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SUBJECT
Proposed adoption of a memorandum of agreement between King County and the King County Coalition of Unions providing for compensation increases and modifying certain other terms of employment for county employees represented by the union members of the Coalition.
SUMMARY
Proposed Ordinance 2016-0524 (Att. 1) would adopt a memorandum of agreement (“the MOA”) between King County and the King County Coalition of Unions (“the Coalition”) (Att. 1-A). According to the Executive’s transmittal letter (Att. 2), the agreement covers about 5,750 employees, working in 17 county departments and agencies, represented by 21 unions, and covered by 59 different collective bargaining agreements.
The MOA provides in part as follows. The terms are described in greater detail in the Analysis section of this staff report.
1. Term. The MOA would cover the 2017 and 2018 calendar years. (Att. 1-A, p. 5)
2. Wage Increases. The MOA provides for wage increases totaling 2.25 percent effective January 1, 2017, and 2.75 percent effective January 1, 2018 (with one percentage point of the 2018 increase being contingent on the parties’ successful negotiation of a Master Labor Agreement). (Att. 1-A, pp. 2, 3-4)
3. Master Labor Agreement. The MOA provides: “The parties will meet no later than November 11, 2016, to discuss a structure for bargaining standard practices, procedures, and collective bargaining agreement (CBA) provisions via a Master Labor Agreement (MLA).” The MLA would contain terms applicable to all covered bargaining units. (Att. 1-A, p. 2)
4. Added Leave Days: one added vacation day in 2017; two in 2018. Both changes are one-time-only and set no precedent for the future. (Att. 1-A, pp. 3, 4-5) 
5. Paid Parental Leave. The 2016 pilot program would be made into an ongoing employee benefit through at least 2017. Continuation beyond 2017 would be subject to the MLA negotiations (and Council review and approval of any proposed changes). (Att. 1-A, p. 2)
6. JLMIC Agreement on Health Benefits for 2017-2018. The existing agreement on health benefits with the Joint Labor Management Insurance Committee (JLMIC), which is due to expire at the end of 2016, would be extended through 2018 with the following changes and others that are described in the Analysis section: 
a. Per-Employee-Per-Month Funding Rate: No increase in 2017 (would continue at $1,465); 4 percent increase in 2018 (to $1,524). 
b. Emergency Room Copay. Would increase from $100 to $200 for Regence members, effective January 1, 2017.
7. Increased Parking Rates: King County employee parking rates at the Goat Hill Garage, the Chinook Building, the King County Correctional Facility, and the King Street Center would be increased (details in the Analysis section). The changes would be effective January 1, 2017, except that the King Street Center changes would be effective June 1, 2017. (Att. 1-A, p. 3)
8. Extension of Longevity Pay MOA. An existing “Coalition ‘Administrative Support’ MOA” (Att. 1-A, p. 3 and Ex. 5), which provides for longevity pay of up to 3% for employees in certain administrative support classifications, would be extended at least through 2017, but could be renegotiated or terminated thereafter.
9. Rollover of Other CBA Terms. Except as modified by the proposed new MOA or a separate written agreement, and except for bargaining units whose working conditions are bargained by separately elected officials (e.g., the Prosecuting Attorney), all other terms of the existing collective bargaining agreements with the Coalition unions would continue in effect through 2017. (Att. 1‑A, Ex. 2, p. 1)
The Executive’s proposed 2017-2018 biennial budget assumes approval of the MOA.
BACKGROUND
The proposed new MOA is the latest in a series of agreements between King County and the King County Coalition of Unions, which represents slightly less than half of all county employees. Previous agreements have dealt with issues such as: (1) providing or forgoing cost of living adjustments (the 2011-2014 “Zero COLA” MOA, entered into in 2010); (2) supporting a Lean process and implementation of Lean proposals (March 2012); and (3) setting the stage for coalition bargaining of all economic terms as part of a single agreement (the 2015-2016 “Total Compensation” MOA). The current proposed MOA is the result of bargaining that was provided for in the 2015-2016 “total compensation” MOA.
As the Executive explains in his transmittal letter (Att. 2), he views the proposed new MOA as achieving the following three objectives:
1. Total Compensation Bargaining. As envisioned in the 2015-2016 “Total Compensation” MOA, the new MOA is the County’s first labor agreement that was focused, from the outset of negotiations, on the total cost of the compensation package, including wages and salaries, paid leave, and health benefits.[footnoteRef:1] As described in the transmittal letter (Att. 2): [1:  According to executive staff, the 2015-2016 Total Compensation MOA does not rule out the possibility of separate, market-based adjustments in compensation for individual classifications.] 

