	Agenda Item No.:
	4 & 5
	Date:
	January 12, 2016

	Proposed No.:
	2016-0002
2016-0003
	Prepared by:
	Nick Wagner


[image: ]
Metropolitan King County Council
Law, Justice and Emergency Management Committee
STAFF REPORT

SUBJECT
Approval of two collective bargaining agreements with attorneys and staff in the Department of Public Defense, one agreement covering supervisory attorneys and staff, the other covering non-supervisory attorneys and staff.
SUMMARY
Proposed Ordinances 2016-0002 (Att. 1) and 2016-0003 (Att. 2) would approve two collective bargaining agreements (CBAs) covering attorneys and staff in the Department of Public Defense:
· Proposed Ordinance 2016-0002 would approve a CBA between King County and the Public Defense Management Guild (PDMG). The CBA covers about 27 full-time and regular part-time managers and supervisors in the Department of Public Defense (DPD), including 22 attorney supervisors.[footnoteRef:1] [1:  The CBA excludes “non-supervisory employees, directors, confidential employees and all other employees.” PDMG CBA § 1.1 (Att. 1-A, p. 1).
] 

· Proposed Ordinance 2016-0003 would approve a CBA with the Service Employees International Union (SEIU), Local 925. That CBA covers about 344 non-supervisory attorneys and other non-supervisory staff in the Department of Public Defense (DPD).[footnoteRef:2]  [2:  The CBA excludes “managers, supervisors, confidential employees, short-term temporary employees (those working less than six months), students, interns, externs, volunteers, and work/study employees.” Also excluded are “King County employees who perform work in the Department of Public Defense but are organizationally matrixed to other King County agencies, specifically, but not limited to, employees of King County Information Technology, the Business and Finance Operations Division, the Human Resources Division, and Benefits and Retirement Operations. Also excluded is conflict counsel that is retained by King County.” (SEIU CBA § 2.1; Att. 2-A, p. 2)] 

The employees in both bargaining units are responsible for providing public defense services to indigent individuals who are accused of crimes or are facing other, similar action by the government. This is the first collective bargaining agreement between the County and these employees, who moved from independent public defense agencies to the County on July 1, 2013. Both CBAs are retroactive to January 1, 2015, and cover the three-year period from then through December 31, 2017.
To achieve parity with the Prosecuting Attorney’s Office and other county employees, the two CBAs would modify the classifications and pay ranges of the bargaining unit employees at a projected cost of about $9.3 million for the 2015-2016 biennium. To cover this cost increase, the Executive is requesting a supplemental appropriation, which would be approved by Proposed Ordinance 2016-0004. That ordinance has been referred to the Budget and Fiscal Management Committee and is expected to be considered by that committee on January 13, 2016.
Each CBA also incorporates cost-of-living adjustments (COLAs) that were funded by a supplemental appropriation to DPD that the Council approved by Ordinance 18117 on September 21, 2015. The COLAs, which were 2.00 percent for 2015 and 2.25 percent for 2016, together with $500-per-employee lump sum payments for 2014, were provided for in the County’s 2014 “Total Compensation” memorandum of agreement (MOA) with the King County Coalition of Unions, which the Council approved by Ordinance 17916 on November 10, 2014.
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]The CBA includes several notable non-economic terms concerning matters such as promotions, work assignments, training, layoffs, recalls, and contracting out, which are described in the Analysis section of this staff report.
BACKGROUND
A. DPD Staff Levels
During the deliberations leading to the Council’s adoption of the 2015-2016 Biennial Budget Ordinance (the Budget), advocates on behalf of DPD clients and staff questioned the adequacy of the approximately $109 million and 343.75 FTEs allocated to DPD in the Executive’s proposed budget, as did the Public Defense Advisory Board (PDAB). The Council adopted the Budget without substantial change in the allocation to DPD, but subject to two provisos, which called for a report and recommendations from the Executive, in collaboration with PDAB, on the sufficiency of the staffing and other resources of DPD in relation to its caseload.[footnoteRef:3] [3:  Ordinance 17941, §§ 18 P3, 49 P1.] 

