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AGREEMENT BETWEEN

SERVICE EMPLOYEES INTERNATIONAL UNION, LOC AL 925

AND

KING COUNTY

These articles constitute an Agreement, the terms of which have been negotiated in good faith

between King County and SEIU Local925. This Agreement shall be subject to approval by

ordinance by the Metropolitan King County Council (Council) of King County, Washington.

ARTICLE 1: PURPOSE

1.1. Purpose. The intent and purpose of this Agreement is to promote the continued

improvement of the relationship between King County (County) and the employees represented by

SEIU Local 925 (Union) by providing a uniform basis for implementing the right of public

employees to join organizations of their own choosing and to be represented by such organizations in

matters concerning their employment relations with the County and to set forth the wages, hours and

other working conditions of the bargaining unit employees, provided the County has authority to act

on such matters.

1.2. Improvement of Relationship. This desire to promote the continued improvement of

the relationship between the County and the Union was reflected in the establishment of an Interest-

Based Bargaining Team (IBBT) comprised of Facilities management and employees, a Union

representative, and a Labor Negotiator from King County's Labor Relations staff, and the use of a

collaborative bargaining process to arrive at this Agreement. Standards established by the IBBT for

evaluating the provisions of this Agreement include the following:

1. Promote better management-employee relations;

2. Fair and equitable;

3. Enhances the partnership between union and management;

4. Understandable by everyone;

5. Ratifiable;

6. Enforceable;

7. Economically feasible;
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8. Legal; and

9. Promotes efficient and effective public service.

ARTICLE 2: EMPLOYEE CATEGORIES

2.1. Definitions.

A. Regular Full-time Employee. An individual employed in a position established

in the County budget as an authorized FTE and which will require at least twenty-six (26) weeks of

service per year with a work schedule of not less than forty (a0) hours per week. Regular full-time

employees are career service employees who are not on probation.

B. Regular Part-time Employee. An individual employed in a position established

in the County budget which requires at least twenty-six (26) weeks of service per year at the work

schedule established for the position (or would have required twenty-six (26) weeks of service per

year atthe work schedule established for the position had the position been established on January 1)

and which has an established work schedule of less than forty (40) hours per week but at least half

time. Regular part-time employees are career service employees who are not on probation.

C. Temporary Employee. An individual employed in a position which is not a

position established in the County budget as an authorized FTE and who works less than one

thousand forty (1040) hours.

Temporary employees are not career service employees and are not eligible for vacation, sick

leave, holiday, medical, dental, or other insurance benefits. Temporary employees are eligible for

participation in the Public Employees Retirement System as provided by State Law.

D. Term-Limited Temporary Employee. A term-limited temporary is a temporary

employee who is employed in a term-limited temporary position. Term-limited temporary employees

are not members of the career service. They may not be employed in term-limited temporary

positions longer than three years beyond the date of hire, except that for grant-funded projects, capital

improvement projects, and information systems technology projects the maximum period may be

extended for up to five years upon approval of the Director of the Human Resources Division (HRD).

E. Seasonal Employee. A temporary employee in a position (for) which:

1. Is not a position established in the County budget as an authorized FTE;
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2. Will require less than one thousand forty (1040) hours in a calendar year;

and

3. The need exists at regular, predictable intervals during the year.

Seasonal employees are not eligible for vacation, sick leave, holiday, medical, dental, or other

insurance benefits. They are eligible for participation in the Public Employees Retirement System as

provided by State Law.

F. Lead Worker. In addition to performing the regular duties of the assigned

classification, the Lead worker has responsibility for regularly assigning, scheduling and reviewing

work within the work unit, including performing formal and informal inspections, reporting problems

to the supervisor, and providing guidance and training to others in the assigned work unit. Under the

direction of a supervisor, the Lead may be called upon to assist in the hiring process and to provide

input to the supervisor prior to any performance evaluations.

2.2. Regular or Temporary Employment. For work performed by County employees

represented by this Agreement, the County and the Union have the common goal of maintaining a

stable, qualified work force. To this end, the following principles will guide the assignment of work

to employees represented under this Agreement, when such work is performed by County employees.

A. Work that is year-round in nature, requiring employees with consistent and defined

skills, should be performed by regular full-time or regular part-time career service employees.

B. The following work may be performed by part-time, temporary (including term-

limited temporary), or seasonal employees. Work that is:

o seasonal or cyclical in nature

o time-limited

o project specific

o requiring specific skills that are not available in the County's regular work

force; or

o requiring an employee to work less than half-time.

C. In fulfilling these principles, the County will develop and maintain staffing plans

that define the work being assigned to regular full-time or regular part-time career service and
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temporary (including term-limited temporary) or part-time employees.

2.3. Supplements to Regular Work Force. Seasonal and temporary (including term-limited

temporary) employees are supplementary to the regular work force and shall not be used to supplant

regular full-time or regular part-time positions or undermine the integrity of the bargaining unit.

These employees are employed at will and are part of the bargaining unit and subject to the terms of

this Agreement.

ARTICLE 3: UNION RE,COGNITION AND MEMBERSHIP

3.1. Union Recognition. The County recognizes SEIU Local 925 as representing its

members whose job classifications are listed in the attached Addendum A.

3.2. Union Membership/Representation Fee. 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 shall remain members in good standing and those 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. It shall also be a condition of employment that all employees

covered by this Agreement and hired on or assigned into the bargaining unit on or after its effective

date shall, on the thirtieth (30th) day following the beginning of such employment, become and

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

3.3. Religious Tenets or Beliefs. Nothing contained in this Article shall require an employee

to join the Union who can substantiate, in accordance with existing law, bona fide religious tenets or

beliefs that prohibit the payment of dues or initiation fees to union orgarizations. Such employee

shall pay an amount of money equivalent to regular union dues and initiation fee to a non-religious

charitable organization mutually agreed upon by the employee and the Union to which such

employee would otherwise pay the dues and initiation fee. The employee shall furnish written proof

that such payment has been made.

3.4. Dues Deduction. 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 or representational fees as certified by the secretary-treasurer of the Union and transmit the

same to the Union. The Union will indemniff, defend and hold the County harmless against any

Service Employees Internationql tJnion, Local 925 - Department of Executive Services - Fqcilities Management Division
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claims made and against any suit instituted against the County on account of any check-off of dues

for the Union. The Union agrees to refund to the County any amounts paid to it in elror on account

of the check-off provision upon presentation of proper evidence thereof.

3.5. Cause for Discharge. Failure by an employee to abide by the above provisions shall

constitute cause for discharge of such employees; provided that when an employee fails to fulfillthe

above obligations the Union shall provide the employee and the County with a thirty (30) day

notification of the Union's intent to initiate discharge action and during this period the employee may

make restitution in the amount which is overdue.

3.6. Membership Apptication. The County will require all new employees hired into a

position included in the bargaining unit to sign a form (in triplicate) which will inform them of the

Union's exclusive recognition. One copy of the form will be retained by the County, one by the

employee and the original sent to the Union. The County will notiff the Union of any employee

leaving the bargaining unit because of termination, layoff, leave of absence or dismissal.

3.7, Bargaining Unit List. The County will transmit to the Union twice ayear, upon written

request, a current listing of all employees in the unit. Such list shall indicate the name of the

employee, wage rate, job classification, work shift, location, and unit.

3.8. COPE Payroll Deduction. The County shall, upon receipt of a written authorization

form that conforms to legal requirements, deduct from the pay of a bargaining unit employee the

amount of contribution the employee voluntarily chooses for deduction for political purposes and

shall transmit the same to the Union.

ARTICLE 4: RIGHTS OF MANAGEMENT

4.1. Management Rights. The management of the County and the direction of the work

force is vested exclusively in the County subject to the terms of this Agreement. Except to the extent

there is contained in this Agreement express and specific provisions to the contrary, all power,

authority, rights and jurisdictions of the County are retained by and reserved exclusively to the

County, including, but not limited to, the right to manage the work of employees, to discipline,

transfer, and evaluate employees; to determine and implement methods, means and assignments,

establish classifications and select personnel by which operations are to be conducted, including

Service Employees Internqtional Union,
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staffing levels; and to initiate, prepare, modify and administer the budget.

4.2. Release from Work. When the County has no work available for employees in specific

classifications, nothing in this Agreement shall prohibit the County from assigning such employees to

perform other work as directed or, in absence of other necessary work, to send the employee home.

The County agrees to make a good faith effort and exhaust all reasonable options for alternate

assignment prior to sending an employee home. Additionally, prior to sending an employee home,

the County may seek volunteers. Employees who are released may use vacation leave to cover lost

hours.

4.3. Performance Evaluations. The County may conduct performance evaluations at least

annually as part of a systematic and equitable employee performance management system.

ARTICLE 5: HOLIDAYS

5.1. Holidays. Regular, probationary, and term-limited temporary employees shall be

granted the following holidays with pay:

New Year's Day January lst

Martin Luther King, Jr.'s Birthday 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 11th

Thankseiving Day Fourth Thursday in November

Day after Thankseivine

Christmas Day December 25th

and any designated by public proclamation of the chief executive of the state as a legal holiday, as

approved by Council.

5.2. Day of Observance. Whenever a holiday falls on a Sunday, the following Monday shall

be observed as the holiday, and any holiday falling on a Saturday shall be observed on the preceding

Friday.

5.3. Overtime Calculation. Holidays paid for but not worked shall be recognized as time

Serttice Employees International Union,
January 1,2015 throughDecember 31,
012C0115
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worked for purposes of determining weekly overtime for all employees.

5.4. Hotiday Premium. Work performed on holidays shall be paid at a premium rate of one

and one-half (l-ll2) times the regular rate.

5.5. Prorated Holiday Benefit. Employees shall receive the regular holiday pay prorated in

accordance with their regular schedule. For example:

Scheduled Hours
per Week

Pro-rated Hours
of Annual
Holiday
Earnings

Holiday
Compensation
for Each of the

12 Holidays

20.0 48.0 4.0 hours
40.0 96.0 8.0 hours

5.6. Pay Status and Eligibility. An employee must be in a pay status either the employee's

scheduled working day before or the employee's scheduled working day after a holiday in order to

receive holiday pay. An employee leaving County employment the day prior to the holiday shall not

receive holiday pay.

5.7. Personal Holidays. Each employee eligible for holiday pay shall receive two (2)

additional personal holidays; provided that no employee shall be granted more than ninety-six (96)

hours of holiday time in a calendar year. These days shall be administered through the vacation plan.

One (1) day will be added to each employee's vacation accrual on the first day of October and the

first day of November of each year. Employees will be able to use these days in the same manner as

they use vacation days earned

5.8. Augmenting Holiday Pay. If an employee's regularly scheduled work hours exceed the

number of holiday hours earned on any non-work holiday, the employee shall have the option of

using accrued vacation hours to allow total compensation hours to equal the number of hours in the

regular work schedule.

5.9. Work on a Holiday. Employees who work on a holiday have the option of eaming

compensatory time at l-ll2 times the regular rate of pay in lieu of receiving premium pay of l-ll2

times the regular rate of pay. Holiday hours accrued under this section will not count as hours

worked for the purpose of determining weekly overtime in the week they are accrued.

Service Employees International Union, Local 925 - Department of Executive Services - Facilities Management Division
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ARTICLE 6: VACATIONS

6.1. Accrual Rate. Regular, probationary, and term-limited temporary fuIl-time employees

shall receive vacation benefits as indicated in the following table based upon a full-time schedule of

forty (40) hours per week.

Length of
Continuous
Service

Hourly
Accrual

Rate

Annual
Vacation
Credit in

Hours

Annual
Accrual
in Days

Maximum
Allowable
Accrual in

Hours

Maximum
Allowable
Accrual

WorkDay
Equivalent

Upon hire through
end ofvear 5

.04615 hour 96 hours 12 days 96 hours l2 days

Upon beginning of
year 6 through end
ofvear 8

.05770 hour 120 hours 15 days 480 hours 60 days

Upon beginning of
year 9 through end
ofyear 10

.06154 hour 128 hours 16 days 480 hours 60 days

Upon beginning of
year 11 through
end ofvear 16

.07692hour 160 hours 20 days 480 hours 60 days

Upon beginning of
vear 17

.08077 hour 168 hours 2l days 480 hours 60 days

Upon beginning of
vear 18

.08462 hour 176 hours 22 days 480 hours 60 days

Upon beginning of
vear 19

.08846 hour I 84 hours 23 days 480 hours 60 days

Upon beginning of
vear 20

.09231 hour 192 hours 24 days 480 hours 60 days

Upon beginning of
vear 2l

.09615 hour 200 hours 25 days 480 hours 60 days

Upon beginning of
vear 22

t hour 208 hours 26 days 480 hours 60 days

Upon beginning of
vear 23

.10385 hour 216 hours 27 days 480 hours 60 days

Upon beginning of
year 24

.1 0769 hour 224hotxs 28 days 480 hours 60 days

Upon beginning of
vear 25

1 1 154 hour 232hottrs 29 days 480 hours 60 days

Upon beginning of
year 26 and
bevond

1 1538 hour 240 hours 30 days 480 hours 60 days

Note: Equivalent work days are based on five (5) equal work days per week. Alternative

work schedules would not necessarily produce the same number of days.

