with the employee. Thereafter, the reviewer will have fifteen (15) working

days to provide a written answer, either sustaining or modi$,ing the Summary.

Denial of step increases within range shall be subject to the just cause provision, Article 3

Management Rights, of the CBA. Awarding of "above top step merit" is discretionary; therefore,

denial of"above top step merit" shall not be subject to the grievance procedure.

Guidance on performance levels

The following definitions give some general guidance regarding performance rating, based on the

King County Merit Pay System Manual:

does not complete assignments; has difficulty working with colleagues; work products

unacceptable or needing rework regularly; does not meet normal deadlines; inconsiderate

of co-workers or customers; requires more than normal supervision and direction.

completes assignments; maintains at least adequate working relationships with
colleagues; prepares acceptable work products; meets normal deadlines; cost conscious;

shows responsibility for getting assigned work done.

over top" step option) - Exceptional work far surpassing expectations; demonstrates

superior working knowledge of all phases of position; makes consistently superior

decisions; develops new ideas or new methods regularly; exceptionally well orgarized;

consistently superior work, setting example for others; recognized as an expert and a

resource by peers and management; demonstrates exceptional skill in working with all

individuals; performance is rated outstanding in all aspects of the job (work products and

behavior factors) consistently throughout the evaluation period.

Washington State Council of County and City Employees, Council 2, Local 1652R - Industrial and
Hazardous lilaste
January 1, 201 5 through December 3 1, 201 6
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APPENDIX B

Key Values and Norms
for King County'sHazardous Waste Management Unit

Accepted 9ll3l99

Our office considers the following seven values essential to our workplace. Each value is

illustrated by a short list of norms or example behaviors expected of all employees who

work in the unit. These examples are intended to illustrate how the value is applied in
our work.

Our workplace is...

Fair:
o We treat others as they want to be treated (which might not necessarily be how we

want to be treated ourselves).
o We make the opportunity for everyone to talk, and we listen to and genuinely

consider everyone's opinion.
o We are open-minded and actively seek diverse viewpoints.
o We are clear about the definition of good performance, who defines it and what

happens when the definition is not met.
o We all have the opportunity to show strengths and improve weaknesses.

o We welcome new members into the team.
o Everyone shares the menial tasks that need to be done; there is no rank when it comes

to meeting program or customers' needs.

o Communication occurs openly and among all employees without regard for rank.

Open and Honest:
o We value ideas and opinions, are open to them and respect the risk taken in voicing

them.
o We feel free to speak without fear of reprisal.
o We seek, accept and act upon constructive feedback.
o We provide both positive and constructive feedback to others in a sensitive manner.

o We accept conflict, discuss it openly, and deal with it effectively between the people

directly involved in the matter.
o We freely share information, ideas, expertise, skills, and experiences with others, in a

proactive way, regardless of rank.
o We always seek and genuinely consider input from our customers to help direct our

Program.
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Professional:
o We are a credible resource for reliable, accurate, quality information.
o We maintain a high level of expertise, stay up to date in our field and lead the field

where possible.
o We seek accurate information and operate off it instead of passing along bogus

information or "shooting from the hip".
o We pass all of our information through appropriate review processes to insure that

recommendations we make are accurate, useful and up-to-date.
o We present information in ways our audience will understand; we avoid jargon.
o We provide excellent, responsive, un-bureaucratic customer service.
o We model honesty, integrity and ethical behavior.
o We take the responsibility for understanding one another and being understood.
o We keep each other informed about project plans and progress in a timely manner by

using agreed upon mechanisms as appropriate (e.g. Alert, meetings, e-mail, face-to-
face)

o We leam from our experiences and seek continuous improvement. We consistently
seek feedback, evaluation, customer satisfaction ratings and debriefing comments so
as to learn from experiences and adapt accordingly.

Respectful:
o We treat others with equity and as adults, valuing each person's function in the group

regardless ofjob level.
o We give authority along with responsibility; we trust and empower people to get the

job done.
o If asked to keep something confidential, we do so.
o We do not tolerate grousing about third parties; rather, we take responsibility for

giving and receiving direct feedback.
o We focus on problems, not personalities and address problems clearly, without

blaming others.
o We work with our customers to effect change. We recognize that customers have the

right to make their own decisions.
o We express concerns, disagreements and ideas constructively. We bring possible

solutions to expressed problems.