The Executive transmitted the requested report and recommendations to the Council in July 2015 with a request for a supplemental appropriation to DPD for 2015-2016 to fund the implementation of the recommendations. The Executive recommended the addition of 21.0 full-time equivalent (FTE) positions and 20 additional term-limited temporary (TLT) positions to DPD’s budget at a cost of about $6.9 million for 2015-2016. The proposed supplemental appropriation also included about $2 million to cover COLAs for the positions that had been included in DPD’s adopted budget.[footnoteRef:4] The Council approved the requested supplemental appropriation by Ordinance 18117 on September 21, 2015. [4:  The COLAs had been inadvertently omitted from the proposed and adopted budgets for DPD.] 

B. DPD Compensation Levels
[bookmark: OLE_LINK5][bookmark: OLE_LINK6]The King County Code provides in part, in KCC 2.60.026(A)(4), that among the duties of the King County Public Defender is “ensuring that the American Bar Association Ten Principles for a Public Defense Delivery System, as approved by the American Bar Association House of Delegates in February of 2002, guide the management of the department and development of department standards for legal defense representation.” Principle 8 of the ABA Ten Principles provides: “There is parity between defense counsel and the prosecution with respect to resources, and defense counsel is included as an equal partner in the justice system.” The ABA commentary on Principle 8 states in part: “There should be parity of workload, salaries and other resources (such as benefits, technology, facilities, legal research, support staff, paralegals, investigators, and access to forensic services and experts) between prosecution and public defense.” [Footnote omitted.]
The supplemental appropriation requested by the Executive in July 2015 addressed the issue of how many attorneys and other staff should be funded in DPD, but did not address the issue of parity of compensation between DPD and the Prosecuting Attorney’s Office (PAO). That issue was a subject of ongoing negotiation at that time between the County and the unions representing DPD’s attorneys and other staff (PDMG and SEIU).[footnoteRef:5] [5:  Tentative agreement on the CBA with PDMG was not reached until August 18, 2015. That CBA was not ratified by the union until August 27, 2015, and was not signed by the Executive until December 14, 2015. The proposed ordinance that would approve that CBA (2016-0002) was transmitted to the Council on December 15, 2015. Tentative agreement on the CBA with SEIU Local 925 was not reached until July 30, 2015. That CBA was not ratified by the union until August 26, 2015, and it was not signed by the Executive until December 10, 2015. The proposed ordinance that would approve that CBA (2016-0003) was transmitted to the Council on December 15, 2015. ] 

ANALYSIS
A. Economic Terms of the CBAs
The economic terms of both CBAs fall into two main categories: (1) the COLAs and lump sum payments provided for in the 2014 “Total Compensation” MOA with the King County Coalition of Unions and (2) reclassifications to achieve parity with the PAO (or parity with other county departments for positions that are not unique to DPD).
COLAs
Both CBA incorporate the COLAs that were funded by a supplemental appropriation to DPD that the Council approved by Ordinance 18117 on September 21, 2015. The COLAs were 2.00% for 2015 and 2.25% for 2016. PDMG and SEIU were signatories to the MOA on behalf of the DPD employees it represents. PDMG CBA § 13.1 and Addendum A (Att. 1-A, p. 11); SEIU CBA § 26.5 (Att. 2-A, p. 33).
Reclassifications
a. Attorneys
New Salary Structure
To achieve parity of compensation between DPD attorneys and PAO attorneys, the proposed new CBAs would create two new classifications: a new, non-supervisory classification, Public Defense Attorney I (PDA I), and a new, supervisory classification Public Defense Attorney – Supervisor (PDA-S), both of which contain sub-classifications and steps that correspond to those of the PAO’s Deputy Prosecuting Attorney (DPA) and Senior Deputy Prosecuting Attorney (SDPA) classifications. As shown in Attachment 3, the PDA I classification includes 11 “Initial Steps” with steps corresponding to the steps in PAO classifications DPA I through V, and five Senior Levels, each with multiple steps corresponding to those in PAO classifications SDPA I through V. The PDA-S classification includes three levels with steps that correspond to the steps in PAO classifications SDPA I through V. The salary for each step is the same across both of the DPD bargaining units and the PAO.
Initial Step Assignments
Under the new CBAs, the initial assignment of each DPD attorney to a step in the new salary structure would be based on the attorney’s total years of service in DPD and in the independent public defense agency (or agencies) in which the attorney was employed before joining the County.[footnoteRef:6] (CBA attachment: MOA on Step Placement for Newly Classified Employees; each CBA has such an attachment.) The initial step assignments of DPD attorneys are reflected in the table attached to the MOA on Step Placement for each CBA and in Attachment 4, which shows the number of attorneys initially assigned to each step.[footnoteRef:7] The salary levels associated with the initial step assignments would be retroactive to January 1, 2015. PDMG CBA: MOA on Step Placement, p. 2, § 6; SEIU CBA: MOA on Step Placement, p. 2, § 5. [6:  The SEIU CBA provides that if an employee has “actual prior years of service in a comparable position” before joining the independent public defense agency, “the parties will endeavor to include that prior service in step placement.” (SEIU CBA: MOA on Step Placement)]  [7:  Attorneys who currently are being paid salaries higher than they would receive after the initial step assignments would be “Y-rated,” meaning that they would continue to receive their current salaries under the new CBA until the salary schedule caught up to them. The proposed initial salaries of all the members of the bargaining unit—attorneys and non-attorneys—are listed in the table attached to the MOA on Step Placement.] 