Service Employees International (Jnion, Local 925 - Department of Executive Services - Facilities Management Division
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6.2. Rate of Pay for Use or Cash-Out of Vacation Leave. For purposes of this Article,

employees using accrued vacation shall be paid for such vacation at the base rate of pay in effect at

the time of vacation or upon termination, provided that special assignments shall not be considered to

be a part of the base rate.

6.3. Accrual Rates for Eligible Part-Time Employees. Regular, probationary, and term-

limited temporary part-time employees shall accrue vacation leave in accordance with the vacation

leave schedule set forth in Section 6.1 of this Article, provided, however, such accrual rates shall be

prorated to reflect the employee's hours of work.

6.4. County Work While Receiving Vacation Pay. No employee shall work for

compensation for the County in any capacity during the time that the employee is on vacation leave.

6.5. Effective Date of Accrual. Employees eligible for vacation leave shall accrue vacation

leave from their date of hire with the County.

6.6. Increments of Vacation Leave. Vacation leave may be used in one quarter hour

increments, at the discretion of the appointing authority.

6.7. Pay Upon Separation. Upon separation for any reason, the employee will be paid for

unused vacation credits up to the maximum allowable accumulated vacation; provided, however,

employees hired after September 1, 1986 who are eligible for participation in the Public Employees'

Retirement System Plan I shall not be compensated for more than two hundred forty (240) hours of

accrued vacation at the time of retirement. Vacation hours accrued in excess of two hundred forty

(240) hours must be used prior to the employee's date of retirement or such excess hours shall be lost.

6.8. Impact of Unpaid Ahsence on Accruat. No employee shall earn the equivalent of one

month's vacation credit during a month when the employee is absent without pay more than three

working days.

6.9. Prior Accrual Required. An employee shall not be granted vacation benefits if not

previously accrued by the employee.

6.10. Payment of Accrued Leave Upon Employee's Death. In cases of separation from

County employment by death, 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 by state law,

Service Employees International (Jnion, Local 925 - Department of Executive Services - Facilities Management Division
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RCW Title 11.

6.11. Accrual Above Maximum. Employees may carry over additional vacation beyond the

maximum specified herein, if, as a result of cyclical workloads or work assignments use of vacation

was denied by the Section Manager and absent the ability to carry over leave, the excess accrued

vacation would be lost.

6.12. Eligibility for Use and Pay-Out of Accrued Vacation. Employees in regular

positions who leave County employment for any reason after successful completion of six (6) months

of County service will be paid for their unused vacation up to the maximum specified herein, except

as provided in Section 6.7. Employees shall not be eligible to take or be paid for vacation leave until

they have successfully completed their first six (6) months of County service, and if they leave

County employment prior to successfully completing their first six (6) months of County service they

shall forfeit and not be paid for accrued vacation leave. If federal or state law provides for greater

benefits for the use of paid leave for family care, the applicable law will apply. Employees shall

forfeit the excess accrual prior to December 3 1st of each year, except as provided for in Section 6.1 1.

6.13. Accrual Rate Upon Return to County Employment. If a regular employee resigns

from County employment in good standing or is laid off and subsequently returns to County

employment within two (2) years from such resignation or lay off, as applicable, the employee's prior

County service shall be counted in determining the vacation leave accrual rate under this Article.

6.14. Scheduling.

A. All vacation preferences shall be made on the designated form.

B. Vacation preference requests for a period beginning May 1 and ending the

following April 30 must be received by management no later than April 1. The vacation schedule

shall be posted on or before May 1.

C. Vacation preference requests shall be granted on the basis of classification

seniority provided that operations are properly staffed at all times.

D. Vacation preference requests may be made in increments ranging from one-half

hour's duration up to and including the maximum accumulation available.

E. Vacation preference requests shall contain a maximum of five (5) time periods or

Service Employees International (Jnion, Local 925 - Department of Executive Services - Facilities Management Division
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increments, not to total more than the number of days accumulated, listed in order of priority to the

individual. Employees shall, on the basis of classification seniority, be entitled to approval for only

one (1) increment at atime. Employees not granted their first priority increment shall have their

second priority granted on the basis of seniority. Seniority shall also be applied to third, fourth, and

fifth priority requests until all available vacation time is scheduled.

F. Vacation requests received after April 1 of a given calendar year shall be approved

in order of their receipt provided that operations are properly staffed at all times.

G. Classification seniority shall not be used to gain approval of a vacation period that

includes the same holiday in two (2) succeeding years.

ARTICLE 7: SICK LEAVE

7.1. Accrual

A. Every regular, probationary, and term-limited temporary employee shall accrue

sick leave benefits at arate equal to .04616 hours for each hour in pay status exclusive of overtime up

to a maximum accrual of ninety-six (96) hours per year. Sick leave shall not begin to accrue until the

first of the month following the month in which the employee commenced employment. The

employee is not entitled to sick leave if not previously earned.

B. During the first six (6) months of service, employees eligible to accrue vacation

leave may, at the appointing authority's discretion, use any accrued days of vacation leave as an

extension of sick leave. If federal or state law provides for greater benefits for the use of paid leave

for family care, the applicable law will apply. If an employee does not work a fullsix (6) months,

any vacation leave used for sick leave must be reimbursed to the County upon termination.

C. There shall be no limit to the hours of sick leave benefits accrued by an employee.

7.2. Use of Sick Leave.

A. Sick leave may be used in one-quarter (ll4) hour increments at the discretion of

the employee's immediate supervisor.

B. Sick leave shall be paid on account of the following reasons:

a. Employee's illness;provided, that an employee who suffers an occupational

illness may not simultaneously collect sick leave and worker's compensation payments in a total

Service Employees International Union, Locql 925 - Department of Executive Serttices - Facilities Management Division
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amount greater than the net regular pay of the employee;

b. The employee's incapacitating injury, provided that:

(1) An employee injured on the job may not simultaneously collect

sick leave and worker's compensation payments in a total amount greater than the net regular pay of

the employee;

(2) An employee may not collect sick leave for physical incapacity due

to any injury or occupational illness which is directly traceable to employment other than with the

County.

c. A female employee's temporary disability caused by or contributed to by

pregnancy and childbirth.

d. Employee exposure to contagious diseases and resulting quarantine;

e. Employee keeping medical, dental, or optical appointments, provided that

the employee's appointing authority has approved the use of sick leave for such appointments,'

f. Sick leave may be used to care for family members of an employee in

accordance with Section 7 .9.

7.3. Exhaustion of Sick Leave. An employee who has exhausted all of hislher sick leave

may use accrued vacation leave as sick leave before going on leave of absence without pay, if

approved by hisiher appointing authority.

7.4. Administration. Division management is responsible for the proper administration of

sick leave benefits. Verification from a licensed health care provider may be required to substantiate

the health condition of the employee or family member for leave requests. In cases where

management has uniform documentation to support a history of excessive or patterned absenteeism,

an employee may be put on written notice by the Section Manager that for a period not to exceed six

(6) months requests for compensation under this Article must be accompanied by proof of need.

7.5. Separation. Separation from County employment, except by retirement or reason of

temporary lay-off due to lack of work or funds, shall cancel all sick leave currently accrued to the

employee. Should the employee resign in good standing and return to the County within two years,

accrued sick leave shall be restored.
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7.6. Disability. Accrued sick leave may be used for absence due to temporary disability

including that caused or contributed to by pregnancy, but except for leaves that are requested and

approved pursuant to the King County Family and Medical Leave Ordinance and Section 7.10 in this

Article, there shall be no requirement to exhaust accrued sick leave prior to taking a leave of absence

for such disability.

7.7. Pay-out. Employees eligible to accrue sick leave, who have successfully completed at

least five (5) 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 or as provided for by RCW Title 11, as

applicable, an amount equal to thirty-five (35) 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.

All payments shall be made in cash, based on the employee's base rate, and there shall be no

deferred sick leave reimbursement. The pre-tax dollars may be applied to the purchase of County

health insurance at the COBRA rates. This sick-leave cash-out is subject to any determination by

bargaining unit members to have their funds placed in Voluntary Employee Beneficiary Association

(VEBA) accounts upon retirement as a result of length of service, as set forth in the King County

Code. Such determination is applicable to all members of the bargaining unit.

7.8. Job Injury. Employees injured on the job cannot simultaneously collect sick leave and

worker's compensation payments greater than net regular pay of the employee. Administrative rules

have been established to allow for payments equal to net regular pay of employees qualifying under

worker' s compensation.

7.9. Family Care.

7.9.1. Accrued sick leave may be used for the following reasons:

A. To care for the employee's child if the child has an illness or health condition that

requires treatment or supervision by the employee; and to care for the employee's spouse, domestic

partner, parent-in-1aw, or grandparent who has a serious health condition or an emergency condition.

B. To care for other family members under the following circumstances:

1. For King County Family Medical Leave, the employee must have been
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employed by the County for twelve (12) months or more and have actually worked a minimum of one

thousand forty (1040) hours (40 hour employee) the preceding twelve (12) months (paid leaves such

as holiday, vacation and sick leave are not considered hours worked). For Federal Family Medical

Leave the employee must have worked t250 hours in the preceding l2 months.

2. The family member is the employee's spouse or domestic partner; the child

of the employee, the employee's spouse, or the employee's domestic partner; or the parent of the

employee, the employee's spouse, or the employee's domestic partner; and the reason for the leave is

one of the following:

a. The birth of a child and care of the newborn child, or placement of

the child by adoption or foster care, if the leave is taken within twelve months of the birth, adoption,

or placement;

b. To care for the employee's child or child of the employee's spouse

or domestic partner whose illness or health condition requires treatment or supervision by the

employee; or

c. Care of a family member who suffers from a serious health

condition as defined in the King County Personnel Guidelines.

C. To care for immediate family members in additional circumstances not covered by

A. or B. For the purposes of this section, "immediate family" shall include: spouse or domestic

partner; child of employee, employee's spouse, or employee's domestic partner; parent; grandparent;

grandchild; sibling; and any persons for whose financial or physical care the employee is principally

responsible. Employees eligible for sick leave shall be entitled to use and normally shall have

approved sick leave for family care under these and similar circumstances.

1. When the employee certifies that no other person is available and capable of

providing care of the ill or injured family member.

2. For accompanying or transporting immediate family members to medical or

dental appointments, provided that the immediate family member is a minor child, is infirm, or

cannot reasonably travel to and from the appointment without the employee's aid.

3. Unless covered by A. or B. of this Section, use of sick leave shall be subject
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to the following limitations.

a. A maximum of three (3) days of family care sick leave may be

permitted for each occurrence.

b. No more than six (6) days of family care sick leave may be used in

any one calendar year.

c. Each request for family care sick leave must be verified in writing,

which shall include the relationship of the immediate family member and a statement of the need for

care or attendance.

7.9.2. The employee's supervisor may require a physician's verification of the need for

family care leave.

7.9.3. If federal or state law provides for greater benefits for the use of paid leave for family

care, the applicable law will apply.

7.10. Family and Medical Leave. Employees shall be entitled to family medical leave as

provided by the King County Family Medical Leave Ordinance (KCC 3.12.220), the federal Family

Medical Leave Act, and any Washington state laws that provide for family medical leave.

Seniority shall accrue in accordance with Article 17 while an employee is on family and

medical leave.

7.11. Informational Resource. To assist employees in understanding their ability to utilize

leave for medical and family reasons, the County agrees to distribute to employees information from

King County Code 3.12.220.

ARTICLE 8: MISCELLANEOUS LEAVES

8.1. Donation of Vacation and Sick Leave Hours.

8.1.1. Vacation Leave Hours. Any regular or term-limited temporary employee who has

completed at least one (1) year of service may donate to any other regular or term-limited temporary

employee a portion of his or her accrued vacation for the purpose of supplementing the sick or family

leave benefits of the receiving employee. Donated vacation hours shall be converted to a dollar value

based upon the donor's straight time rate.

Vacation donations are strictly voluntary. Employees are prohibited from offering or
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receiving monetary or any other compensation in exchange for donating vacation hours. The number

of hours donated shall not exceed the donor's accrued vacation credit as of the date of the request.

Donated vacation hours must be used within ninety (90) calendar days. Donated hours not

used within ninety days or due to the death of the receiving employee shall revert to the donor.

Donated vacation hours are excluded from vacation payoff provisions.

8.1.2. Sick Leave Hours. Any regular or term-limited temporary employee whose sick leave

accrual balance exceeds one hundred (100) hours may donate to any other regular or term-limited

temporary employee a portion of hisiher accrued sick leave upon written notice to the donating and

receiving employees' department director(s). Sick leave hour donations are strictly voluntary. No

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

year. Employees are prohibited from offering or receiving monetary or any other compensation in

exchange for donating sick leave hours.

Donated hours shall be converted to a dollar value based upon the donor's straight time hourly

rate.

Donated sick leave hours must be used within ninety (90) calendar days. Donated hours not

used within ninety days or due to the death of the receiving employee shall revert to the donor.