Collaborative:
o We work for the environment by working with households and businesses.
o We work with customers and stakeholders to effect change. Whenever possible we

seek opportunities to network with groups and organizations.
o We proactively look for opportunities to share information.
. Each member assumes responsibility for the progress of his or her team and for the

progress of the group as a whole.
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o We believe we accomplish more through cooperation than through competition.
. Individuals and teams are recognizedfor the contribution their strengths make to the

success of the organization.
o We encourage, value, consider, and address input.
o We provide customers and stakeholders with the opportunity to participate in

planning and decision making.
o We strive to reach consensus decisions -- decisions everyone can live with and

support even when those decisions do not necessarily reflect personal views.

o We follow the decision making model as outlined in the procedures manual.

Risk-Taking:
o Risk taking is acceptable, and well thought-out risk taking is encouraged.

o We have the freedom, support, and authority to do our jobs.

o We feel free to speak without fear of reprisal.
o Failure as a result of responsible risk taking is not punished, but, rather, is viewed as a

leaming experience.
o We are expected to expand our personal horizons.
o We challenge bureaucracy and status quo when they impede effective customer

service.
o Our program's high visibility does not prevent us from taking responsible risks.

Caring and Fun:
o We value our differences, and respect each person's individuality, personality and

style.
o We enjoy our time spent in the office, and see the office as a safe haven to come back

to.
o We feel supported in our work both by management and co-workers. People help

each other out when work becomes stressful.
o While being respectful of individual privacy, we also care about each other as people

who have families, interests, trials and challenges beyond the workplace. We make a
point to recognize important events in peoples' lives.

o Our office is a fun place to work. We believe the workplace atmosphere should be a

positive one. We believe that including fun in our work builds good working
relationships, unlocks the creative juices, and makes for a healthier workplace.

Accordingly, we value and give time to fun activities, both planned and spontaneous.

o We value humor and laughter in the workplace, and build them into our daily
interactions with people. We hear laughter every day in our office, but not at the

expense of others' feelings or quiet times.
o We welcome spontaneous, creative and unusual entertainment (e.g. measure staff

heights on the wall, share a quiz about British vs. American phrases, hold a

marshmallow-eating contest, show the staff our new puppy) in the workplace.
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APPENDIX C

Industrial Waste's Goals and Norms
July 12,2000

IW Goals

In the way that we do our work, we treat each other and our companies with consistency
and fairness.

We know how to use our resources (internal and external) to find, minimize, and deal

with discharges to the treatment plants.

We have effective meetings.

We have a clear and effective workplan each year.

We fully utilize our information systems.

IW Norms

We treat co-workers and customers with courtesy and respect. We speak and listen in
ways that show we value each other's role and work.

We trust each other. We share our views with each other and remain open-minded in
listening to the views of others. We give each other the "benefit of the doubt" when we
have problems. We check assumptions.

We are team players. We put the needs of the team ahead of our own needs. We consult
with each other and seek input on matters that affect others. We work as a cohesive
section.

We keep management, co-workers, and customers informed about things that affect them.

We speak directly with co-workers when we have problems with them. We avoid
ootriangulation."

We seek, accept, and act upon constructive feedback. We give feedback courteously and

respectfully. We compliment each other on jobs well done.

We meet our commitments to others.

We use our leave time constructively.
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We are punctual; we start and end meetings on time.

We take responsibility for our actions. We admit when we have made a mistake.

We maintain confidentiality when appropriate.

We have fun and enjoy our jobs.

Professional Effectiveness

We do quality work that employees and management can be proud of'

We do more than required.

We beat deadlines, especially to help a customer

We are able to set priorities when there is too much work to do.

We take a multi-media approach. We look beyond our own areas of responsibility and

expertise.

We ensure process as well as content is correct. We ensure content as well as process is

correct.

We balance political and technical issues. We understand the consequence of making
decisions on purely technical grounds is that "politicians" take the decisions away from
us and make them on purely political grounds.

We are excellent at oral and written communication. We use a minimum of bureaucratic

and technical jargon when communicating with the public and our customers. (We

represent the county, in fact we represent all government workers. Our goal as

professionals is to improve the image of all government workers.)

We are pro-active. We have creative ideas and act on them. We propose new projects

that help carry out the agency mission.

We are flexible and open to new ways of doing business.

We encourage well-thought-out risks.

We are productive and cost conscious; we respect our rate-payers' money.

We make and sustain connections with other groups in and out of DNR.
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