Reassignment to Higher Levels
The SEIU CBA states the parties’ goal—in the interest of parity—for the percentage of DPD attorneys who are classified as Senior Level to be the same as the percentage of PAO Criminal Division attorneys (working in the DPD practice areas) who are classified as Senior DPAs.[footnoteRef:8] SEIU CBA attachment: MOA on Initial Placement of Seniors (Att. 2-A). Attachment 4 shows a significant disparity in that regard. To begin eliminating that disparity, the SEIU MOA on Initial Placement of Seniors provides: [8:  About half of the attorney in the PAO’s Criminal Division are Senior DPAs. According to executive staff, the parties agreed that (1) it would be reasonable to set an initial target of having about 45% Senior Level attorneys among the 150 DPD attorneys who practice in the same areas as PAO Criminal Division attorneys, which would mean 68 Senior Level DPD attorneys; (2) since the 22 DPD attorneys who are supervisors (and are represented by PDMG) are already Senior Level, about 46 attorneys from the SEIU bargaining unit would need to be promoted to Senior Level to achieve the initial goal of 45% Senior Level attorneys.] 

DPD shall, absent an emergency circumstance or circumstances, select at least 35 seniors no later than six (6) months following the effective date of this MOA, provided that 35 or more public defenders apply to become senior public defenders.  This number is intended to reflect an initial placement.  It is understood that this number represents less than the current approximate senior parity with the prosecutor’s office.
Subject to [the preceding paragraph], a minimum of five (5) public defenders selected for senior level placement shall be placed at senior level four (4) or higher.  Those selected for senior levels below senior level four (4) shall be approximately equally distributed between senior levels one (1), two (2), and three (3).
The MOA provides that these promotions to Senior Level will be retroactive to January 1, 2015. SEIU CBA Art. 26.1 (Att. 2-A, p. 31). Executive staff estimates the cost of these promotions to be about $750,000 for 2015 and a similar amount (plus a 2.25% COLA) for 2016. According to executive staff, those costs constitute about $1.5 million (17%) of the total 2015-2016 reclassification costs listed in the Fiscal Note for Proposed Ordinance 2016-0004.
The PDMG CBA (Att. 1-A) includes an MOA on Initial Supervisor Placement, which allows DPD supervising attorneys to request placement at a higher level than their initial placement. Since there is no guarantee that any such requests will be granted, there is no cost estimate associated with that MOA.
b. Other Staff
To achieve parity for non-attorney staff, the proposed new CBAs would standardize their classifications and compensation levels, which had varied from one DPD division to another. (See Attachment 5.) Most of the non-attorney staff would be assigned to existing county classifications, which already have pay ranges assigned to them. For the few classifications that are unique to DPD, the parties created new classifications and negotiated the pay ranges by comparison with existing classifications or job postings. For example, Public Defense Mitigation Specialist was considered comparable to a Probation Mental Health Specialist position that King County District Court had posted and was assigned a similar pay range.
c. Average Percent Increase and Cost to County
On average, most of the attorneys and other staff in this bargaining unit will receive substantial increases in compensation under the new CBA. The average increases by classification are summarized in Attachments 6 and 7. This has been anticipated for some time, since the County learned soon after the migration of attorneys and other staff to the County from the independent public defense agencies that the agencies had been employing substantially more staff at substantially lower individual compensation levels than the County had previously believed.
The new CBA provides for the increases in compensation due to reclassification to be retroactive to January 1, 2015. PDMG CBA § 13.1 (Att. 1-A, p. 11); SEIU CBA §§ 26.1, 26.5 (Att. 2-A, pp. 31, 33). 
B. Non-economic Terms of the CBAs
The new CBAs include the following non-economic terms, among others.
1. Promotion
0. Attorney Promotion
As shown in Attachment 3, all DPD attorneys are classified as Public Defense Attorney 1 or Public Defense Attorney – Supervisor. Each of those classifications is divided into sub-classifications that include multiple steps.
The new CBAs provide for an automatic one-step increase each year within a sub-classification. The increase in compensation with each step is different from the 2.4 percent found in the standard King County Squared Schedule. As shown in the far right column of Attachment 3, the increases with advancement to steps 2, 3, 4, and 5, are 5.9%, 15.5%, 14.5%, and 7.7%, respectively. Within the higher levels, the increase in compensation with each step increase is 1.2% or 1.3%, except for advancement to the first step of the highest sub-classification, which brings an increase of 5.0%. This matches the existing salary structure in the PAO. 