Donated sick leave hours are exempt from sick leave payoff provisions.

8.2. Bereavement.

A. Regular, probationary, and term-limited temporary employees shall be entitled to

three (3) working days of bereavement leave per instance due to death of members of their immediate

family.

B. Regular, probationary, and term-limited temporary employees who have exhausted

their bereavement leave shall be entitled to use sick leave in the amount of up to three working days

for each instance when death occurs to a member of the employee's immediate family.

C. For purposes of this section, a "working day" refers to all of the hours an employee

is scheduled to work on the day of bereavement leave.

D. 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
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sick leave or bereavement account.

E. For the purposes of this Section, "immediate family" shall be construed to mean

persons related to an employee by blood or marriage or legal adoption as follows: spouse or domestic

partner; child of employee, employee's spouse, or employee's domestic partner; grandparent;

grandchild; parent of the employee, the employee's spouse, or employee's domestic partner; sibling;

any persons for whose financial or physical care the employee is principally responsible; son-in-law;

daughter-in-law; father-in-law; mother-in-1aw; or an individual who stood in loco parentis to the

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

8.3. School Volunteer Leave.

An employee may use up to three days of accrued sick leave per year for the purpose of

volunteering at the employee's children's school. The employee must obtain advance approval for

such leave.

8.4. Leave of Absence for Union Work.

An employee elected or appointed to office in a local of the Union which requires a part or all

of his/her time shall be given leave of absence without pay upon application.

8.5. Jury Duff.

If a regular, probationary, or term-limited temporary employee, including a seasonal worker,

who is employed at least half-time is called fo. j,rry duty, then the employee will be entitled to

regular pay for all work hours that the employee misses due to jury duty. The employee should

deposit his or her jury duty fees, excluding mileage, with the Finance and Business Operations

Division of the Department of Executive Services. Employees must contact their supervisor when

dismissed from jury duty during regularly scheduled working hours and may be required to report

back to work.

8.6. Leave Examinations.

An employee eligible for paid leave will be entitled to necessary time off with pay for the

purpose of participating in County qualifying or promotional examinations. This will include time

required to complete any required interviews.
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8.7. Military Leave.

A leave of absence for active military duty or active military training duty will be granted to

eligible employees in accordance with applicable provisions of state andlor federal law; provided,

that arequest for such leave shall be submitted to the manager/designee in writing by the employee

and accompanied by a validated copy of military orders ordering such active duty or active training

duty.

8.8. Unauthorized Leave.

Being absent without authorized leave shall be considered as an automatic resignation. Such

a resignation may be rescinded by the Division Manager if the employee presents satisfactory reasons

for his/her absence within three (3) calendar days of the date his automatic resignation became

effective.

8.9. Leaves of Absence Without Pay.

Employees may request a leave of absence without pay by presenting a written request to their

immediate supervisor along with any supporting documentation. The decision to grant a leave of

absence without pay shall be at the discretion of the County.

8.10. Return to Work Following Medical Leave. Consistent with applicable law, the

County will make a good faith effort to accommodate an employee's return to work in a timely

fashion.

ARTICLE 9: SAFETY

9.1. Commitment to Safety. The County shall provide and maintain a safe and healthful

workplace and comply with all state and federal laws, rules, and regulations pertaining to workplace

safety and health.

9.2. Workers' Responsibitity. Employees shall follow the safety and health rules, wear

and/or use all required gear and equipment provided by the County, and participate in County-

provided safety training.

9.3. Equipment. No employee shall be required to use equipment which is not in a safe

condition. In the event an employee discovers or identifies unsafe equipment, slhe will immediately

notify the immediate supervisor in writing. Said equipment shall be repaired or replaced if the
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County determines the equipment to be unsafe. At such time as the County determines the equipment

to be safe, the employee will be advised.

9.4. Reporting on Safety Hazards. It is the responsibility of all employees to report safety

hazards on a timely basis. "Record of Hazard Observed" forms will be available to all employees in

a conspicuous area. When a safety hazard is observed, the employee shall document the hazard on a

"Record of Hazard Observed" form, and turn the form in to hislher immediate supervisor for

investigation and correction.

9.5. Remedying Safety Hazards. Once notice of a hazardhas been received by the

supervisor, s/he will investigate the situation and make correction within three (3) working days or as

soon as practicable. In the event more than three (3) working days are needed, upon the Union's

request, the supervisor will provide a written explanation to the reporting employee and the shop

steward as to the reasons for the delay and the anticipated date of correction.

9.6. Safety Committee. A Safety Committee, consisting of an equal number of employer-

selected and employee-elected members, shall meet at least bimonthly. The Safety Committee shall

have the following responsibilities:

A. Review the safety and health inspection reports to assist in correction of identified

unsafe conditions or practices.

B. Evaluate accident investigations conducted since the last meeting to determine if

the cause of the unsafe acts or condition involved was properly identified and corrected.

C. Evaluate the accident and illness prevention program and make recommendations

for improvement where indicated.

D. Evaluate and recommend training and equipment needs.

Minutes of all Safety Committee meetings shall be posted on the Safety Bulletin Boards and

frled in accordance with WISHA regulations. A liaison from this Committee shall regularly

participate in the SEIU Local925 FMD Labor Management Committee meetings. Safety Committee

members shall be in pay status for time spent in meetings.

9.7. Refusal to Work Under Unsafe Conditions. Employees may refuse to work in

situations where there is reasonable cause to believe that doing so would present an imminent danger
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in which death or serious injury could happen immediately.

9.8. Workers' Right to Know. Material Safety Data Sheets (MSDS) will be available for

reference and review in a conspicuous area accessible to all affected employees.

9.9. Safety Inspections. Where feasible, a shop steward will accompany Safety Inspectors

on worksite inspections and participate in opening/closing conferences without loss of pay and

benefits.

9.10. Safety Bulletin Board. There shall be a safety bulletin board in every building where

there are at least eight (S) bargaining unit members. The bulletin boards will be sufficient in size to

display required posters, accident statistics, Safety Committee meeting minutes, and safety

educational materials.

9.11. No Discrimination. No employee will be disciplined, discriminated against, or

otherwise suffer retaliation for filing a safety complaint or grievance, reporting ahazard, or acting as

a witness in a safety investigation.

9.12. Personal Protective Equipment. In situations where the law requires that the

employer provide personal protective equipment, including clothing and boots, thg County will

provide that equipment at County expense. Additionally, if required by King County's Safety and

Claims Specialist to provide certain protective equipment for specific tasks, the County will provide

that equipment at County expense.

ARTICLE 10: CONTRACTING OUT

10.1. Contracting Out. The County agrees not to contract out or assign to another agency or

individual the work normally performed by members of the bargaining unit if the contracting out or

assignment of such work eliminates, jeopardizes, or reduces the normal workload of the bargaining

unit. The County agrees to inform the Union of any contracting out of work normally performed by

members of the bargaining unit.

10.2. Custodial Work. Beginning March 31,2006, existing Building Services contracts for

custodial work will not be renewed and the work will be assigned to bargaining unit members.

Unless the parties agree to an exception or extraordinary circumstances exist, when FMD becomes

responsible for new or additional facilities and/or work, the custodial work will be assigned to
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bargaining unit members.

10.3. Non-Custodial Work.

10.3.1. Upon implementation of the Agreement, the parties will agree upon a schedule to

jointly review existing Building Services contracts that encompass a non-custodial body of work

historically performed by bargaining unit members. The parties will utilize the LMC for the joint

review. The County's intent is to assign bargaining unit members to perform that body of work

whenever possible. The review process shall evaluate whether

--employees possess the necessary skills;

--employees possess any required licenses andlor certifications;

--the County owns or could readily and feasibly obtain the necessary equipment;

--travel to remote locations for small pieces of work would be prohibitively costly;

--safety or liability issues exist; and

--performing the work in-house would not be practicable or feasible due to some other

extenuating circumstance.

10.3.2. If FMD becomes responsible for new or additional facilities and/or work where the

maintenance needs include a non-custodial body of work historically performed by bargaining unit

members, FMD will assign the work to bargaining unit members in the absence of an extenuating

circumstance. If an extenuating circumstance may be present, the parties will convene an LMC

meeting to review the matter, using the above criteria.

10.4. Community Corrections Work Program. The County agrees not to assign to the

Community Corrections program the work normally performed by bargaining unit members if the

assignment of such work eliminates, jeopardizes, or reduces the normal workload of the bargaining

unit. FMD will provide the LMC with quarterly updates of work the Community Corrections crew is

performing. Prior to expanding the work of the Community Corrections crew to performing work

historically performed by bargaining unit members on an ongoing, regular basis, the County will

bargain such expansion.
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ARTICLE 11: WAGE RATES AND OVERTIME

11.1. Wage Rates. Total Compensation Agreement. Upon full ratification of the

Memorandum of Agreement titled: Addressing "Total Compensation" Coalition Bargaining;20t5-

2016 Budget; And Cost-Of-Living Wage Adjustments For King County Coalition Of Labor Unions

Bargaining Unit Members2015-2016 ("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.

11.2. Step Movement. A1l regular full-time and regular part-time employees who are not at

Step l0 or on probation will advance to the next higher step on the salary range on January 1 of each

year of the Agreement.

11.3. Lead Worker. An employee designated in writing by the Division Director/designee

as "lead worker" shall receive a seven percent and one half (75%) premium in addition to the base

wage for all time so assigned.

11.4. On-Calt. All employees required to carry notification devices (pagers or "beepers")

during their normally scheduled time off shall be compensated at the hourly rate of $0.75 (seventy

five cents) for all time spent while so assigned.

11.5. Schedule Changes. All hours worked by an employee required to work a special

schedule or to change hislher shift, absent five (5) work days advance written notice as provided in

Article 12.5, shall be compensated as overtime at one and one-half (I-ll2) times the regular rate of

pay; provided, however, in a case where snow removal, flood control, and/or sanding operations have

been anticipated and "alert" or "standby" status advance warning has been given or in a case where a

special schedule is needed to respond to conditions or circumstances beyond the control of the

County, overtime pay shall not be required under this section; provided further, an employee who

voluntarily accepts a training opportunity with less than five (5) days notice of a schedule/shift

change may adjust his/her schedule and shall not be eligible for overtime under this section.

11.6. Licenses and Certifications. Employees who are required to have hazardous materials

handling, commercial drivers, or other licenses, certificates, or special endorsements, except standard

driver's licenses, to perform their jobs, will be reimbursed for the cost of maintaining these licenses
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or certificates.

11.7. Shift Differential.

A. Hazardous Waste. Hazardots Waste Technicians, Hazardous Waste

Surveyor/Project Manager, and Supervising Hazardous Waste Technician shall receive a l0% shift

differential for working swing shift during the period 2:00 p.m. through 10:00 p.m. and a l5% shift

differential for working grayeyard shift during the period 10:00 p.m. through 4:00 a.m.

B. Utility Workers. When the majority of the hours worked fall on a scheduled shift

after 4:00 p.m., the entire shift worked will receive a l\oh shift differential. When the majority of the

hours worked fall on a scheduled shift after 12:00 a.m. (midnight) the entire shift worked will receive

a l5%o differential.

11.8. Overtime. Employees on a five (5) day schedule shall be paid atthe rate of time and

one-half (1 -ll2) for all compensated hours in excess of eight (8) in one day, exclusive of lunch

period, or forty (40) in one week. Employees on a four-day schedule shall be paid at the rate of time

and one-half for all compensated hours in excess of ten (10) in one day, exclusive of lunch period, or

forty (40) in one week. Employees shall be paid at the rate of one and one-halt (l-ll2) times their

regular rate of pay for all regularly scheduled hours worked during the nine (9) hour period following

the end of the employee's previous shift, unless a higher rate applies. Overtime shall be compensated

for in cash except as provided in Section ll.l2.

11.9. Work Week The work week shall be as determined by the County to comply with

Fair Labor Standards Act (FLSA) provisions. Saturday and Sunday work is not overtime when it is a

regularly scheduled work day for the individual crew unless required by the FLSA.

11.10. Prior Authorization. All overtime shall be authorized in advance by the Section

Manager or hislher designee in writing, except in emergencies.

11.11. Overtime Assignments.

A. All employees may volunteer for overtime work. The County will offer overtime

work only to those employees who have previously volunteered. If the need for overtime workers

exceeds those available within the classification needed, the County will seek volunteers from other

classifications who are qualified to perform the work prior to granting the assignment to temporary
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employees. However, the County reserves the right to assign mandatory overtime work if there are

insufficient volunteers or in emergency situations, beginning with the least senior qualified employee

in that job classification. Overtime at the end of a shift to complete an assignment and/or project is

exempt from this section. In such cases the employee(s) doing the work will complete the day's

assignment.

B. Overtime List. For each classification at a work location, the County will

maintain and post a list of employees who have volunteered for overtime work. Work location shall

mean the downtown County complex or each outlying County site. Provided, however, all Utility

Worker IIs will be placed on a single overtime list.

