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COMMITTEE ACTION

	
Proposed Substitute Ordinance 2018-0178.2 to approve the first Master Labor Agreement between King County and the King County Coalition of Unions, passed out of committee on May 2, 2018, with a “Do Pass Substitute” recommendation. The Ordinance was amended in committee with Amendment 1 to replace Appendix 51 to the Master Labor Agreement – Teamsters Local 174 with the correct version of the appendix.

Proposed Substitute Ordinance 2018-0138.2 to add provisions from the Master Labor Agreement to Title 3 of the King County Code that will apply to non-represented King County employees, passed out of committee on May 2, 2018, with a “Do Pass Substitute” recommendation. The Ordinance was amended in committee with Striking Amendment S1 to make non-substantive technical changes.





SUBJECT

An ORDINANCE to approve the first Master Labor Agreement between King County and the King County Coalition of Unions.

An ORDINANCE that would add provisions from the Master Labor Agreement to Title 3 of the King County Code that would apply to non-represented King County employees.

SUMMARY

At the Committee of the Whole meeting on April 18, 2018, Council staff briefed councilmembers on Proposed Ordinances 2018-0178 and 2018-0138 by providing an overview of the proposed MLA articles and the proposed changes to the King County Code.

The MLA includes 60 appendices that are numbered 1 through 62 (only 60 appendices were transmitted to Council). At today’s hearing, Council staff will brief the Committee on the 12 proposed appendices to the MLA that have substantive changes.

Proposed Ordinance 2018-0178 would approve King County’s first Master Labor Agreement (MLA) between King County and the King County Coalition of Unions that would be effective January 1, 2018 through December 31, 2020. The MLA would apply to 22 unions[footnoteRef:1] that represent nearly 6,000 employees covered by 60 appendices/collective bargaining agreements (CBA), in one master agreement. The MLA provisions that govern hours and working conditions do not apply to the Prosecuting Attorney’s Office, Superior Court, District Court, Sheriff’s Office and Legislative Branch.[footnoteRef:2]  [1:  The 22 unions are Animal Control Officers Guild, Teamsters Local 117, Operating Engineers Local 302, Joint Crafts Council (Machinists & Aerospace Workers Local 289, Boilermakers, Iron Ship Builders, Blacksmiths, Forgers and Helpers Lodge No. 104, Electrical Workers Local 46, Operating Engineers Local 286, Painters and Allied Trades District Council 5, Laborers of North America Local 1239, Pacific NW Regional Council of Carpenters, UNITE HERE Local 8, Plumbers & Pipefitters Local 32), King County Prosecuting Attorney’s Association, King County Regional AFIS Guild, King County Security Guild, Office & Professional Employees Local 8, Professional & Technical Employees Local 17, Public Safety Employees Union, Public, Professional & Office-Clerical Employees and Drivers, Teamsters Local 763, Service Employees Local 925, Teamsters Local 174 and Washington State Council of County and City Employees Council 2. ]  [2:  The MLA notes that these agencies have the authority to negotiate such issues separate and apart from the Total Compensation Coalition bargaining that developed the MLA.] 


Proposed Ordinance 2018-0138 would amend King County Code to add a number of MLA provisions that would also apply to non-represented King County employees. According to the Executive, the proposed ordinance would continue the practice of extending the same standards and benefits negotiated in the MLA for the Coalition, to the County’s non-represented employees.

BACKGROUND 

Proposed Ordinance 2018-0178

First Total Compensation Memorandum of Agreement

In 2014, Council adopted Ordinance 17916, to approve King County’s first Memorandum of Agreement (MOA) between King County and the Coalition of King County Labor Unions (“the Coalition”) that addressed Total Compensation[footnoteRef:3] Coalition Bargaining. The first Total Compensation MOA required all compensation elements of CBAs to be reopened on January 1, 2015, or later, for the purpose of bargaining in union coalition a total compensation agreement that was effective January 1, 2017, or later. The reopener also required King County and the Coalition to discuss countywide initiatives such as “Employer of the Future” (currently known as “Investing in You”[footnoteRef:4]) and “Standards”[footnoteRef:5].  [3:  “Total Compensation” elements are wages, premiums, incentives, other monetary payments and all forms of leave and benefits.]  [4:  Legislative record: 2017-B0082, Attachment 1 -- “Investing in You” is the Executive’s initiative to invest in King County employees to deliver superior service and more value to King County residents. It focuses on six key areas: workplace culture, heath, well-being and safety, learning and growth, racial diversity and culturally response at all levels, business operations and systems and total compensation.]  [5:  According to Executive staff, “Standards” is a term commonly used in King County to refer to both common provisions and common human resources processes that are referenced in most CBAs.] 