[bookmark: OLE_LINK9][bookmark: OLE_LINK10]Promotion to a higher sub-classification is based on merit, which is judged on the basis of detailed criteria set forth in each CBA. The following criteria are set forth in both CBAs (PDMG CBA § 13.6 (Att. 1-A, p. 15); SEIU CBA § 26.6 (Att. 2-A, p. 36)):
1. Years of public defense and related outside practice
1. Efficacy in managing caseloads of the attorneys
1. Depth and breadth of experience in differing areas of practice
1. Writing skills
1. Willingness and ability to mentor and train colleagues
1. Exercise of independent judgment and professionalism
1. Ability to work effectively with non-attorney staff
1. Knowledge of varying levels of the criminal justice system and collateral consequences
1. Efficacy of professional relationships in the criminal justice system
1. Special skills and qualifications such as death penalty certification and specialized training to work with specific populations
1. Skills in preparing and arguing writs and appeals, and
1. Leadership.
The PDMG CBA includes the following additional criteria:
1. Skill in managing attorneys and non-attorney staff
1. Ability and availability to assist those supervised by providing substantive direction and feedback
1. Communication skills with opposing counsel, staff and court system, and clients, 
1. Willingness to address difficult issues effectively.
The SEIU CBA includes the following additional criteria:
Case preparation
Negotiation skills
Courtroom skills
Skill in working with particularly vulnerable or challenging clients.
The CBAs also recognizes the importance of multiple forms of client advocacy:
DPD intends to recognize both attorneys primarily interested in challenging individual representation assignments as well as those who engage in other types of client advocacy including legislative and policy-related work, in recognition that both types of work advance the rights of our clients. In choosing candidates to advance to senior levels, the Promotions Committee shall strive to maintain a diversity in areas of practice and means of advocacy in the ranks of public defender supervisor. [PDMG CBA § 13.6, (Att. 1-A, pp. 15-16); identical language appears in SEIU CBA § 26.6 (Att. 2-A, p. 36), except that “senior attorneys” is substituted for “public defender supervisor” in the last line.]
Merit alone, however, does not guarantee promotion. The PDMG CBA provides: “The number of available supervisor level positions will vary depending on budget and caseload considerations; thus, deserving candidates may not always be selected when they first apply, as the number of appropriate candidates may exceed DPD's capacity to promote attorneys into the higher levels.” (§ 13.6; Att. 1-A, p. 14) Similar language appears in the SEIU CBA (§ 26.6; Att. 2-A, p. 35).
The SEIU CBA provides that an attorney who has been selected for placement into a higher level is placed at the lowest step of the level they are moving into. SEIU CBA § 26.2(B) (Att. 2-A, p. 32). The PDMG CBA provides that step placement will be based on the rules set forth in the King County Personnel Guidelines, as amended. PDMG CBA § 13.4 (Att. 1-A, p. 12).
Both CBAs provide for promotion decisions to be made through an extensive review process, which is described in detail in the CBAs. PDMG CBA § 13.6 (Att. 1-A, pp. 14-17); SEIU CBA § 26.6 (Att. 2-A, pp. 36-37).  The review is conducted by a Promotions Committee appointed and chaired by the Public Defender. For supervisors, the committee will be chosen from “senior level management ranks, such as the deputy director, the training director, chief of staff, the managers of each practice area, the division managing attorneys, and other similar level positions if appropriate in the discretion of the Public Defender.” PDMG CBA § 13.6 (Att. 1-A, p. 15). For non-supervisors, the committee will consist of DPD supervisors and/or managers and including representatives of each DPD division. SEIU CBA § 26.6 (Att. 2-A, p. 35). At the end of the review process, the Promotions Committee “will submit a confidential memo to the Public Defender identifying attorneys appropriate for promotion at each senior level, and listing the qualified applicants in the order of priority for promotion.” “The determination to promote or not promote an individual attorney shall not be subject to grievance.” PDMG CBA § 13.6 (Att. 1-A, p. 17); SEIU CBA § 26.6 (Att. 2-A, p. 37).
For unsuccessful applicants for promotion, both CBAs provide that the applicant may meet, upon request, with a member of the Promotions Committee to learn why he or she was not promoted and explore ways of improving the likelihood of successful promotion in the future. PDMG CBA § 13.6 (Att. 1-A, p. 17); SEIU CBA § 26.6 (Att. 2-A, p. 37).
0. Non-Attorney Step Progression
Step progression for non-attorney staff under the new CBAs would be an automatic one-step increase per year until the employee reached step 10 of the employee’s classification. PDMG CBA § 13.3 (Att. 1-A, p. 12); SEIU CBA § 26.3 (Att. 2-A, p. 32). Further advancement, if the employee so desired, would require the employee to qualify and compete for assignment to a different classification.