The list will initially be created in seniority order. Offers of overtime work will always be

made to the employee at the top of the list. Once an employee is offered overtime work, the

employee's rulme will move to the bottom of the list, whether or not the employee accepts the

overtime assignment. All others on the list will move up accordingly. The list will be updated on the

first of each month. Each month employees will have an opportunity to be added to the bottom of

the overtime list. The lists will distinguish among regular, term-limited, and temporary employees.

Overtime will be offered to employees on the overtime lists who are not on leave status and

are present at work or contacted by phone when the time the overtime is being scheduled. Employees

who are on approved leave status, not present at work or unable to be contacted by phone will

maintain their ranking on the rotating lists. Employees who fail to work the overtime they have

agreed to work or who call in sick may be removed from the lists for that calendar year at the

discretion of the supervisor.

Step 1.

a. For each work location, overtime will first be offered to regular

employees on the overtime list.

b. If the County is unable to secure volunteers from among regular

employees, overtime will then be offered to term-limited employees on the overtime list working at

the location in question.

c. If the County is unable to secure volunteers from among term-
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limited employees, overtime will then be offered to temporary employees on the overtime list at the

location in question.

Step 2.

If the County remains unable to secure volunteers, the work will be offered to employees at

other work locations using the procedure in Step 1.

Step 3.

In the event that Steps I and? have been exhausted and there are insufficient volunteers to

work the overtime needed, the County will assign the overtime to any qualified employees within the

bargaining unit.

C. Supported Employees.

Overtime opportunities for custodians in the supported employment program will be

evaluated by the LMC outside of the procedure set forth in Step 1.(c) above.

ll.l2. Compensatory Time. There shall be no practice of compensatory time off unless

requested by the employee and agreed to by the Section Manager or designee.

A. Compensatory time off shall be earned at the rate of one and one-halt (l-ll2) times

the regular rate.

B. A maximum of eighty (80) hours of compensatory time may be accumulated.

Accrued compensatory time shall be expended within one year from the date when it is earned, or it

will be compensated for in cash at the regular rate of pay.

C. Notwithstanding (B) above, compensatory time off shall be scheduled at a time

that does not unduly disrupt the operations of the Section. If federal or state law provides for greater

benefits for the use of paid leave for family care, the applicable law will apply.

11.13. Call Out. A minimum of four (4) hours at one and one-half (l-ll2) times the regular

rate shall be allowed for each call out. Where such call out work exceeds four (4) hours, the actual

hours worked shall be allowed at one and one-half (l-ll2) times the regular rate. A "callout" will be

defined as a circumstance where an employee has left the work premises and is subsequently required

to report back to work prior to his/her normally scheduled shift. In the event the employee is called

back to work within four (4) hours of the start of hislher regular shift, the employee will be

Service Employees Internationql (Jnion, Locql 925 - Department of Executive Services - Fqcilities Management Division
January 1, 2015 through December 31, 2016
0t 2c0t I 5
Page 25



I

2

3

4

5

6

7

I
9

10

11

t2

13

t4

15

t6

t7

18

19

20

2t

22

23

24

25

26

",1

28

compensated at the overtime rate only for the hours immediately preceding the start of his/her regular

shift.

ll.l4. Special Schedule. Specially scheduled working hours will be compensated at one and

one-half (1 -tl2) times the regular rate. In the event this specially scheduled work is accomplished

prior to the normal working hours and the employee subsequently works his/her regular shift, the

regular shift shall be compensated at regular pay.

11.15. Emergency Call Outs. Emergency call outs with less than two hours notice shall be

paid at two (2) times the regular rate for a minimum of four (4) hours. In the event this emergency

call out work is accomplished prior to the normal working hours and the employee subsequently

works his/her regular shift, the regular shift shall be compensated at regular pay.

ll,.16. Hours Worked. For purposes of this Article, "hours worked" means all compensated

hours.

ll.l7. Utility Worker and Inventory Purchasing Specialist Re-opener.

If, during the term of this Agreement, the County enters into an agreement with the Joint

Crafts Council implementing a higher pay range for the Utility Worker I, Utility Worker II, and/or

Inventory Purchasing Specialist I classifications than those listed in Addendum A of this Agreement,

the range(s) in Addendum A will be adjusted to reflect the same increase, effective the same date.

11.18. Supported Employee Program Review

The parties to this Agreement acknowledge that there exists an ongoing study of the County's

Supported Employment Program. The Union will be kept apprised of the status of that study as it

applies to this unit. The parties agree to reconvene negotiations with the intent of determining the

appropriate pay rate for any new classifications for the aforementioned employees. Further, the

parties agree that no employee in this Program will suffer a reduction in their hourly rate as a result of

the study.

ARTICLE 12: HOURS OF WORK

12.1. Normal Workweek The normal work week shall consist of five (5) consecutive work

days not to exceed eight (8) hours each to be completed in a nine (9) hour period and not to exceed

fortv (a0) hours per week. Meal periods will be unpaid.
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12.2. Split Shifts. Split shifts will not be scheduled except with the expressed written

consent of the employee. Employees will not be required to work both Saturday and Sunday, except

in cases of emergency or with the expressed written consent of the employee, unless Saturday and

Sunday work is apart of a normal work schedule.

12.3. Alternative and Flex Schedules. The County agrees in principle to the concept that

alternative work schedules/flex time for individual employees should be considered and may be

utilized if mutually agreed upon by the employee and the employer. Written requests for altemative

work schedules/flex time will be considered and evaluated in terms of the best interests of both the

County and the employee. The request will be acted on and returned to the requesting employee. All

alternative schedules shall be reduced to writing with copies to the Union and the Human Resources

Division.

12.4. Schedule Changes. The supervisors and lead workers may change the scheduled hours

and provide special schedules for special operations such as snow removal, flood control and sanding

operations, and other special schedules such as watchmen or other personnel on special activities;

provided, however, special clothing and special equipment will be made available for special

operations.

12.5. Notice for Special Schedule or Shift Change. Normally, at least frve (5) working

days advance written notice shall be given the employee prior to the commencement of a special

schedule or shift change, except in the case where snow removal, flood control and sanding

operations may be anticipated, in which case an "alert" or "stand-by" status advance warning is

sufficient. An employee who works performing tasks considered "special operations" as defined

above will have such experience recognizedby a letter placed in the personnel file of the employee

with a copy to the employee. Shift changes shall not be used to circumvent overtime pay.

12.6. Safety Meetings. Where regular safety meetings are conducted, employees will be

released from work with pay to attend. If necessary, the employee's work schedule will be altered to

accommodate their participation during paid working hours.

12.7. Release from Work. If an employee is scheduled to work but no work exists, the

County must notify the employee at least two (2) hours prior to the beginning of the normal shift or a
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four (4) hour minimum pay will prevail.

12.8. Hours Worked Definition. For purposes of this Article, "hours worked" shall mean

all compensated hours

12.9. Floor Care Specialist Schedule. Employees performing Floor Care Specialist duties

shall work forty (a0) hours a week within a seven (7) consecutive day period, as provided below:

A. Employees assigned to a five (5) day week shall work five (5) consecutive days of

eight (8) hours each.

B. Employees assigned to a four (4) day week shall work four (4) consecutive days of

ten (10) hours each.

12.10. Hazardous Waste Schedules. For Hazardous Waste Technicians, Hazardous Waste

Supervisors and Hazardous Waste Surveyor/Project Managers who work a 4 dayll} hour work week,

the following shall apply:

A. The work week shall consist of four (4) ten (10) hour days with three (3)

consecutive days off, two (2) of which shall be Saturday and Sunday.

B. Participation in the four/ten schedule is voluntary and the employees as a group

can request a return to a five (5) dayleight (8) hour schedule.

C. Division Management has the right to return the employees as a group to an eight

(8) hour/five (5) day schedule in the event the four/ten work week does not meet the business needs

of the division. Such return shall be subject to the notice requirement in Article 12, Section 5 and the

compensation requirements in Article 11, Section 6. In addition, Division management shall

officially notify the union in advance and discuss with the union possible alternatives to a return to an

eight hour/five day schedule.

D. The employees recognize there may be a need to revert to an eight (8) hour/five (5)

day schedule on a temporary basis to resolve a bona fidehazardous materials emergency. In this

event the employees agree to waive their rights as described in Article 11, Section 6. The employees

do not waive those rights with respect to arbitrary day to day shifts and/or schedule changes.

E. If a holiday is officially observed on a Friday that is a normal day off, the holiday

will be taken on the last normal work day of that week. If a holiday is officially observed on a
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Monday that is a normal day off, the holiday will be taken on the next normal work day of that week.

ARTICLE 13: MEDICAL" DENTAL AND LIFE INSURANCE

13.1. Maintenance of Benefits. The County shall maintain the current level of benefits

under its medical, dental, vision and life insurance programs during the life of this Agreement subject

to modification by the Joint Labor-Management Insurance Committee (JLMIC) as provided in

Section 13.3.

13.2. JLMIC Composition and Function. The JLMIC shall be comprised of an equal

number of representatives from the County and the King County Labor Coalition whose function

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

insurance programs.

13.3. Incorporation of Changes. The Union and the 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.

13.4. Insurance Eligibility. Regular, probationary, and term-limited temporary employees

are eligible for benefits under this Article.

ARTICLE 14: MISCELLANEOUS

14.1. Mileage Reimbursement. All employees who have been authorized to use their own

transportation on County business shall be reimbursed at the rate established by the County Council

action.

14.2. Classification Specifications. The County shall fumish the Union with specific

classification specifications for all classifications in the bargaining unit upon written request. The

County shall also fumish the union with job announcements describing the function, scope and

complexity of specific positions and the knowledge, abilities and qualifications for the positions. The

County will notiff the Union of proposed revisions to the classification specifications, and the

County and the Union shall meet to review the proposed revisions prior to implementation on written

request of the Union.

14.3. Uniforms and Inclement Weather Gear.

A. Uniforms. Uniforms and their replacement, excluding maintenance, shall be paid
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for by the County according to County policy. In the event that the County requires all employees to

wear uniforms, the Union and the County will meet to negotiate the impact of a uniform requirement.

B. Inclement Weather Gear. The County will provide appropriate rain gear for all

employees working in inclement weather as needed. Employees are responsible for care and

cleaning. Employees may exchange worn or damaged gear on an as needed basis.

14.4. Training. The County recognizes the mutual benefit to be attained by affording

training opportunities to employees relating to their job duties and shall provide information and

access to training opportunities, within budgeted appropriations. The training opportunities shall be

guided by, but not limited to, the overall objectives of encouraging and motivating employees to

enhance their personal capabilities in performance of their jobs. All employees shall have equal

access to training. The County may provide employees release time to attend training programs that

will be beneficial to their job performance. Notice of all such training opportunities which

management deems appropriate will be made available to all employees in writing. If the County

requires attendance at such training programs, the County will pay the expenses incurred.

14.5. Procedures Changes. Changes in written procedural guidelines or other work rules or

regulations will be implemented only upon written notification of revisions to the Union. No

employee shall be held responsible for violation of a written instruction, regulation, rule or guideline

provided oral instructions to do so were received from supervisory personnel.

14.6. Meet and Confer. Matters of common concern to the parties will be the subject of

Meet and Confer discussion upon request of either Section Manager or Union Representative. Such

meetings will be scheduled at the mutual convenience of both parties.

14.7. Labor-Management Committee (LMC). LMC meetings will be held on at least a

quarterly basis. The purpose will be to deal jointly with issues of mutual interest and to maintain and

improve Labor-Management relations. The LMC does not have the authority to hear active

grievances or circumvent the grievance process contained within this Agreement. Further, the LMC

may bargain upon agreement by the parties' authorized bargaining agents, who shall be present for

bargaining. LMC agendas and minutes shall be distributed to LMC members at least three working

days in advance of the meeting. Agenda items shall be submitted by both Labor and Management
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and shall be limited to items of a group, rather than an individual, interest and concern. The jointly

approved minutes shall stand as the official record of decisions made by the LMC. In addition, the

LMC will maintain a decision log summarizingall agreements reached by the LMC.

14.8. Work Assignments.

For positions other than vacancies created by reductions in force, employees may submit

written requests to be considered for work assignments at different locations or on a different

schedule. In the course of making work assignments, management will consider these requests in

order of the seniority of the requesting employees. Assignment decisions shall continue to be at

management's sole discretion. For purposes of this Section, "assignment" shall mean a specific

floor/shift work assignment within a given work location and "work location" shall mean the

downtown County complex or each outlying County site.

14.9. Hiring Processes.

A. Posting. The County will make information about job openings, including transfer

opportunities, available to bargaining unit members. Job announcements and upgrade opportunities,

both temporary and permanent, will be posted on all FMD bulletin boards. Additionally, supervisors

will distribute information about job opportunities to those employees who work in areas that do not

have a bargaining unit bulletin board. The County agrees to routinely (at least quarterly) remind all

bargaining unit members of the option of learning of about job opportunities by regularly contacting

the Building Services Job Line.

B. Transfers.

1. The County retains the right to transfer employees.

2. The County will not initiate a competitive process to fill an open position

until after bargaining unit members have had an opportunity to make a lateral transfer. To be

considered for a transfer, an employee must possess the qualifications and skills that the appointing

authority has determined to be required in the vacant position. If more than one employee requests

the transfer, selection will be based upon seniority within the bargaining unit.