This Agreement is the first in King County to use a process that began with identifying the total cost of labor on a per employee basis, after which the parties proceeded to bargain the allocation of that cost among the various areas of compensation.  The transparency created by the use of this process insured that, throughout the course of bargaining, all parties had a clear understanding of the impact a proposed increase in one area of compensation would have on other areas of compensation, which resulted in a compensation package that is more accurate, more carefully crafted and better balanced than it would otherwise have been.
2. Flat Rate Compensation Increases. The wage and salary increases provided for in the MOA are fixed percentages of employees’ current wages and salaries, instead of being tied to an index such as the consumer price index, which is inherently unpredictable and therefore an unreliable basis for fiscal planning.
3. Agreement to Bargain to Standardize Contract Terms. The MOA provides that by November 11, 2016, the parties will begin the process of bargaining a Master Labor Agreement (MLA), which would govern all bargaining unit members whose unions have signed the MLA. To the extent that the MLA bargaining is successful, it will achieve the County’s goal of standardizing labor contract terms to promote administrative efficiency and equitable treatment of employees. The parties aim to reach a tentative agreement on an MLA before the end of 2017.
ANALYSIS
The key provisions of the proposed new MOA are:
1. Term
The MOA would cover the 2017 and 2018 calendar years. (Att. 1-A, p. 5)
2. Wage and Salary Increases
The MOA provides for the following wage and salary increases for employees in the bargaining units that sign the MOA:
a. 2017: Effective January 1, 2017, a “general wage increase” (GWI) of 1.75 percent above 2016, plus a 0.5 percent “total compensation coalition premium” (for having participated in the “total compensation” coalition bargaining that led to the proposed MOA), for a total increase of 2.25 percent. (Att. 1-A, p. 2)
b. 2018: Effective January 1, 2018, a GWI of 1.75 percent above 2017, plus a 1.0 percent “coalition MLA premium” that is contingent upon a Master Labor Agreement being “successfully bargained and fully ratified by both the Unions and the County.” To be eligible for the additional 1.0 percent, a bargaining unit must sign a tentative agreement (TA) no later than January 1, 2018. Practically speaking, the TA must be signed by October 2, 2018, for the 1.0 percent increase to be reflected in employee paychecks in the first pay period of 2018. (Att. 1-A, pp. 3-4)  The contingent MLA premium provides an incentive for the Coalition to reach an agreement on a Master Labor Agreement, which would be a step in the direction of standardizing terms of employment across County government where that is appropriate.
c. The MOA provides that the GWIs and the premium payments “establish no precedent with respect to future payments or awards to county employees.” (Att. 1-A, p. 5)
3. Master Labor Agreement (MLA)
The MOA provides: “The parties will meet no later than November 11, 2016, to discuss a structure for bargaining standard practices, procedures, and collective bargaining agreement (CBA) provisions via a Master Labor Agreement (MLA).” The parties intend that the MLA negotiations be complete by the end of 2017. As noted in section 2(b) above, the 1.0 percent premium pay for 2018 is contingent on a TA being reached in the MLA negotiations by January 1, 2018. (Att. 1-A, pp. 2, 3-4)
4. Added Leave Days
The MOA would provide for one additional vacation day to be added to the vacation banks of covered employees in the first full pay period of 2017 and two more days in the first full pay period of 2018. (Att. 1-A, pp. 3, 4-5)  These would be one-time awards and would “establish no precedent with respect to future payments or awards to county employees.” (Att. 1-A, p. 5)  They are provided only to bargaining units that were participants in the Coalition when the tentative agreement on the new MOA was signed. According to executive staff, the leave days are in consideration for the agreement to forgo a 2017 increase in the health care funding rate (see section 6(a) below) and to accept market-based increases in the parking rates at county parking facilities (see section 7 below).
5. Paid Parental Leave. 
The 2016 paid parental leave (PPL) pilot program would be made into an ongoing employee benefit through at least 2017. Proposed Ordinance 2016-0463 (currently in the Council’s Budget and Fiscal Management Committee) would achieve that result for non-represented county employees and would allow represented employees to participate in the program if their union representatives signed a participation agreement similar to the one that was a condition for participation in the 2016 pilot program. The parties consider this MOA to constitute a participation agreement for 2017.
The MOA provides that PPL “will be one of many standardization topics discussed in MLA bargaining in 2017.” (Att. 1-A p. 2)  If MLA bargaining leads to an agreement that the current PPL program should be modified, any such agreement would be subject to review and either approval or rejection by the Council, as would the other terms of an MLA.
6. JLMIC Agreement on Health Benefits for 2017-2018
The existing JLMIC agreement is due to expire at the end of 2016. The proposed new MOA would extend the agreement through 2018 with certain changes. The changes would include: 
a. Per-Employee-Per-Month Funding Rate: The funding rate would remain at $1,465 per employee per month for 2017, just as it is in 2016. The rate would increase by four percent, to $1,524, for 2018. (Att. 1-A, pp. 2, 4)  The absence of an increase for 2017 represents a savings compared with recent years, in which there has been an annual increase of four percent. To the extent that the County’s actual health care costs increase in 2017, the increase would be covered by drawing from the JLMIC Protected Fund Reserve, which has increased substantially since it was originally created in 2014 and is considered larger than it needs to be to guard against unexpected increases in health care costs.
b. Emergency Room Copay. This payment would increase from $100 to $200 for Regence members, effective January 1, 2017. (Att. 1-A, p. 3)  According to executive staff, $200 is the prevailing ER copay in the King County area.
c. End to Subsidy of Early Retiree Medical Health Coverage: The County currently provides a substantial subsidy to early retirees from county employment who choose to buy health coverage from the County until they become eligible for Medicare. Effective January 1, 2017, the subsidy would end (subject to renegotiation if the Affordable Care Act were repealed or substantially modified). (Att. 1-A, pp. 2-3)
d. Domestic partner benefit. The King County domestic partner benefit would be changed to match state law, effective January 1, 2018. (Att. 1-A, p. 4) The need for this benefit has diminished as a result of marriage equality.
e. Supplemental Medical Plans. The MOA would require the addition of “supplemental plan options beyond the PPO Plan [Regence] and the HMO Plan [Group Health] for the 2018 benefit year.” (Att. 1-A, Ex. 4 § 8)  Though it is not mentioned in the proposed MOA, the option that the Executive is focusing on is Accountable Care Networks. As described by executive staff:
The ACN model brings together physicians, hospitals, and other partners into narrow networks where the amount of money the network receives for treating a population of patients is based in part on the quality of care they deliver and the patient satisfaction with the care experience. . . . Over time, it is expected that these results-based plans will deliver better care at a lower cost than the current PPO model.
f. Healthy Incentives. The MOA would require negotiation of changes to the Healthy Incentives program to be effective for the 2018 benefit year, with any additional cost to be borne by the County unless otherwise agreed. (Att. 1-A, Ex. 4 § 8)
7. Increased Parking Rates
Parking rates at the Goat Hill Garage, the Chinook Building, the King County Correctional Facility, and the King Street Center would be increased as shown in the table below to conform more closely to applicable market rates. The changes would be effective January 1, 2017, except that King Street Center changes would be effective June 1, 2017 (since the County will not assume ownership of that facility until then). The new rates are expected to generate additional annual revenue of about $1.03 million.
	