The first Total Compensation MOA also authorized King County bargaining unit members whose bargaining unit ratified the MOA on or before August 15, 2014, to receive a flat lump-sum coalition participation premium payment of $500 per employee. According to the first Total Compensation MOA, the premium payment was in exchange for King County to bargain economic issues with participating unions as a coalition rather than as individual bargaining units in order to realize process efficiencies and savings in administrative costs for the County. According to Executive staff at the time, approximately $289,000 was estimated to be recovered each year in efficiencies resulting from coalition bargaining.[footnoteRef:6]  [6:  Legislative record: 2014-0391 Staff Report] 


The first Total Compensation MOA was effective January 1, 2015 through December 31, 2016.

Second Total Compensation Memorandum of Agreement

In 2016, Council adopted Ordinance 18405, to approve the second MOA that addressed Total Compensation Coalition Bargaining for the 2017-2018 Biennial Budget. The second Total Compensation MOA required King County and the Coalition to meet no later than November 11, 2016, to discuss a structure for bargaining standard practices, procedures and CBA provisions via a MLA. Also, it required bargaining unit members employed by King County on or after January 1, 2018, to receive a 1.75 percent general wage increase (GWI) over 2017 base wages, if a MLA was successfully bargained and ratified by both the unions and King County. In addition to the 1.75 percent GWI, employees who are bargaining unit members on or after January 1, 2018, are to receive a one percent coalition MLA premium of their 2017 base pay, contingent upon reaching a tentative agreement on the MLA.

According to the second Total Compensation MOA, a successful MLA bargaining would bring greater efficiency to King County and would the support the Executive’s “Best Run Government” principles. It also notes that the MLA would meet King County and the Coalition’s joint interests in financial and operational stability and sustainability, and would help create a desirable, competitive and consistent employment package for the County’s highly capable workforce. According to the Executive’s Fiscal Note, the fiscal impact of the second Total Compensation MOA was estimated at approximately $39.5 million in the 2017-2018 biennium if the fiscal impact of paid parental leave[footnoteRef:7] ($6.5 million) was included.[footnoteRef:8]  [7:  Legislative record: 2016-0463 Staff Report -- Paid parental leave would supplement an employee’s accrued paid leaves to provide up to 12 weeks of paid leave for a parent to bond with a new child.]  [8:  Legislative record: 2016-0524 Staff Report ] 


The second Total Compensation MOA is in effect from January 1, 2017 through December 31, 2018.


Third Total Compensation Memorandum of Agreement

Executive staff state that King County and the Coalition have begun bargaining for a third Total Compensation MOA and that both parties look forward to creating a truly comprehensive coalition master agreement that includes total compensation, MLA and terms of each individual appendix/CBA. The year 2020 will be King County’s first attempt to bargain the various components of the labor agreements simultaneously.

The third Total Compensation MOA would be in effect from January 1, 2019 through December 31, 2020, if ratified by the Coalition and approved by Council.

First Master Labor Agreement and its Appendices

In October 2017, King County and the Coalition reached a tentative agreement for the first MLA to establish standard practices, procedures and common appendix/CBA provisions as envisioned in the first and second Total Compensation MOAs mentioned previously. According to the Executive, Proposed Ordinance 2018-0178 would enable King County to accomplish three major objectives:

1. Achieving efficiencies and cost savings;
2. Advancing the Executive’s “Investing in You” priorities and goals; and
3. Securing a commitment to the coalition process for future bargaining. 

Proposed Ordinance 2018-0138

According to the Executive, in order to continue to build on the efficiencies that the MLA would achieve and bring even greater equity to the King County workforce, Proposed Ordinance 2018-0138 would require non-represented employees to adhere to the same MLA provisions that would apply to the Coalition.

ANALYSIS

Proposed Ordinance 2018-0178

Proposed Ordinance 2018-0178 would adopt King County’s first MLA between King County and the Coalition that would standardize a number of practices and procedures that would be applicable to all unions in the Coalition. The MLA would apply to 22 unions that represent nearly 6,000 employees covered by 60 appendices/CBAs, in one master agreement. The MLA provisions that govern hours and working conditions do not apply to the Prosecuting Attorney’s Office, Superior Court, District Court, Sheriff’s Office and Legislative Branch. The MLA would be in effect from January 1, 2018 through December 31, 2020, if approved by Council.

According to the Executive, the Coalition’s individual appendices/CBAs would no longer include different provisions pertaining to human resources processes, leave benefits, and payroll practices. Prior to the MLA, some employees were covered by the 2000 Career Service Rules and others by the 2005 Career Service Rules or a combination thereof.[footnoteRef:9] The MLA provisions in the proposed ordinance would control and those provisions would be applied to the Coalition appendices/CBAs in many King County departments.  [9:  King County Charter Article 5 and King County Code 3.12.250 requires personnel guidelines to be adopted for the purpose of implementing the directives, policies and standards of King County.] 