3. Unsuccessful applicants for transfer, where seniority is not the deciding

factor, may request a meeting with the appointing authority to discuss the reasons for their non-
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selection.

4. Employees on probationary status may not submit transfer requests.

C. Promotions. If, based on a comprehensive review of the required initial

application materials, regular bargaining unit employees are determined to meet the posted minimum

qualifications for a promotional vacancy, those employees will be given additional consideration

during each phase of the selection process. If a regular bargaining unit employee is not selected for

the promotion, other bargaining unit members who meet the posted minimum qualifications will be

given additional consideration over external applicants. The decision as to which applicant will be

selected to fill the vacancy shall be the sole prerogative of the appointing authority. Unsuccessful

candidates for promotional vacancies will be notified that another person has been selected and upon

request will be entitled to a meeting with the appointing authority or designee to discuss the reasons

for their non-selection.

14.10. Payroll Process Changes. If during the life of this Agreement the Council or

Executive adopts a biweekly payroll plan, the parties agree to adopt the plan.

l4.ll. Classification/Compensation Project. If the County announces its intent to implement

any results of the Classificatior/Compensation Project, it will give notice to the Union and bargain the

effects ofthe change.

14.12. Union Notification. When a significant change in work processes or methods is

contemplated, the Union will be notified in writing. Upon the Union's request, changes in work

processes shall be discussed before they are implemented, except in the event of an emergency.

14.13. Bus Passes. Employees who are benefit eligible will also be eligible for a bus pass

and other benefits of the King County Employee Transportation Program.

14.14. Downtown Parking. The County agrees to provide County garage parking at no cost

to bargaining unit employees who work in the Downtown Courthouse Complex and who have

regularly scheduled shifts on weekends and/or beginning at 3:00 p.m. or later. Further, the County

agrees to provide parking at no cost to the employee if the County requires that he/she be temporarily

assigned to report to the Downtown Complex.
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ARTICLE 15: DISPUTE RESOLUTION PROCEDURES

15.1. Purpose. King County recognizes the importance and desirability of settling

grievances promptly and fairly in the interest of continued good employee relations and morale. The

following process is outlined to accomplish this. Every effort will be made to settle grievances at the

first level of supervision.

15.2. Employees Unimpeded. Employees will be unimpeded and free from restraint,

interference, coercion, discrimination or reprisal in seeking adjudication of their grievances.

15.3. Definitions.

A. Grievance - An issue raised by an employee or his/her union representative

relating to the interpretation of the employee's rights, benefits or conditions of employment as

contained in this Agreement.

B. Institutional Grievance - An issue raised by the Union or the County related to

interpretation or application of this contract.

15.4. Procedure.

A. Step 1. A grievance shall be presented by the affected employee and his/her union

representative, if the employee wishes, to the employee's immediate supervisor within twenty-one

(21) calendar days of the event which gives rise to the grievance. The immediate supervisor shall

work with the employee and the Union representative to investigate and resolve the grievance within

twenty-one (21) calendar days after the employee contact. Any grievance not presented in writing to

the next level of this procedure, within the time limits contained in this procedure, shall be presumed

resolved. A record of the grievance and its resolution shall be kept on a form mutually acceptable to

the County and the Union.

B. Step 2. If a grievance cannot be resolved at Step 1, the matter may be referred to

the Division Director for resolution. To be considered timely, this referral must occur within twenty-

six (26) days of the employee's initial contact with his/her immediate supervisor. The referral shall

be in writing from the Union and shall describe the specific event(s) giving rise to the grievance, the

section(s) of the Agreement allegedly violated, and the remedy sought.

l. The Division Director or hislher designee, the employee, and the Union
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representative will work to resolve the grievance within thirty (30) days of its referral to Step 2.

During this process, mediation may be used with the agreement of the Division Director and the

Union representative. If mediation is agreed to, a mediator will be selected from a mutually

agreeable source.

2. lf the Union representative, the employee, and the Division Director are

unable to reach agreement resolving the grievance, the decision of the Division Director shall be

presented to the employee and the Union in writing within thirty-five (35) days of the referral to

Step 2. Additionally, if there is no resolution, the Division Director's final pre-arbitration response

must be concurred in by the Labor Negotiator, who will be the Union's contact for the employer

thereafter in the process.

C. Step 3. Any grievance not resolved at Step 2 may be submitted to arbitration.

Any such submittal must occur within thirty (30) days of the Division Director's Step 2 decision and

must specify the exact question to be arbitrated or the grievance shall be presumed resolved.

15.5. Arbitration Procedure. Should arbitration be necessary either after an attempt to

mediate the grievance or directly after Step 2, the parties shall select a third disinterested party to

serve as arbitrator. In the event that the parties are unable to agree upon an arbitrator, then the

arbitrator shall be selected fiom a panel of seven arbitrators furnished by the American Arbitration

Association or the Federal Mediation and Conciliation Service, whichever source is mutually

acceptable. The arbitrator will be selected from the list by both the County representative and the

Union, each alternately striking a name from the list until only one name remains. The party to strike

first will be determined by a coin toss. The arbitrator under voluntary labor arbitration rules of the

Association shall be asked to render a decision promptly and the decision of the arbitrator shall be

final and binding on both parties.

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

no authority to change, or has been delegated to any civil service commission or personnel board, as

defined in RCW 41.56.

B. 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
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this Agreement in reaching a decision.

C. The arbitrator's fee and expenses and any court reporter's fee and expenses shall

be bome equally by both parties. Each party shall bear the full cost of its representation, including

attorneys, regardless of the outcome of the arbitration.

15.6. Alternative Dispute Resolution Procedures.

A. Unfair Labor Practice. The parties agree that thirty (30) days prior to filing a ULP

complaint with PERC, the complaining party will notify the other party, in writing, meet, and make a

good faith attempt to resolve the concerns unless the deadline for filing with PERC would otherwise

pass or the complaining party is seeking a temporary restraining order as relief for the alleged Unfair

Labor Practice.

B. Grievance. After a grievance is initially filed, the following Alternative Dispute

Resolution (ADR) process may be followed, with mutual consent of the Union and the Division.

This process will not exceed ten (10) days:

1. A meeting will be arranged by the Union Representative, Division

management representative and HRD representative (or their designees) to attempt to resolve the

matter.

2. a. The meeting will include a mediator(s) and the affected parties.

b. The parties may mutually agree to other participants such as union

and management representatives or subject matter experts.

3. The parties will meet at mutually agreeable times to attempt to resolve the

matter.

gnevance process.

4. If the matter is resolved, the grievance willbe withdrawn.

5. If the matter is not resolved, the grievance will continue through the

6. The moving party can initiate the next step in the grievance process at the

appropriate times, irrespective of this process.

7. Offers to settle and aspects of settlement discussions will not be used as

evidence or referred to ifthe grievance is not resolved by this process.
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C. This Section does not supersede or preclude any use of grievance mediation later

in the grievance process.

15.7. Institutional Disputes. After informal attempts to resolve institutional disputes, if

either the Union or management wishes to raise a dispute as to the application of this agreement, an

institutional grievance may be filed with the other party.

A. After the institutional grievance is filed, the parties will meet to attempt to resolve

the matter within the next sixty (60) days. Grievance mediation can be used if both parties agree'

Mediation services will be requested from a mutually acceptable source. If the matter is not settled

within these 60 days, the grieving party may invoke arbitration. The employer's final pre-arbitration

response or formal invocation of arbitration must be concurred in by HRD, which will be the Union's

contact for the employer thereafter in this process.

B. If arbitration is invoked, the arbitration procedures set forth in Article 15.5 shall

apply.

15.8. Exclusive Process. The right to process and settle grievances arising out of any

provision of this Agreement is wholly, to the exclusion of any other means available, dependent upon

the provisions of this Article. The Union and the County agree to act promptly and fairly in all

grievances.

15.9. Probationary Employees. All newly hired and promoted regular employees must

serve a probationary period as defined in the Personnel Guidelines. As those Guidelines specify that

the probationary period is an extension of the hiring process, the provisions of this Article will not

apply to employees if they are discharged during their initial probationary period or are demoted

during the promotional probationary period for not meeting the requirements of the classification.

Grievances brought by probationary employees involving issues other than discharge or demotion

may be processed in accordance with this Article.

15.10. Temporary Employee Right to Grieve. Seasonal, temporary, and term-limited

temporary employees shall have no right to grieve discipline and discharge. Grievances brought by

seasonal, temporary, and term-limited temporary employees involving issues other than discipline

and discharge may be processed in accordance with this Article.
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15.11. Time Limits. The time limits set forth in this Article may be extended upon written

consent of both parties. Unless a written extension has been granted, failure of the grievant to pursue

the grievance to the appropriate step within the time limits set forth herein shall constitute a waiver of

the grievant's right to pursue the grievance to the next step. Failure of the County to respond to the

grievant within the time limits set forth herein shall automatically move the grievance to the next step

with notice provided to the management person at the next applicable step by the Union.

15.12. Step for Filing. A grievance may be filed at arry step that is mutually agreed upon in

writing by the County and the Union.

15.13. Waiver of Steps. The Union and County may agree in writing to waive any of the

above steps.

ARTICLE 16: RE,DUCTION IN FORCE AND RE.HIRE

16.1. Layoff. The County and the Union recognize the value of well trained and qualified

employees and agree that other employment options should be explored prior to invoking a lay-off

procedure as a result of a lack of work and/or shortage of funds. In addition, the County and the

Union recognize the value of two-way communication in facilitating workforce transitions as a result

of lay-offs. The following process is established to assure that communication and exploration of

altematives to lay-off are achieved.

A. Step 1. At the time Division management proposes or is told of facility closures,

service reductions, budget reductions or other actions which could result in employee lay-offs within

this bargaining unit, Division management shall make this information, as well as information about

the reasons for the proposed or actual action, the likely time frame within which such action will

occur, and the extent of impact on the workforce, available to the appropriate Labor-Management

Committee as set forth in Article 14, Section 7 of this Agreement as soon as practical.

B. Step 2, The Labor-Management Committee shall be convened specifically to

discuss and recommend alternatives, including but not limited to employee re-training, transfer to

vacant positions in other units, and transfer to vacant positions in other divisions, which could be

explored by the County as alternatives to layoffs for potentially affected employees.

C. Step 3. The County shall inform the Union of alternatives to lay-off which were
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explored at the time final lay-off decisions are announced.

16.2. Facility Closure or Ownership Transfers. If a facility closes or ownership transfers,

the County will involve the Union and employees in discussions about the closures early on and will

seek to find other jobs inside King County for employees potentially affected by facility closures by:

1. Looking for internal placements within the bargaining unit.

2. Interviewing potential RIF candidates and considering their qualifications for any

pending bargaining unit vacancy prior to opening the vacant position to other candidates. When RIF

candidates could be trained on the job within the probation period, management will consider training

the candidate to meet minimum requirements for passing probation.

3. Not requiring probation for employees when they've met the qualifications of the

vacancy previously.

4. Looking outside the bargaining unit for placements pursuant to Section 16.7 of this

Article.

16.3. Transfer of Facitity - Placement Assistance. If employment opportunities for

affected employees are not found within King County, and the facility is transferred to another

jurisdiction as a result of annexation or incorporation, the County will demonstrably try to get the

new owner to hire County employees. The County will advise the LMC of its efforts to have the new

owrers of County facilities to hire laid off employees.

1,6.4. lJtiltzation of Personnel Guidelines. If the provisions of Sections 16.2 and 16.3 of

this Article are not successful, the employees shall be able to avail themselves of any opportunities

established in the Personnel Guidelines.

16.5. Layoff by Classification. Employees laid off as a result of a lack of work andlot

shortage of funds shall be laid off according to seniority within classification as set forth in Article

17, Seniority, of this Agreement.

16.6. Bumping to Lower Occupational Group. Employees scheduled to be laid off as a

result of their seniority status in the affected classification may exercise their right to bump

employees in a lower occupational group within the same division, provided that the employee has

performed and is qualified to perform the duties of the lower classification, and the employee has
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more seniority, as defined in Article lT,thanthe employee in the lower classification. Such action

shall take place prior to the date the layoff is to be effective.

16.7. Recall. Regular employees laid off shall be recalled in the inverse order of layoff;

namely, those laid off last will be recalled first. Recall provisions are provided under the terms of the

Personnel Guidelines. In the event that the employee is laid off from more than one position, slhe

shall have recall rights for each position as provided under this Article.

16.8. No Promotion on Recall. Regular employees on layoff shall be referred to other

positions within the Career Service in accordance with applicable County policies. For purposes of

this contract, such policies shall be interpreted as follows: Except in cases where an employee

previously has been laid off from a higher paid classification and is eligible for recall in that

classification, no employee shall be recalled to employment in a classification with a higher pay

range than the pay range of the classification held at the time of layoff. In the event the classification

from which the employee was laid off moves to a higher pay range, the employee will continue to

have recall rights to that classification or to any new classification which includes the classification

held at the time of layoff.