Work assignments
SEIU CBA Article 14 (Att. 2-A, pp. 19-21) prescribes a detailed process for attorney work rotation and transfer, which is intended to promote attorney professional development and avoid attorney burnout while ensuring that client needs and DPD’s business needs continue to be met.
Supervisor Ratio
PDMG CBA Article 6 (Att. 1-A, pp. 4-5) adopts the national, state, and local standard ratio of 10 attorneys to one supervising attorney. An attorney who supervises fewer than 10 attorneys “may have other responsibilities prorated in conformance with this ratio.” Article 6 prescribes in detail how this standard is to be implemented and acknowledges that “events may require departure from these ratios briefly and temporarily.” Alleged violations of Article 6 are not subject to arbitration under the dispute resolution provisions of the CBA.
Fees and Training
Under the new CBAs, DPD would pay attorneys’ Washington State bar dues and their fee for membership in the Washington Defender Association and would provide to attorneys, at no cost to them, at least 15 credit hours per year of continuing legal education to enable them to meet the requirements of the Washington State Bar Association. PDMG CBA Arts. 14, 21(A) (Att. 1-A, pp. 17, 27); SEIU CBA Art. 19, § 19.3, Art. 21, § A (Att. 2-A, pp. 23-24, 27).
For non-attorney staff, DPD would pay any professional licensing fees required for them to hold their positions with the County and would provide, at no cost to them, “the amount of training and supervision necessary to maintain any professional licenses or qualifications required by DPD as a condition of their employment.” PDMG CBA Arts. 14, 21(D) (Att. 1-A, pp. 17, 27); SEIU CBA Art. 21(D) (Att. 2-A, p. 27).
Layoffs and Recalls
Under the PDMG CBA, the selection of employees for both layoffs and recalls are based primarily on seniority. If layoffs at some point become necessary, “the layoffs shall be based on seniority in the guild [PDMG] in the division in which the layoffs will occur, unless the county can establish that seniority based layoffs would significantly hinder the Department's ability to best serve and represent public defense clients.” PDMG CBA § 18.2 (Att. 1-A, p. 19) To make the required showing, “the county must identify specific and articulable reasons why an employee, who is not the least senior, hinders the Department's ability to best serve the clients and should be laid off.”
The order of recall of laid-off employees is to be based on seniority within the applicable classification and division, as long as the recalled employee is qualified for the open position. PDMG CBA § 18.6 (Att. 1-A, pp. 25-26). The County must recall the most senior qualified employee unless the County can “identify specific and articulable reasons why  that employee’s recall hinders the Department’s ability to best serve the clients and should not be recalled.”
Under the SEIU CBA, the factors to be considered in selecting employees for layoffs include “relevant experience, skills and abilities,” with seniority as a tie-breaker. SEIU CBA § 20.2 (Att. 2-A, p. 25). The order of recall of laid-off employees is to be based on seniority by classification, as long as the recalled employee has “the necessary knowledge, skills and experience for the position being filled.” SEIU CBA § 20.6.2 (Att. 2‑A, pp. 25-26).
Contracting Out
Both CBAs would provide that the County may contract out work only if “the contracting out of work does not lead directly or indirectly to the layoff of bargaining unit positions.” PDMG CBA Art. 20 (Att. 1-A, p. 26); SEIU CBA Art. 15 (Att. 2-A, p. 21). They further provide: “Reasons to contract out work include emergencies, business necessity, conflict of interest, temporary augmentation of the work force, expert services, and assignment to the conflict panel for public defense services.”
Extension of Probation
SEIU CBA Article 25 permits DPD to extend an employee’s six-month probationary period for up to six additional months, but only with the consent of the union. Att. 1-A, pp. 30‑31.
Executive leave
SEIU CBA §18.1 (Att. 2-A, p. 23) grants each FLSA-exempt employee in the bargaining unit a minimum of four days of executive leave each year, prorated for employees who have worked only part of the year. Up to six additional days may be granted “in recognition of excess work or performance expectations.” Under the PDMG CBA (Art. 8, Att. 1-A, p. 6) employees may be granted up to 10 days of executive leave per year “pursuant to the King County Code, Policy, and the Personnel Guidelines, as amended,” with no guaranteed minimum.
Dispute Resolution
An employee may not be disciplined unless there is just cause. Discipline should be “corrective in nature, rather than punitive, where appropriate” and must be progressive. PDMG CBA Art. 19 (Att. 1-A, p. 22); SEIU CBA Art. 11 (Att. 2-A, p. 14).
FISCAL IMPACT
The fiscal impact of the proposed new CBA is summarized in the tables below.
The following table, which is based on the fiscal notes for Proposed Ordinances 2016-0002 and 2016-0003 (Atts. 13 and 14) summarizes the 2015 and 2016 increases in the ongoing base cost of salaries and wages for the two bargaining units.
	