Proposed Ordinance 2018-0138

Proposed Ordinance 2018-0138 would amend King County Code to add MLA provisions that would also apply to non-represented King County employees. According to the Executive, King County would continue the practice of extending the same standards and benefits negotiated in the MLA for the Coalition, to the County’s non-represented employees.

MLA Structure 

MLA Articles

The MLA contains 31 “superseding” articles and seven “non-superseding” articles. Superseding articles would take the place of the individual appendix/CBA articles on the same topic with some exceptions.[footnoteRef:10] The non-superseding articles may or may not replace the article on the same topic in the individual appendix/CBA. Tables 1[footnoteRef:11] and 2 below summarizes the superseding and non-superseding articles of the MLA as well as the King County Code changes in Proposed Ordinance 2018-0138 that would require non-represented employees to follow the same MLA provisions, if applicable.  [10:  Exceptions include carve-outs, clarifications and deferrals, related topics and exclusions.]  [11:  MLA Superseding Articles 1 Collective Bargaining Agreements Superseding, 30 Savings Clause and 31 Duration are not listed in Table 1 since they were either mentioned elsewhere in the staff report or it was boiler plate contract language.] 


Table 1. Superseding MLA Articles 

	MLA
Article
	Article 
Name
	 PO 2018-0178
MLA Effect
	K.C.C.
Citation
	PO 2018-0138
K.C.C. Effect

	Article 2
	Military Leave
	Employees would receive military leave in accordance with King County policy, state and federal law.
	3.12.260
	No change

	Article 3
	Unpaid Leaves of Absence
	Leave without pay over 30 days for medical reasons may be taken, if approved by director of Human Resources. Leave for nonmedical reasons are approved by the division manager.
	3.12.250
	Adds language to distinguish the approval authority for medical and nonmedical types of leave. 
Lines 1032 & 1035-1037

	Article 4
	Leave for Volunteer
Service
	Employees may use up to three days of accrued sick leave each year to perform volunteer services at a local school, or at a non-profit on the approved list for the Employee Giving Program.
	3.12.225
	Adds language to mirror Article 4 of the MLA. It removes the requirement of volunteer service must be performed at the employee’s child’s school. Lines 961-965

	Article 5
	Jury Duty
	Leave eligible employees must notify their supervisor as soon as possible, but not later than two weeks in advance. Paid leave eligible employees must deposit jury duty pay received, exclusive of mileage, to the County, if they want to receive their regular County pay. 

Employees ineligible for paid leave may retain any jury duty pay received.
	3.12.240
	Adds language to mirror Article 5 of the MLA. Lines 1018-1024

The proposed ordinance does not include language on when employees should notify their supervisor of their jury duty assignment. Executive staff state that the procedures for jury duty will be outlined in the County’s personnel guidelines.

	Article 6
	Donated Leaves
	Donation of vacation or sick leave hours will occur following written approval from both the donating and receiving employee’s directors.






Donated leave hours would remain with the recipient and would not revert to the donor.
	3.12.223
	Removes the exception that requests for vacation donations to supplement the sick leave benefits of a receiving employee shall not be denied unless the receiving department would experience a hardship. Lines 859-863

Removes language that requires that donated leave hours must be used after 90 days and after 90 days, unused donated leave hours would revert to the donor.
Lines 870-875, 884-889

	Article 7
	Paid Parental Leave
	Paid parental leave would supplement an employee’s accrued paid leaves to provide up to 12 weeks of paid leave for a parent to bond with a new child.

The employee would have one week of sick leave and one week of vacation leave or the equivalent for Benefit Time of accrued leave remaining.

If both parents work for King County, each employee is entitled to up to 12 weeks of paid parental leave.

Paid parental leave may be used on an intermittent basis.

Supplemental paid parental leave is not subject to cash-out. 

An employee must work at least six months of continuous service following the leave or the employee would be required to reimburse the County for the supplemental leave funds received.
	3.12.219
	Adds language to mirror key provisions in Article 7 of the MLA. 
Lines 579-585 



Lines 592-593







Lines 586-587 

 


Lines 618-620 



Lines 635-636



Lines 637-639

	Article 8
	Bereavement Leave[footnoteRef:12] [12:  According to the MLA, nothing in this Article supersedes benefits outlined in the Professional and Technical Employees, Local 17 (Transit Chiefs, Collective Bargaining Agreement and Transit Supervisors and Superintendents, Collective Bargaining Agreement) contract.] 