16.9. Lateral Bumping. If a bargaining unit position is eliminated, the employee who held

that position can bump into any position for which he/she is qualified and which is occupied by any

less senior employee in the class; any employee who is bumped by a more senior employee whose

position has been eliminated can bump into any position for which he/she is qualified and which is

occupied by any less senior employee in the class. Bumping shall occur pursuant to the following

procedures:

A. Step 1. Within three months of approval of this contract by the King County

Council, or prior to any reduction in force, whichever is sooner, Division management shall develop

written position descriptions and communicate these to the union. Qualifications of an employee for

a position shall be based on documented work history; an employee shall only be deemed "not

qualified" if there are documented performance problems.

B. Step 2. When a position has been eliminated, affected employees shall submit a

list of location preferences in order of priority, except those held by more senior employees.
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C. Step 3. All affected employees in the classification and the union will be notified

in writing of the position elimination at least 30 days prior to the event occurring.

D. Step 4. This process will include the employee (or employees) whose position(s)

has/have been eliminated, plus full-time and part-time all bargaining unit employees with less

seniority than the most senior employee whose position has been eliminated.

E. Step 5. All affected regular full-time and regular part-time employees bid for

location preferences in order of priority. The supervisor shall provide a formal location list to each

affected employee with the notice provided per item I above, which will include all work locations

and shifts available for bid.

F. Step 6. All affected employees will be required to submit location preferences in

order of priority to their immediate supervisor. All affected employees will be given 14 calendar

days to submit their preferences to the immediate supervisor after receipt of the formal position list.

The supervisor will match affected employees' qualifications to position qualification requirements.

G. Step 7. Within seven calendar days, the Division shall provide to the union and

the employees the results of the lateral bumping process, prior to the implementation of the new

assignments. The results should include the schedule for implementation and a list of all employees'

work and locations.

H. Step 8. New location bids will be requested for each occurrence that could result

in a lateral bumping process within the classification.

16.10. Probation. Employees who elect to bump as provided herein or are recalled will not

be required to serve a probationary period in the classification, provided the employee has already

successfully passed probation in that classification.

ARTICLE 17: SENIORITY

17.1. Definitions. Seniority shall be defined as follows:

A. County-Wide Seniority. County-wide seniority is defined as the most recent

length of continuous service as a regular employee with the County in any combination of

positions/classifications. A regular employee who separates from the County and retums to the

bargaining unit within two (2) years will have his/her seniority restored to what it was at the date of
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separation.

B. Bargaining Unit Seniority. Bargaining unit seniority is defined as the most

recent length of continuous service as a regular employee with the FMD SEIU Local 925 bargaining

unit, in any combination ofjob classifications covered by this Agreement. A regular employee who

separates from the County and returns to the bargaining unit within two (2) years will have his/her

seniority restored to what it was at the date of separation.

C. Classification Seniority. Classification seniority is defined as the most recent

length of continuous service as a regular employee in FMD in a given job classification. A regular

employee who separates from the County and returns to the bargaining unit within two (2) years will

have his/her seniority restored to what it was at the date of separation.

17.2. Seniority Upon Promotion. A regular employee in the bargaining unit who is

promoted to another classification within the bargaining unit shall continue to accrue seniority in the

classification from which s/he was promoted.

17.3. Maintenance of Seniority While on Approved Leave. An employee who is granted

an approved leave of absence from his/her employment for family care, personal illness or injury, or

similar reasons shall continue to accrue bargaining unit and classification seniority during hisftrer

leave of absence, not to exceed one (1) year, and shall maintain hislher bargaining unit and

classification seniority position relative to other employees.

17.4. Seniority Ties. In the event that two (2) employees have the same seniority, the

County shall determine which employee, in the event of layoff, shall be laid off.

ARTICLE 18: EOUAL EMPLOYMENT OPPORTUNITY

The County or the Union shall not unlawfully discriminate against any individual with respect

to compensation, terms, conditions, or privileges of employment because of race, color, creed,

religion, national origin, sexual orientation, marital status, age, sex, ancestry, or sensory, mental, or

physical disability.

ARTICLE 19: SAVINGS 9LAUSE

Should any part hereofor any provision herein contained be rendered or declared invalid by

reason of any existing or subsequently enacted legislation or by any decree of a court of competent
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jurisdiction, such invalidation of such part or provision of this Agreement shall not invalidate the

remaining portions hereof; provided, however, upon such invalidation the parties agree immediately

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

remain in full force and effect.

ARTICLE 20: WORK STOPPAGES AND EMPLOYER PROTECTION

20.1. Public Interest. 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 ob.iective.

20.2. No Lock Out. The County agrees not to lock out employees covered under this

Agreement.

20.3. No Work Stoppage. 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 employee in the bargaining unit shall be deemed a work

stoppage if any of the above activities have occurred. Being absent without authorized leave shall be

considered as an automatic resignation. Such a resignation may be rescinded by the Section Manager

if the employee presents satisfactory reasons for hislher absence within three (3) calendar days of the

date his/trer automatic resignation became effective.

A. Upon notification in writing by the County to the Union that any of its members

are engaged in a work stoppage, the Union shall immediately, in writing, order such members to

immediately cease engaging in such work stoppage and provide the County with a copy of such

order. In addition, if requested by the County, a responsible official of the Union shall publicly order

such Union employees to cease engaging in such a work stoppage.

B. Any employee who commits any act prohibited in this section will be subject in

accord with the County's Work Rules to the following action or penalties:

L. Discharge.

2. Suspension or other disciplinary action as may be applicable to such
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employee.

ARTICLE 21: WAIVER CLAUSE

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 the 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 agrees 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.

ARTICLE 22: EMPLOYEE RIGHTS

22.1. Off-Duty Activities. The off-duty activities of employees shall not be cause for

disciplinary action unless said activities are detrimental to the employee's work perfornance or the

program ofthe agency.

22.2. JustCause. No regular employee shall be disciplined or discharged without just cause.

Disciplinary action shall normally be taken within fourteen (14) calendar days of the County's

knowledge of the alleged violation or such action will be null and void. Provided, that if the

circumstances surounding the alleged violation and subsequent investigation are such that the

County could not complete the necessary investigation and take disciplinary action within fourteen

(14) calendar days of the alleged violation, the disciplinary action shall be taken within fourteen (14)

calendar days of the conclusion of the investigation or such action will be null and void. A11

investigations related to disciplinary matters will be conducted in a timely manner. After engaging in

an investigatory meeting for alleged misconduct or potential discipline, the employee will be notified

of the results of the investigation whether or not the investigation resulted in discipline. For purposes

of this section, "County" shall mean the first level of supervision outside of the bargaining unit.

22.3. Grievance Procedure. If at any level, the County determines to bring disciplinary

action against any regular employee for any reason, the employee shall be apprised of his/her rights

of appeal and representation as provided for in the Grievance Procedure of this Agreement.

22.4. Personnel Files. Official personnel files shall be securely maintained in a central

location. Employees shall have the right to review their personnel files with reasonable notice, and
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they shall be entitled to copies of the contents upon request. Employees may add a rebuttal statement

to any disputed item(s) contained in the file, which shall be attached to the document(s) in question

and retained in the file. Negative performance/behavior-related materials to be inserted into the

personnel file shall be reviewed by the employee prior to being inserted into the personnel file; the

employee shall first sign the material to be placed into the file, thereby documenting only his/her

acknowledgement of the documented performance or behavior deficiency. An employee may

request, after aminimum of two yeifs, to have records of disciplinary actions removed from the

employee's personnel file. The County will consider the request if no related violations have

occurred since the disciplinary action was issued. Employees may request to have included in the

personnel file any written documentation that reflects favorably on the employee's conduct or work

quality. Nothing in this section shall prevent the County and the Union from reaching a mutually

acceptable agreement regarding the removal or revision of personnel records as the result of a

grievance settlement.

22.5. Letters of Commendation. Letters and other memoranda of commendation, whether

received from the County or outside parties, shall be retained in the employee's official personnel

file.

22.6. Health/Nledical Records. Health and medical records of employees shall be securely

maintained in a central location. Such files are entirely separate and distinct from the employee's

personnel file. No information pertaining to the employee's health or medical conditions will be kept

in personnel files or supervisor files.

22.7. Supervisor's Files. Supervisors may maintain secondary personnel files to aid in

preparation for the annual performance evaluation. Items appropriate to be kept in such files include

samples of work, copies of letters of commendation and/or complaint, notes from informal

discussions with the employee regarding work perforrnance and corrective action, and copies of

training records. The file shall be purged when the evaluation has been completed. Employees shall

have the right to review their file with reasonable notice. Employees may add a rebuttal statement to

any disputed item(s) contained in the file, which shall be attached to the document(s) in question and

retained in the file.
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22.8. Confidentiality of Personal Information. Personnel files, records, and supervisor's

files shall be maintained in a secure and confidential manner.

22.9. Access to Information by Outside Parties. In the event a public disclosure request is

received from an outside party seeking to access an employee's personnel files or records, the County

will inform the employee of the identity of the requesting party and the nature and scope of the

request as soon as practicable prior to disclosure.

22.10. Reclassification. Reclassification requests (position description questionnaires)

submitted to supervisors shall be submitted to the Human Resources Division within ten (10)

working days. The Human Resources Division shall act within four (4) months of the original

submittal.

22.11. Drug and Alcohol Policy. The Executive Order #PER 15-2-2 (AEP), dated

March 14,2}l2,"Policy for King County Prohibited Drug Use and Alcohol Misuse Education and

Testing Program" (hereinafter called "Drug and Alcohol Policy"), as amended, is incorporated herein

by reference, with the following modifications or additions.

A. The Union will be provided with a copy of the form(s) prepared indicating the

grounds for requiring an employee to submit to a reasonable suspicion test within twenty-four (24)

hours of testing or as soon as possible thereafter.

B. When available, a second supervisor will observe a reasonable suspicion test and

complete related forms in accordance with the Drug and Alcohol Policy.

C. Certain employees who have commercial drivers licenses (CDLs) are not subject

to testing pursuant to the Drug and Alcohol Policy because they are not currently required to drive as

part of their assigned duties. The parties recognize that those employees with a CDL that are

assigned in the future to perform safety sensitive duties will be included in the drug and alcohol

testing program.

ARTICLE 23: WORK OUTSIDE OF CLASSIFICATION

23.1. Acting Capacity. All work outside of classification in an acting capacity shall be

assigned in writing by the Division Director/designee for an entire daylshift. An employee so

assigned to work outside of classification shall be paid at the first step of the higher class or five
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percent (5%) over the salary received prior to the assignment, whichever is greatet, for all time spent

while so assigned.

23.2. Filling the Position. After forty-five (45) calendar days of work performed in

accordance with 23.1, a meeting may be requested by the Union. The purpose of the meeting would

be to review the circumstances and to discuss the need to filIthe position vacated by the employee

working out of classification and the strategy for filling the position to which the employee is

currently assigned in an acting capacity, or implement the recall process if applicable.

23.3. When Used. Work out of class will not be used in lieu of filling vacancies through the

normal, open competitive selection process. Work out of class may be used to meet needs such as:

(1) Time limited or project specific workload;

(2) Seasonal work;

(3) Cyclical work;

(4) Backfill vacancies during selection process;

(5) Backfill vacancies that may be target for elimination;

(6) Backfill vacancies due to leaves of absence;

(7) Backfill vacancies during dispute resolution.

23.4. Training Capacity. Employees in a training capacity may be assigned work normally

performed by a higher classification, except they will not be placed in a training capacity to

circumvent the intent of Section 23.1, hereof. An employee assigned to a training capacity shall be

under the supervision and guidance of hisftrer immediate supervisor and shall not be in the training

position for more than ten (10) consecutive, regular working days.

23.5. Accountability. Employees shall not be held accountable while performing work

unrelated to the concept of their class specification except as provided in Section 23.1.

23.6. Seasonal and Cyclical Work Seasonal or cyclical work out of class as Floor Care

Specialist, Window Washer, Utitity Worker, ardHazardous Waste Technician, will be assigned on a

voluntary basis to employees qualified to perform the work, provided such work can be scheduled

without incurring an overtime liability. Whenever possible, licensed Custodians or Utility Workers

will be offered the opportunity for Hazardous Waste Technician work prior to hiring such from
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outside the Division. Pay for work so assigned shall be for all hours worked outside of classification.

The frequency and duration of such work out of class assignment to individual employees shall be at

the sole discretion of management. In the event employees cannot be assigned without incurring an

overtime liability, the County may assign the work out of classification to other bargaining unit

employees.

23.7. Window Washing. Employees assigned to work out of class washing windows shall

receive assignment pay beginning with the first hour of assignment and will perform all functions of

the assignment.

ARTICLE 24: UNION REPRESENTATION

24.1. Visiting Work Sites. Authorized representatives of the Union may, after notifying the

County official in charge, visit the work location of employees covered by this Agreement at any

reasonable time for purposes related to responsibilities as the collective bargaining agent, including

the investigation of grievances, but shall not conduct union business on County time.