	2015
	2016

	Increase over previous year
	
	

	    PDMG – Reclassification
	$161,983
	$25,854

	    PDMG – COLAs
	$69,885
	$84,419

	    SEIU – Reclassification
	$579,661
	$665,161

	    SEIU – COLAs
	$4,234,911
	$457,586

	    Subtotal
	$5,045,440
	$1,233,020

	Cumulative Total Increase
	$4,814,572
	$6,279,460


The following table, which is based on the fiscal note for the requested DPD supplemental appropriation (Proposed Ordinance 2016-0004) (Att. 12), summarizes the total increased cost for each of the years 2015 and 2016.[footnoteRef:9] [9:  The MIDD funding supports DPD work in Adult Drug Court, Juvenile Drug Court, Mental Health/Veterans Court, and Family Treatment Court.] 

	
	2015
	2016
	Total

	General Fund
	
	
	

		SEIU – Reclassification
	$4,091,223
	$4,513,733
	$8,604,956

		SEIU – COLAs
	$562,150
	$1,207,218
	$1,769,368

		PDMG – Reclassification
	 $161,983 
	 $187,837 
	 $349,820 

		PDMG – COLAs 
	 $69,885 
	 $154,304 
	 $224,189 

			Subtotal
	
	
	$10,948,333

	COLAs included in earlier supplemental
	
	
	($2,025,369)

			Subtotal
	
	
	$8,922,964

	
	
	
	

	MIDD
	
	
	

		SEIU – Reclassification
	$143,688
	$178,764
	$322,452

		SEIU – COLAs
	$17,511
	$37,604
	$55,115

			Subtotal
	
	
	$377,567

	
	
	
	

	Total Cost for 2015-2016
	
	
	$9,300,531


According to executive staff, sufficient funds have been allocated in the 2015-2016 General Fund planned reserves to avoid having to draw from the General Fund undesignated fund balance.
AMENDMENTS
None anticipated.
LEGAL REVIEW
The CBAs have been reviewed by the Prosecuting Attorney’s Office, Civil Division. (Atts. 10 and 11: Transmittal letters)
[bookmark: _GoBack]Invited
· Sasha Alessi, Labor Negotiator, Office of Labor Relations
· Christine Jackson, Bargaining Team Member, Public Defense Management Guild
· Ida Kovacic, Union Representative, SEIU, Local 925
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