	Employees eligible for comprehensive leave benefits are entitled to five working days, with a maximum of 40 hours (pro rata for part-time) per qualifying death of a member of the employee’s immediate family[footnoteRef:13]. [13:  “Immediate family” means the employee’s spouse or domestic partner, and the parent, grandparent, child, son or daughter-in-law, grandchild, sibling of the employee, employee’s spouse or the employee’s domestic partner, or an employee’s legal guardian, ward or any person over whom the employee has legal custody.] 






Employees who are not eligible for paid leaves are allowed to use compensatory time, for bereavement leave.
	3.12.210
	Adds language to mirror Article 8 of the MLA. 

Increases bereavement leave from up to three days to five days, maximum of 40 hours (pro rata for part-time, for each qualifying death of an immediate family member. Lines 543-550


Lines 560-561




Removes language that entitles eligible employees to use up to three days of sick leave if they have exhausted their bereavement leave. Lines 553-556

Executive staff state that removing this language would not preclude an employee from using sick leave after bereavement leave has been exhausted. 

	Article 9
	Vacation Leave Cap
	All employees hired after 12/31/17 would have a vacation leave cap of 320 hours. Employees hired on or before 12/31/17, would have a vacation leave cap of 480 hours.
	3.12.190
	Adds the cutoff dates for vacation caps.
Lines 479-484

Executive staff state that government employers generally have a vacation leave cap of 250 hours.

	Article 10
	Holidays, Eligibility[footnoteRef:14] [14:  This article does not apply to employees with benefit time.] 

	Leave eligible employees would receive two personal holidays in their vacation bank each year in the second full pay period of the year or upon hire.


When a holiday falls on the scheduled day off, the employee would be given a deferred holiday (prorated, if part-time).
	3.12.230
	Removes language requiring one personal holiday to be added in October and one personal holiday in November.
Lines 993-999

Lines 1010-1015

	Article 11
	Family Medical Leave Act / King County Family Medical Leave[footnoteRef:15] [15:  King County Family Medical Leave applies only to the bargaining units whose labor agreements include the King County Family Medical Leave benefit.] 

	FMLA
Employees may take up to 12 weeks of paid or unpaid leave in a single 12 month period for the employee’s own qualifying serious health condition or qualifying exigencies related to the foreign deployment of a military member.

Covered service member’s spouse, child, parent or next of kin may take up to 26 weeks of paid or unpaid FMLA leave in a single 12 month period to care for the service member.

Employee must be employed by the County for at least 12 months and has worked 1,250 hours in the 12 month period prior to leave.

Leave can be continuous or intermittent when medically necessary. 

KCFML
Employees may take up to 18 weeks of paid or unpaid leave in a single 12 month period for the employee’s own qualifying serious health condition and for any qualifying reason under the Federal FMLA, Washington State Family Leave Act or other family and medical leaves available under federal or state law.

Employees must be employed by the County for at least 12 months and has worked 1,250 hours for a 40 hour week employee or 910 hours for a 35 hour week employee in the 12 month period prior to leave.

Leave can be continuous and would run concurrently with federal, state and county leaves.
	3.12.221
	No change

	Article 12
	Professional Development
	The County would create a professional development fund of $150,000 to finance a one-year pilot career development scholarship program. The pilot would be available to career service and/or regular employees in the Coalition of Unions beginning January 1, 2019.
	N/A
	N/A

	Article 13
	Supported Employment[footnoteRef:16] [16:  The Supported Employment Article applies only to bargaining units whose unions include supported employees.] 

	Supported employees performing bargaining unit work will be covered by the terms of the applicable collective bargaining agreement provisions for that unit.

No Public Employment Relations Commission Unfair Labor Practice Complaints or grievances would be filed based on the work assigned to a supported employee or allegations of work skimming.

Supported employees would be represented and pay dues, as appropriate, to the union representing the majority of the work assigned.

Supported employees may be assigned to perform work that is currently non-represented.
	3.12.335
	Changes the designated lead agency responsible for the management of supported employment from the Department of Community and Human Services to the Human Resources Management Division or its successor agency. 
Lines 1070-1071

	Article 14
	Reclassification and 
Resulting Pay
	Position reclassifications may be requested by an employee or a group (within the same section of a division) if:
· An employee’s position is not assigned to the appropriate classification;
· A significant or gradual change in the employee’s ongoing duties over a period of at least one year;
· Reorganization or Council action

Position reclassifications may not be requested if the employee is: 
· On probation;
· On a performance improvement plan;
· Asking for a reclassification for a special duty position.

Resulting pay for reclassifications would be as follows:

Higher pay grade – First step of the pay range in new classification or the step that is at least five percent above the former rate of pay, whichever is greater. Additional discretionary steps may not be awarded.