24.2. Access to Members. Authorizedrepresentatives of the Union may have reasonable

access to its members in County facilities for transmittal of information or representation purposes

before work and during lunch breaks or other regular breaks as long as the work of the County

employees and services to the public are unimpaired. Prior to contacting members in County

facilities, such authorized agents shall make arrangements with the division manager.

24.3. Stewards. The Union shall have the right to appoint stewards under the terms of this

Agreement. The Division shall be furnished with the names of stewards so appointed. The steward

shall see that the provisions of this Agreement are observed, and he/she shall be allowed a reasonable

time to investigate grievances during regular working hours.

24.4. Exercise of Rights. It shall be a violation of this Agreement to directly or indirectly

interfere with, restrain, coerce, or discriminate against any employee or group of employees in the

free exercise of their right to organize and designate representatives of their own choosing for the

pulpose of collective bargaining or in the free exercise of any other right under RCW 41.56.

24.5. Bulletin Boards. The County agrees to permit the Union to post on County bulletin

boards the announcement of meetings, election of officers, and any other Union material, provided
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there is sufficient space beyond what is required by the County for 'onormal" operations. If sufficient

space is not available on County boards or in areas where County boards are not available, the Union

may provide one with location of same to be determined through mutual agreement of the Union and

the Employer.

24.6. f|mail Access. To the extent feasible, authorized union stewards, negotiating team, and

LMC members may use the e-mail system for contract administration purposes, provided that this

provision is consistent with other County policies and does not interfere with County business.

ARTICLE 25: PRODUCTIVITY RECOGNITION PROGRAM

25.1. Applicability. The terms of the Productivity Recognition Program apply to all existing

bargaining unit members covered at the time this Agreement is implemented after ratification by the

King County Council.

25.2. Productivity Goals. The productivity goals will be based on reasonable measures of

performance in areas such as quality and quantity of work. The parties agree that the goals will be

tailored to classification responsibilities and consequently recognize that some measures may be

specific to certain classifications and not others. The parties agree that the Productivity Program is

not intended to result in staffing reduction as productivity increases.

25.3. Monthly Premium. For each month during the life of the contract, all employees in

the Program will receive a monthly premium of $100 for participating in the program.

25.4. Recognition Payment. The maximum recognition payment will be three hundred

dollars ($300) per quarter. For employees in the Utility Worker II classifications, the maximum

recognition payment will be three hundred and seventy five ($375) per quarter.

25.5. Program Goals and Criteria. The Program goals include exceptional quality of work,

timely completion of tasks, and satisfied customers. The parties agree that the Program must involve

clear perfornance standards, clear customer expectations, and an objective measurement system.

The following criteria will apply:

A. Employees are eligible for the recognition payment if they exceed performance

standards for the work performed the previous quarter.

B. Employees will be given specific direction as to the parts of their job perforrnance
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that are in need of improvement at the same time that the audit results are shared with them.

Additionally, the supervisor/lead shall provide, upon request, additional training and/or support to

assist the employee in meeting the identified goals.

C. In completing performance audits supervisors will take into consideration the

results from applicable customer surveys as well as customer commendations, customer complaints,

and staffing levels.

D. Customers will be surveyed in April and October of each year and surveys will be

tracked by work location.

E. Performance audits will be administered by supervisors once per quarter. The

rating scale for the supervisor performance audit will be:

Audit
Score

Explanation

I Unacceptable: Perfonnance inadequate to meet minimum standards for

the job. Improvement, identified within the audit, is required.

2 Meets minimum standards: Performance satisfactory in most job areas

but marginal in some areas. Performance expected to improve

significantly in areas requiring improvement, as identified.

3 Meets standards: Performs satisfactorily. Meets job standards; achieves

planned results.

4 Exceeds standards: Consistently sufpasses the standards for

responsibility in all major areas of the job.

5 Exceptional: Performance far exceeds job standards and responsibilities

in all areas of the job.

F. The quarterly recognition lump sum payment will be based on the results of the

employee's quarterly end performance audit.

G. To be eligible for a recognition lump sum payment, the employee must receive a

total average rating of at least "Exceeds Standards" on the supervisor's performance audit (i.e., a

rating of at least "4.00").
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H. Employees hired during the calendar year will receive a pro-rated portion of the

recognition payment based on the number of months worked in a paid status. To be eligible for any

recognition payment, employees must be in a paid status for at least two (2) months of the previous

quarter. For the pu{pose of this provision, a month will be defined as no less than half the workdays

within a given month.

I. The Program will be administered by the Facilities Management Division. The

County will provide the LMC with regular reports on the program.

J. Concerns or disputes regarding the program, not involving specific employees, will

be brought to the LMC. If it is not resolved at the LMC or if it deals with a specific employee or

employees, it may be pursued through mediation utilizing the Inter-Local Conflict Resolution Group.

tment of Executive Services - Fqcilities Management Division

January 1, 201 5 through December 3 1, 20 I 6
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ARTICLE 26: DURATION

This Agreement shall be in effect following full and final ratification by the Council and

remain in effect through December 31,2016.

Contract negotiations for the period beginning January 1,2017 may be initiated by either

party providing to the other written notice of its intention to do so no later than June 30, 2016. It is

the goal of both parties to conclude negotiations prior to expiration of this Agreement.

APPROVED this tr ,2015.

For Service Employees International
Union, Local925:

Brandon Tippy
Internal Organizer, Bargaining Unit Member

Paul er Roberts
Unit Member ining Unit Membei

Billie Siu
Bargaining Unit Member

J

King County Executive

Bargaining Unit Member

S"*i", Z*ptoy"n t"t"r*tn tocal 925 - Department of Executive Services - Facilities Management Division
January 1, 2015 through December 31, 2016
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cba Code: 012 Union Code(s): A6

ADDENDUM A

SBRVICE EMPLOYEES INTBRNATIONAL UNION, LOC AL 925

AND

KING COUNTY

Job
Class
Code

PeopleSoft
Job

Code Classification Title Ranqe*

9101 100 912108 Custodian 30* x

9t0tt02 9r2109 Custodian - Floor Care 31

91013 10 9t2304 Custodian -Lead 34

9101 103 9t2lr0 Custodian - Windows 36

8104300 8t4302 Hazardous Waste Surveyor/Proj ect Manager 62

8104100 814102 Hazardous Waste Technician 46

8104200 841s02 Hazardous Waste Technician Supervisor 52

22trt00 221504 Inventory Purchasing Specialist I 42

9440r00 942104 Utility Worker I 35

9440200 942210 Utility Worker II 39

* All salary ranges are the King County Salary Schedule, "squared table."

-DepartmentofExecutiveServices-FacilitiesManagementDivision
January l, 2015 through December 31,2016
012C01 15
Page 52



ADDENDUM B

MEMORANDUM OF AGREEMENT
BY AND BETWEEN
KING COTINTY AND

THE UNDERSIGNED I]NIONS

ADDRESSING ..TOTAL COMPENSATION" COALITION BARGAINING; 2015 -2016

BUDGET; AND COST-OF'.LNING WAGE ADJUSTMENTS FOR KING COUNTY
COALITION OF LABOR UNIONS BARGAINING UNIT MEMBERS 2015AOL6

Introduction:

King County and the Coalition of King County Labol Unions have a longstanding history of
*orking coliaboratively to address the many serious challenges faced by King County over the

past two decades.

The partnership between IGng County and the Coalition of King County Labor Unions has

resulted in seviral Agreements over the years intended to preserve the high quality and diversity

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 gleater efficiencies to King County government.

Agreements between King County and the Coalition of Ifing County Labor Unions have

included agreements allowing unpaid furloughs, agreements supporting a Lean process and

implementation of Lean proposals, agreements standardizing certain classification and

coirpensation processes, agreements that make efficient use of county resources by bargaining

many labor iszues in countywide coalitions, agreements establishing effective use of Labor

Managoment Committees across King County to facilitate frequent and transparent information

sharing and discussion and agreements such as the zero ("0") cost-of-living adjustment (COLA)

Agrcement intended to addrcss 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 ICng County services. The pafiies continue to engage in solution-

based discussions aimed at addressing funding shortages for various 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 parlies as they relate to economic issues. The County

continues to face serious fiscal challenges due to a longstanding structural imbalance between

non-discretionaty expenditure growth rates and revenue growth rates restricted by state law; and

in20l5-2016 expecti 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 financial

management" as well as by recognizing King County employees, the county's "most valued

resource," in working with King County to meet the challenges that will be presented during the

term of this Agreement

Total Conpensation - Coalition of Unions

000(t0414_TotalContp 2015-2016 012C011s_AddendumB_000U0414-TotalComp-2015-2016-scsg.pdf
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ADDENDUM B

Aqreement:

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

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

1, Effective January l,2lll,employees covered by this Agreement and employed in

2015 will receive aTYo Cost-of-Living Wage Adjustment;

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

payments; and all forms of leave and benefits") of cument collective bargaining agreements

(CBerl are "rolled gver" and neither increased nor decreased tluough 2016; provfdgd, howeveq

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

increases or decreases in certain elements of "Total Compensation" in those collective

bargaining agreoments. Additionally, the Coalition "Administrative Suppott" Memotandum of
Agireement (attached as Addendum A) is also effective20l5-2016 and expires January 31,2016;

3. All compensation elements of CBAs shall be opened on January 1,2A75, or later, as

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

partiis. "Total Compensation" elements ale wages, premiums, incentives, and other monetary

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

required 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 Futute" and

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

Agreement covering benefits (part of "Total Compensation") is already opened in 2016 and

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

January lr2016 Cost-of-Living Adjustment contract rollovers and re-openers

1. Effective 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 in the process of collective bargaining with respect to certain elements of
"Total Compensation" prior to June 27,2}l4,there may be increases or decreases in certain

elements of "Total Compensation" in those collective balgaining agreements. Additionally, the

Coalition "Administrative Support" Memorandum of Agreement (attached as Addendum A) is
also effective2015-2016 and expires January 31,2016;

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 are employed by King
County on June 27,2014, and whose bargaining units ratifu this agreement on or before

Total Conrpensqtion - Coalition of Unions
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ADDENDUM B

August 15,2074. This payment is in consideration of the agreement by participating unions to

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

units, resulting in process effrciencies and savings in administrative 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 I,2015 or later, at the request of King County,

for the putpose of bargaining a "Total Compensation" agreement in coalition. "Total
Compensatiorf'eiements are defined earlier in this Memorandum of Agreement.

Changes to I(ing County Family and Medical Leave

The parties agree to a change inpractice that will run King County Family Medical Leave

(I(CFML) and Family Medical Leave Act (FMLA) concurrently,nther than conseoutively. This

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

King County Council and then implemented for non-represented ICng County employees. This

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

upon change will not be implemented for represented employees before July 1, 2015. The
parties agree to work together to identify the King County Code language changes necessary to

implement this change. As with all decision making in Ifing County, the Equity and Social

Justice Ordinance (#1,6948) will be applied.

It is further agreed that:

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

precedent with respect to future payments to King County employees;

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

3. The parties acknowledge that this Agr:eement is subject to approval by the King
County Council and ratification by the membership of the aforementioned Unions;

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

handted 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 shatl be effective once fully ratified by IGng County (having

already been ratified by the undersigned Unions) through December 31,2016.

For King County:

tu4 s-# /y
DatePatti Cole-Tindall, Director

Offrce of Labor Relations
King County Executive Office

Total Compensation- Coalition of Unions
000U0414JotalConp*2015-2016 012C0115
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ADDENDUM B

MEMORANDUM OF AGREEMENT
BY AI\D BETWEEN
KING COUNTY AI\D

TIIE UNDERSIGNED UNIONS

ADDRESSING ..TOTAL COMPENSATION,, COALITION BARGAIMNG; 2O15-2016

BUDGET; AND COST-OF-LIVING WAGE ADJUSTMENTS T'OR KING COUNTY
COALITION OF LABOR UNIONS BARGAINING UNIT MEMBERS 2015-2016

Labor Organization: Service Employees International Union, Local 925

Ratified by the Members covered by the Contracts listed below:

For Service Employees International lJnion, Local925:

T3:;!;;'tri:llS:;;;_rtri;:;r:iu''o" 0,2c0ils-Addendum 8-000(10414-rotatcomp-201s-2016-scsg.pdr

cba
code

Labor Organization Contract

a12 SEIU, Local925 Department of Executive Services - Facilities
Manasement Division

010 SEIU, Local925 Department of Natural Resources & Palks - Palks &
Recreation

030 SEru, Local925 lnvoluntary Commitment Specialists - Mental
Health, Department of Community & Human

Services

462 SEru, Locd,925 Department of Public Defense

011 SEIU, Local925 Wastewater Treatment Division - Department of
Natural Resources & Parks

Field Director
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ADDENDUM A

MEMOMNDUM OF AGREEMENT

BY AND BETWEEN

KING COUNTY

ANI)

COALITION OT' LABOR UNIONS

REPRESENTING

IflNG COUNTY ADMINISTRATTVE SUPPORT CLASSIF'ICATIONS

Subject: Coalition bargainiug for employees in specified administratlve support

classifications

WHEREAS, King County and the undgrsigned labor unions representing certarn adminishative

support clarsifi"alions (,the Coalitiorf) ha-ve ageed to bargain wages for those classifioations in

a coalitiol so that *y ug.."*unts reacired wouid be binding on all parties to the negotiations and

would satisff aU bargaining obligations between the parties with lespect to wages for the

duration agreed to by the parties in such an agreement; and

WHEREAS, I(ng County and the Coalition have reached an agreemelt 9n ry$F, pursuant to -

the terms ,"i fortf,h.."in, and therefore have fully satisfied theirbatgaining obligations on the

issue of wages for the duration of this Agreement;

Now THEREFORE, the parties have agrebd as follows:

1. The terms set forth in this Agreement shall applyto all positions which aro in the

following classif,rcations and which are curtently represented by qny of the undersigned

bargaining units:

Fiseal specialist 1--4
Adminishative Specialist 1 - 4

Customer Service Specialist 1 - 4
Technical Information Procossing Specialist 1 - 4

AdministratiVe Offi ce Assistant
Public Health Administrative Support Supervisor
Administrative Staff Assistant

The positions referenced heroin shall be referred to qs."Coalition Administrative Support
posiiions', and shall not include positions covered by bargaining units eligible for iuterest

arbitration.