	
	Current
	New

	Monthly Rates
	Unreserved
	$260
	$300

	
	Reserved
	$300
	$385

	
	Carpool/Electric Car
	$182
	$210

	
	ADA
	$130
	$150

	Daily Rates
	Daily Maximum
	$15
	$20

	
	After-Hours / Weekend
	$7
	$7

	
	Motorcycles
	$5
	$5



8. Extension of Longevity Pay MOA
An existing “Coalition ‘Administrative Support’ MOA” (Att. 1-A, Ex. 5), which provides for longevity pay of up to 3 percent to employees in certain administrative support classifications who have been employed by the County for a specified minimum period of time, would be extended through 2017, but could be renegotiated, effective January 1, 2018, through MLA bargaining (see section 3 above). If not continued in some form through MLA bargaining, the Longevity Pay MOA would expire at the end of 2018.
9. Rollover of Other CBA Terms. 
Except as modified by the proposed new MOA or a separate written agreement, , and except for bargaining units whose working conditions are bargained by separately elected officials (e.g., the Prosecuting Attorney), all other terms of the existing collective bargaining agreements with Coalition unions would continue in effect through 2017. (Att. 1‑A, Ex. 2, p. 1)
FISCAL IMPACT
The fiscal impact of the proposed MOA is detailed in the Executive’s Fiscal Note (Att. 3), which is summarized in the table below.[footnoteRef:2] [2:  Not included in the table is the cost of paid parental leave (PPL), since that is the subject of separate legislation: Proposed Ordinance 2016-0463. The fiscal note for that ordinance projects the cost of PPL to be about $6.5 million in the 2017-2018 biennium and about $6.7 million in the 2019-2020 biennium.
] 

	
	2017
	2018

	Wages and Salaries
	$12,584,004
	$16,677,005

	Health Benefits Funding Rate
	$0
	$3,778,294

	Total increase over previous year
	$	12,584,004
	$	20,455,299

	Cumulative increase over 2016
	
	$	33,039,303


About 29 percent of these costs will be payable from the General Fund, the remainder from the other funds listed in the Fiscal Note.
If the County and the Coalition fail to reach a tentative agreement on a Master Labor Agreement by January 1, 2018, a condition for payment of the 1% premium pay in 2018 will not have been met, and the 2018 costs will be reduced by about $5.2 million, as noted in the Fiscal Note. In that event, according to executive staff, department and agency budgets would be adjusted downward at the mid-biennium.
According to executive staff, approval of the MOA is assumed in the Executive’s proposed budget for 2017-2018.
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1. Megan Pedersen, Interim Director of Labor Relations,
King County Executive Office
2. Whitney Abrams, Deputy Executive for Employee Engagement, 
King County Executive Office
3. Dustin Frederick, Co-Chair, King County Coalition of Labor Unions
4. Denise Cobden, Co-Chair, King County Coalition of Labor Unions
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1. Proposed Ordinance 2016-0524
Att. A: MOA 
2. Transmittal letter
3. Fiscal Note
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