Same pay grade – The step of the pay range which is closest to and not less than the step that the employee received before the reclassification.

Lower pay grade – Highest step in the new pay range that does not exceed the current pay rate.

Pay may not exceed Step 10, unless the employee is already receiving merit-over-top.

When an employee’s position is reclassified retroactively into a classification with a different Fair Labor Standards Act (FLSA) status, the change in FLSA status would be prospective only, even though the change in classification and resulting pay may be applied retroactively.
	3.15.030
	Adds language to mirror Article 14 of the MLA.
Lines 1161-1204

The proposed ordinance does not include language that outlines reclassifications that would result in a FLSA status change.

Council may wish to include FLSA status change language in the King County Code.

	Article 15
	Special Duty[footnoteRef:17] [17:  “Special Duty Assignment” means when an employee in a regular position is temporarily assigned to a classification with a higher rate of pay, and the higher-level duties comprise the majority of the work performed for a minimum of 30 calendar days.] 

	Temporary employees including term-limited temporary (TLT) employees are not eligible for special duty assignments.
 
30 days to 12 months – Assignments must be approved by the department director for the following reasons:
· Due to work that exceeds either the volume and/or complexity of what is routine, and is for a limited duration;
· Due to unforeseen work caused by unique circumstances, which are not expected to reoccur;
· Needed to either develop and/or implement, a new function, system or proposal; or
· To backfill for a vacant regular position.

Up to five years – Assignments must be approved by the director of Human Resources for the following reasons:
· To perform a significant or substantial body of work such as a non-routine project or related to the initiation or cessation of a county function, project or department;
· To backfill a regular position when an employee is on an extended leave of absence for a medical reason or absent due to military service or because of a special duty or other assignment;
· To staff or backfill staff on a grant-funded, capital improvement or IT system project.

An employee on special duty will be placed at the first step of the special duty classification pay range or be given a flat five percent above the employee’s base rate of pay, whichever is higher.
	3.15.140
	Adds language to mirror Article 15 of the MLA.
Lines 1232-1341

Note: Current K.C.C. 3.15.140(H) requires the Executive to notify Council each year in writing of the total number of County employees on special duty assignment by department.

	Article 16
	Contracting Out
	The County would not contract out work which the members of the union have historically performed unless it is required by law or is a business necessity due to an emergency situation or to augment the workforce on a short-term, temporary basis.
	N/A
	N/A

	Article 17
	Term-Limited Temporary Positions[footnoteRef:18] [18:  Nothing in this Article is intended to supersede TLT language provided for in the individual appendix that is not expressly covered in this Article.] 

	TLT employees would not be used to supplant regular full-time equivalent (FTE) or career service positions[footnoteRef:19].  [19:  “Career Service Position” means Career service position" means all positions in the county service except for those that are designated by Section 550 of the charter.] 

	3.12.010
	No change

Note: K.C.C. 3.12.010(PPP) requires that a current list of all TLT employees by department be maintained.

	Article 18
	Job Posting
	All open regular and TLT positions represented by the unions that are part of this agreement would be posted for at least 14 days.
	N/A
	N/A

	Article 19
	Public Records Request
	If an employee’s personnel file or personal information for the entire membership of the union is the subject of a public records request, the County would provide advance notice to the employee or the union, prior to its release.
	N/A
	N/A

	Article 20
	Union Notification
	The County would supply the contact and personnel information of a new employee’s date of hire or new union eligibility within five working days.
	N/A
	N/A

	Article 21
	Union Engagement
	Union stewards may be provided with at least 8 hours or one day of paid steward training.

The County would continue the New Employee Orientation to allow the unions to meet new employees.

The County would allow new bargaining unit members 30 minutes of release time to meet with the union within the first month of employment.
	N/A
	N/A

	Article 22
	Union Leave
	The County would allow, upon written application, a regular employee elected or appointed to a union office that requires all of the employee’s time to be given a leave of absence without pay from work not to exceed five years.

Leave may not be approved for more than one employee at a time per department.
	N/A
	N/A

	Article 23
	Use of County Bulletin Boards and Electronic Devices
	The County would provide bulletin boards in accessible areas for union officers and/or stewards to post union materials.
	N/A
	N/A

	Article 24
	Reimbursement for Personal Transportation[footnoteRef:20] [20:  This does not supersede benefits outlined in the Transportation Article in the Department of Assessments, Public, Professional & Office-Clerical Employees and Drivers, Teamsters Local 763] 

	Employees authorized to use their own transportation for county business would be reimbursed at the rate established by ordinance.
	N/A
	N/A

	Article 25
	Insured Benefits, HRA and VEBA
	The terms and conditions for medical, dental, vision, disability, accidental death and dismemberment, life insurance programs, health reimbursement arrangement (HRA) and the voluntary employees benefit association (VEBA) medical reimbursement plan would be outlined under the 2017-2018 Total Compensation MOA. 