Coali.tion Bargaining - Administrative Support Classificatiorc
000u0il1 -0t2C0IlS_Addendumn_OQQt!!a_I^4-.To1a.l!ontO-2015-2-016-scsg.pdf 
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ADDENDUM A

l. Beginning on January l,z}lz,regular employees in Coalition Administrative Support

positions shalf r.eceiie a wage irrcrease of t,S% above Step 10 upon completing 15 yrcars servioo

with King County, and al,A%increase (not cumulative with the l.SYo inorsase after 15 yearO

ubo6 StJp 10 opon.ornpleting 20 yoars service with King County; provided, howover, that the

employeeis eligitle for the above Step 10 premium orily if he/she receives at least a3.25 rating

ooih. p.ior y"i'* performhnce evaluation. Fo, pulposes of this provisiol, years of service shall

be based on ih" emlloy.e'* Adjusted Service Date as that term is defined in the King County
personnel Guidetinis. The requirernent that ths ornployee eam at least a 3,25 rattngon the

performance evaluation shall be waived for auy ygar in which the emp-loyee did not receivo a

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

ihe number of employeei eligible to receive this wage premiurn above Step 10.

3. T[is Agreement fu1ly satisfies the parties' bargaining obligatignl with respect to

wages for any, anIail CoalitioriAdministrative Support Positiorrs tt"*ghP?cember 31,2073.

Thiparties have agreed to bargain a successor agreement on wages in coalition utilizing the

same process as was agreed to in these negotiations (see September 30, 2008 "Ground Rules for

Iing bounty Administrative Support Coaiition Bargairringr' (attactred as Exhibit A)) with

ttre i'daitiolat agreemont that any rnarket surveys conducted for those negotiations will be based

on the following list ofjurisdiotions:

1. Snohomish CountY
2. Pierco CountY
3. City of Seattle
4, CitY ofBellewe
5. CitY ofTacoma
6. CitY of Everett

l: 8l$:iffXil:*
9. CitY of Kent

10' Port of Seattle

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

wage premiums reierence,al in Paragraph 2 of this Agreement, and b) an above-top-step merit

pr".iu* progtam. Therefore, 
"mployees 

in bargaining units which have eligibility for above'

iop-step *"rit puy are not eligible for premium under Parugraph2 of this Agreement; however,

such bargaining units may elect to.forgo above-top-step merit for their members who are part of
this cqaftion iiorder for those membirs to be eligible for the premiurn under Paragraph 2 of this

Agreement. This provisionwould give employees who are covered'bythese administrative

suiport coattion iregotiations the option of: a) continuing to receive above.-toq'step merit pay

they have access to under their respeotive bargaining unit's existing collective bargaining

agrlement, or b) receivtng the wage premium under Paragraph 2 of this Aefgeryent' Such

"irptoy"u* 
musi eleot their preferred option as a group as part of these negotiations, and must

inA"ut" their selection within 60 days of execution of this Agreement, and that selection will
romain in efEect for the duration of this Agreement.

Coalition Bargaining - Admlnistrative Suppglt Classifications 
-000UaIlt -'otzdoil-i-ea4enqynn-o!^oa0!!!=r9tutComp-2.01s'-2-!!!=9csg'pdf 

.^
pase Z 000a0414_TotdComp_2015-2016-Attdendum A-000U0111iscsg.pdf



ADDENDUM B
ADDENDUM A

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

(Paragraphl) covired by the fotlowing collective bargaining agreenrerits:

Union Contract cba
Code

International Brotherhood of Tearnstdrs

LocalllT
Professional & Technical and

Administrative Emplovees

154

Intemational Brotherhood of Teamsters

Local 117

lVastewater Treatrnent Divisi on,

Prirfessional & Technical and

Administrative Suppolt - Department of
Natural Resourges and Parks

156

Joint Crafts Corrncil, Conskuction Crafts Appendix K: Departments: Executive
Services (Facilities Managernent Records,

Elections & Liceming Services), Natural
Resources & Parks, TransPofiation

350

Office & Profossional Eulployees
International tlnion, Looal 8

Department of Ass essments 035

Oflrce & ?rofes sional Employees
Intornational Union, Local 8

Departments: Public Health (Division of
Alcohol, Tobacco and Othor Drugs

Prevention), CommunitY and Human

Servicos (Mental llealth, Chemioal Abuse

and Dependencv Services Division)

038

Professional and Technical Employees,
Local17

Prof'essional and Technical - Depattment of
Transoortation

046

Professional and Technical Employees,
LocalLT

Departments: DeveloPment and

Environmental Services, Executive Services,

Natural Resourcss and Parks, Transportation

040

Professional and Technical Employees,
Local 17

Departrnents: Publio Health, Community and

Human Services

060

Public Safety Employees Union Non'Commissioned - Department of Adult
and Juvenile Detention

191

Publio Safety Ernployees Union Non-Commissioned -Kine County Sheriff s

Office
193

Technical Employees Association Wastewater Trratment Division, Department

of Nafural Resources andParks, Staff
428

Washington State Council of County and

Citv Emolovees. Council 2, Local 2084-SC
Superior Court - Staff (Wages Only) 2',13

Washington State Council of County and

Citv Emplovees, Council 2, l-ocal 2084SC-S
Superior Court'- Supdrvisors (Wages Only) 274

Washington StatoCounsil of County and

Citv Emplovees, Council 2, Local2lAD
Department of Adult and Juvenile Detention 080

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

Medical Examhrer - Department of Public
Health

260

Washington State Cpuncil of County and
Ciw Emnlovees. Councii 2. Local 1652M

WorkSource - Depprtmet'rt of Community

and Hunran Selices
263

Washington State Counoil of County and

Citv Emolovees. Council 2. Local 1652R
Lrdustrial and Hazardous Waste n5

Coalition B argaining - Adminis tra tive Support Cl assifications
000(nt 1 
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6. This Agreement shall remain in effect tluouglr December 3l,2An,

ternational of Teamstors Local117:

Secretary-Treasurer

and Technical Employees, Local 17:

nioil Representative

Union Representative

=il,

ultrltr
' Dat6

1'?n' tl
Date

ldrr-_
Date

For Office & Professional Ernployees flternational Union, Local 8:

Amanda Saylor,

For,Washington State Council of County and City Employees, Council2:

Date

For Klng County:

es J. Johnson, Labor Negotiator III

Coalilion B argaining - Administt'ative Suppotl ClassiJications

000ua1 I I
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^?,,BilRHU,#O

..:'
GNOUUD RULES X'ORIflNG COUNTY:

ADN4INISTMTIVE SUPPORT COALITION E.ARGAINING
' ',r'.r .- .:.''.i','i'-

Auttrority of the Coalltion. Thp partios'agree thatthe Union coalition is
speaking wi.th one. voicg and that the parties al'e engaged in coalition
bargaining rather than doordinated bargaininf.'1i'dtlraf Eiid;'eatrn of thC rir'iioni

I party'to coalition bargaining agreq that they will bg bo.xn4,by'the resylts of tlte
coalilion bapgaining;:ana innt thelt, authority will bo'limi{ed by the.UnigL

. coal'itionlq lead negotiatot, Eaoh ofthe unions firttlter agree, tha{ tno,Cqtrnty.l3', :

partieipiitioh in coalition bargaining fulfills the,Countyrs statutbry o-bligation::
,.to b.argbin regqrcling tle isstrei wlttrin ttie soopq of this.qoalition,b-afgaifiiiie
'wliile the parties are'engage in this ooalition liargai,niry and for,the duration.bf.
ury ug*8*fpt ieaqhJd,: rh" coalition has:agreJd that Jor ritification
pu{pos0s;'ths Unions- wili condrist a pooled voie with one eqrBloyge; 91e vQtg, ;

with all votes consolidated and the result detetmine.d by a simple majority.

I,

Scopo of'Topic. The,scopeof the discussiorid will be to negotiatewagqratos
forihe classifications at. issus. The'parties may agtee to addrsss additional

Scope of Classifications, Administativg- Support ctqnsifigat-ions; including
the followiug;

F'iscal specialist 1-4 I

Administrative Specialist l -4
Customels Service Specialist 1,4
Teehnical Information Processing Spscialis! l-4
Adrninistrative Oftics Assistant ' 

.

Medical Application Specialist (Health) ,. ' . ',

Administmtive'Specidlist Supervisor (Ilealtl1).. 
"

Adrui4istrative Striff Assistant

and any otfipdetasiifioation thattlre.parties mriy agree to iuol dufing the

course 6f riqggttalighs,

1
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6, Scope of Bargaining Units Included. The bargaini,ng units as defined in
Addendum A to this agreement are inoluded in this coalition batgaining,

7, NegotlationProcess.

A. Lead Nggotiators. The lead negotiator for the County will be the
Managbr of Labor Relations or suoh other negotiator as may be appoinled by
the County, The lead negotiator for the Coalition witl be the General Counsel

for Teamsters Local 1L7 or such other negotiator as may be appointed by the
Coalition. Only the lead negotiator will have the authority to bind the party
that they represent.

B, Table Composition. Eaoh party will name a fixed set of partioipants in
the negotiation Others may be permitted to participato as subjeot matter
experts bUt not as members of each.negotiating team. l'he unions agree to
name no more than two (2) employee representatives por unionl provided that
Loeal 17 may appoint four (4) employee replesentatives. The County agrqes

to provide release time to partioipate in negotiation provided that such rolease

time does not interfere with ihe opetations of the County, In such event, the
parti* will discuss alternatives to address the issue.

C, Dntos. The lead negotiator for eaoh party shall,SeJ a complete set of
negcitiating dates beginning in January,2009, and concluding by April 15,

2049.

I). Location. Rargaining sessions will be heid at downtown County
fasilities.

8. C0mmunication. The expectation is that the parties wil bargqin at the table
rathel than in the workplace. Prior to issuing writte,tr communisatiods with
County omployees or Union members regarding the'substance of these

negotiltioni qparty intending to issue *u"h ico**unication will irovide the
other p4rty with prior notice of that communication and will atte.mpt to resolve
any issues regarding the content of the comrirunication prior to publicatioa.
The parties retain the right to communioate with their oonstituencies in non-' 
written form. However, oonsistent with the spirit of this commitmeqt, the
parties will respect the concept of prior notige outlined in this paragraph.

2
000u0111_Exhibit A
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Mediation and Fact X'iniltng. ff the parties fail to reaoh agreement, the
parties will simultaneously (1) fequest the assistance of an impartial third
party selected by the parties; if the partitis oannot reach agreement, then the

mediator will be mleot"d through the Pubfic Employment' Relations
Commission to mediate the negotiations; and (2) appoint a neuhal fact-finder
pufsuant to the selection process below. The modiafion will bo scheduled

ahead of the fact finding hearing. The fact-finder shall be oharged to make

non-binding recommerrdations to the parties as to the terms of an agreemort
regarding. wage rates for the olassifications at issue. The fact-finder shall

consider the market position of the classifications and the econornio

oircumstances of the employer in making his or her resommendations. The

fact-findlng wtll be 
"*otuata 

rro latir than sixty (60) dayi bfter the
conclusion of mediation with the tecommendation to each party. The cost of
the faot-finder shall be bome equally by the parties.

a. Selection. The parties will attempt to mutually agree on a faot'finder,
Absent such agreement, the parties will request a panel from the Public

Employment Relations Conrmission and will select a fact finder tluough
mutual striking.

b. Hearing, The heartng procedure shall be detbrmined by the fact finder
but shall be sonducted faidy and expeditiously.

c. Reconmentlation. Prior to issuing a founal recommendation, the fact' finder will meet informally with the parties to inform them of his or her
findings. Thereafter, the parties will have one week to attempt to reach an

agreement, If the parlies are unable to reach agreement the fact findet
shall issue his or her decision
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ADDENDUM B
ADDENDUM A

Dated this sOillday of September,2008,
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TBAMSTERS IOCAL.UNION NO. 1 1 7

TECHNICAL EMPLOYEES AS SOCIATION
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