	N/A
	N/A

	Article 26
	Grievance Procedure
	Step One - Supervisor/designee: Grievance must be presented in writing by the shop steward/union representative within 30 calendar days of occurrence or employee/union knowledge of such grievance.

1. The supervisor or designee will meet the employee and the union to discuss grievance within 15 calendar days of receipt of the Step 1 grievance.

2. The supervisor/designee will issue a written decision to the employee and the union within 15 calendar days following the discussion.

3. If the union does not pursue the grievance to Step 2 within 15 calendar days after receiving the supervisor/designee’s written decision, the grievance will be precluded from further appeal.

4. Supervisor and manager grievants who reduce their grievance to writing, shall initiate their grievance at Step 2.

Step Two – Division or agency director/designee or department director: Grievance will be presented in writing to the division or agency director for investigation, discussion, and written reply.

1. The division/agency or department director will meet with the employee and the union to discuss grievance within 15 calendar days of receipt of the Step 1 grievance.

2. The division/agency or department director will issue a written decision to the employee and the union within 15 calendar days following the discussion.

3. If the union does not pursue the grievance to Step 3 within 15 calendar days after receiving the division/agency/department director’s written decision, the grievance will be precluded from further appeal.

Step Three – Director of Office of Labor Relations/labor negotiator 

1. The director of OLR/labor negotiator will meet and/or discuss the grievance with the union within 15 calendar days of the receipt of the step three grievance.

2. The director or labor negotiator will issue a written decision to the employee and the union within 15 calendar days following the discussion.

3. If the union does not pursue the grievance to Step 4 – Arbitration within 15 calendar days after receiving the director or labor negotiator’s written decision, the grievance will be precluded from further appeal.

Step Four – Should the decision of the director or labor negotiator at step three not resolve the matter, the parties may arbitrate the dispute utilizing the process outlined in the MLA. The process includes the following topics:
Selection Process, Arbitrator’s Authority Limited, Arbitration Expenses, Mediation, Timelines and Grievances of Disciplinary Action. 
	N/A
	N/A

	Article 27
	Discipline and Sunset Clause[footnoteRef:21] [21:  Nothing in this Article is intended to supersede the Teamsters Local 174 and the Service Employees International Union Local 925 contracts.] 

	No regular employee would be disciplined except for just cause. The County would employ the concept of progressive discipline in appropriate causes.
	N/A
	N/A

	Article 28
	Economic 
Equity 
	Should any non-Coalition bargaining unit with King County reach a more favorable combined general wage increase and benefit funding rate, the Coalition reserves the right to reopen the MLA and bargain the impacts of that decision.

If the County can demonstrate that bargaining units outside of the Coalition made economic offsets in negotiations to increase wages or benefits, the reopener would not apply.

This provision would not apply to Sheriff’s deputies, captains or majors, paramedics, interest arbitration decisions or to job classifications that receive market based increases.
	N/A
	N/A

	Article 29
	Coalition of Unions Incentive Pay
	All members of the bargaining units that participated in MLA bargaining as of October 5, 2017 and ratified their CBA by January 31, 2018 would receive an additional 0.50 percent general wage increase effective January 1, 2018.

Note: In January 2018, the Coalition received a 1.75 percent general wage increase. The MLA, if approved by Council, would provide an additional 0.50 percent general wage increase for the Coalition and a one percent premium for reaching a tentative agreement on the MLA per the 2017-2018 Total Compensation MOA in Ordinance 18405, bringing the total wage increase to 3.25 percent for 2018.
	3.12.130
	No change

Note: King County Code requires the Executive to transmit a recommended salary ordinance to the Council for adoption. The Council approved Ordinance 18620 on December 4, 2017 to increase the 2018 King County salary schedules by 3.25 percent for non-represented employees to mirror the total wage increase that would be received by represented employees, if the MLA is approved by Council.





Table 2. Non-Superseding MLA Articles

	MLA
Article
	Article 
Name
	 PO 2018-0178
MLA Effect
	K.C.C.
Citation
	PO 2018-0138
K.C.C. Effect

	Article 32
	Safety Gear and Equipment Allowance
	Employees would receive up to $200 per calendar, per employee, if safety footwear is required.

The County would provide each employee with the required personal protective equipment and replace as needed.
	N/A
	N/A

	Article 33
	After Hours Support[footnoteRef:22] [22:  “After Hours Support” means off duty time during which hourly employees may be required to be on standby ready and able to report to work, called-out to report back to the employee’s workplace, or technical call out to work remotely through technological means and is not required to report back to the workplace.] 

	Standby - Employees would be given 10 business days’ notice, in writing, of their designation to standby, or of schedule changes. 

Employees would be paid ten percent of their base rate for each full hour on standby.

Technical Call-Out – Employees would be paid in ten minute increments, at a minimum or the actual number of minutes worked, whichever is greater, at the overtime rate.

Physical Call-Out – A minimum of four hours (inclusive of travel and actually time worked) at the overtime rate when the employee is required to report back to the employees’ workplace.

An employee who has a County vehicle and can report directly to a work location and does not have to report to the employee’s workplace would be paid two hours of overtime.
	N/A
	N/A

	Article 34
	Sick Leave[footnoteRef:23] [23:  This article does not apply to employees with benefit time (BT). The BT program has two elements to it:  one is BT and the other is Extended Sick Leave (ESL).  Both programs are for benefit eligible employees and built on a specific accrual rate table. This program recognizes the need for scheduled time away from the job (vacation and holidays) for personal reasons and for occasions when the employee must be away because of illness or injury.  BT is administered with the understanding that:  a) BT is intended to constitute wages earned for services rendered, and b) because business needs may constrain employees’ ability to utilize leave, BT may be cashed out annually, up to 120 hours.  ] 

	Leave eligible employees would accrue sick leave benefits at the rate of 0.04616 hours for each hour in paid status excluding overtime up to 96 hours per calendar year.

Employees are entitled to use sick leave after it has been earned.


There would be no limit to the number of sick leave hours accrued.

Accrued sick leave would be canceled if the employee separates from or is terminated by the County except by reason of retirement or layoff due to lack of work, funds, efficiency reasons or separation for medical reasons.

Sick leave would be restored, if the employee resigned, in good standing, for a medical reason or was laid off returned to County employment in a leave eligible position within two years. Rehired retirees would not be entitled to have sick leave restored.

	3.12.220
	Lines 641-644







Line 655




Lines 658-659



Lines 667-670










Lines 674-676

	Article 35
	Vacation Leave[footnoteRef:24] [24:  This article does not apply to employees with benefit time.] 

		Months of Service
	Hourly Accrual Rate
	Approximate Days/Year

	0
	0.04620
	12.01200

	60
	0.05770
	15.00200

	96
	0.06160
	16.01600

	120
	0.07700
	20.02000

	192
	0.08080
	21.00800

	204
	0.08470
	22.02200

	216
	0.08850
	23.01000

	228
	0.09240
	24.02400

	240
	0.09620
	25.01200

	252
	0.10010
	26.02600

	264
	0.10390
	27.01400

	276
	0.10780
	28.02800

	288
	0.11160
	29.01600

	300
	0.11540
	30.00400




Leave eligible employees may use vacation leave hours in the pay period after they are accrued.

Employees who leave County employment before successfully completing their first six months of County service would forfeit their vacation leave hours and would not be paid out to the employee.
	3.12.190
	Adds MLA Article 35 vacation accrual table. Line 459

Removes language that restricts vacation leave use for six months for new employees. 
Lines 495-498











Lines 498-499 




Lines 500-502

	Article 36
	Training
	The County would pay for any certification/license (excluding driver’s license) or training that is required for the position. It also includes necessary release time that preapproved.
	3.12.110
	Adds language that mirrors Article 36 of the MLA. Lines 448-450

	Article 37
	Working Out of Class
	The employee would receive a five percent working out of class pay premium including any overtime earned. 
	Chapter 3.15
New Section
	Adds language that mirrors Article 37 of the MLA as a new section.
Lines 1352-1363

	Article 38
	Transportation Benefits
	Eligible employees would receive transportation benefits provided in King County Code.
	N/A
	N/A




MLA Substantive Appendices

The MLA also includes 60 appendices numbered one through 62 (only 60 appendices were transmitted to Council) that represent the “small table” agreements negotiated individually by a number of bargaining units in the Coalition. Council staff will present to the Committee the 12 substantive proposed appendices to the MLA that are briefly described below. 

Appendix 3: Teamsters Local 117, Department of Public Defense Supervisors and Managers		$52,321

Appendix 3 to the MLA represents 36 managers and supervisors in the Department of Public Defense. 

Supervisors.  The proposed appendix would clarify the obligations of supervisors, simplifies the wage progression for supervisors and limits the numbers of supervisors who can be paid at the top of the five steps to one per division. 

Senior Supervisors. The proposed appendix would return management discretion for the selection process of Senior Supervisors. 

Pay Range Increase.  The proposed appendix would provide two range increases in each year for Mitigation Supervisors, auto-step increases for Supervisor Attorneys.   Executive staff indicate that these increases would cost approximately $52,321 to implement. 

Appendix 10: Teamsters Local 117, Security Screeners, KCSO	 	        $51,600

Appendix 10 to the MLA represents 31 staff who work in the King County Sherriff’s Office as Security Screeners. The proposed appendix incorporates changes made in the MLA.

Pay Range Increases.  The proposed appendix would increase the pay ranges of two position classifications (Security Screener and Lead Security Screener) to address internal inequity concerns. According to Executive staff, the union was concerned that the pay range for screeners (Pay Range 30) was the second lowest among all represented classifications in the KCSO. Security Screeners were 17 pay ranges below Marshalls with whom they work hand in hand. Administrative Specialist I employees are compensated at Pay Range 33. The range was adjusted due to internal equity when comparing the Security Screener classifications with the Administrative Specialist I classification considering the level of safety sensitive responsibility Security Screeners have. This has a fiscal impact of $46,600 annually.

Parking Validation.  The proposed appendix would allow parking validation for Security Screeners working the morning shift who are expected to arrive downtown by or before 6 a.m., a time during which public transportation availability is limited. Executive staff report that this provision is especially intended to benefit employees who are covering for co-workers on leave and therefore, do not have a regular transportation plan set up and to provide employees flexibility around last minute scheduling changes. It is not anticipated that KCSO would need to validate the maximum number of parking passes (three per day). The anticipated average rate of utilization for this provision is no more than one parking validation each weekday though sometimes less. Therefore, this is estimated to have a nominal fiscal impact of approximately $5,000 annually.

Appendix 15: Joint Crafts Council, Construction Crafts			        $20,724

The Joint Crafts Council (JCC) contract represents 191 employees in a number of construction craft bargaining units[footnoteRef:25] working in the Airport, Road Services and Facilities Management Divisions. Also, the construction craft bargaining units have negotiated additional provisions in addition to the MLA provisions that are described in the nine appendices to Appendix 15 below.  [25:  The Joint Crafts Council includes the following unions: Pacific NW Regional Council of Carpenters, International Association of Machinists and Aerospace Workers Local 289, Int’l Brotherhood of Boilermakers, Iron Ship Builders, Blacksmiths, Forgers and Helpers Lodge No. 104, Int’l Brotherhood of Electrical Workers Local 46, Int’l Union of Painters and Allied Trades District Council 5, United Association of Plumbers and Pipefitters Local 32, UNITEHERE! Local 8, Int’l Union of Operating Engineers Local 286 and the Laborers’ Int’l Union of North America Local 1239.] 


Technical Call-Out.  The proposed appendix would authorize technical experts who are called out after-hours to be paid a minimum of one hour at the overtime rate. The current collective bargaining agreement is silent on technical call-out protocols. Executive staff state that this provision is a non-superseding article to the MLA (Article 33) and was included to provide internal equity to the bargaining units.

Use of Sick Leave.  The current collective bargaining agreement outlines the requirements and authorized uses of sick leave (i.e., employee must be employed for 12 months and has worked at least 1,040 hours). The proposed appendix would remove the sick leave requirements and authorized uses and add language that allows state law to prevail if greater benefits for the use of paid leave for family care are provided.

Bumping Rights.  Employees who exercise their “bumping rights” would not be required to serve a probationary period in the new position. The current collective bargaining agreement is silent on probationary period protocols when bumping rights are exercised. Executive staff indicate that this provision was included in the proposed appendix due to the ruling by the arbitrator prohibiting probationary periods for employees who exercised their “bumping rights”. 

Footwear.  Employees would receive up to $200 each year, per employee, if the division require employees to wear safety footwear. This is a non-superseding article (Article 32) to the MLA. 

Personal Protective Equipment.  The department would provide employees with the required protective equipment based on job assignment and replace the equipment as needed. This is a non-superseding article (Article 32) to the MLA.

Appendix A to Appendix 15: Pacific Northwest Regional Council of Carpenters.  The proposed appendix would allow newly hired carpenters into a regular position who can supply documentation of a minimum of 5,200 hours of journey-level work performance to start at Step 3 in the pay range and advance to Step 5 on successful completion of probation. The current collective bargaining unit agreement requires newly hired carpenters to successfully complete a state apprenticeship program in the craft hired for in order to start at Step 3 and then advance to Step 5 upon successful completion of probation.

Appendix B to Appendix 15: Int’l Assoc. of Machinists and Aerospace Workers Local 289.  The proposed appendix would increase the premium for mechanics who hold either an American Welding Society or a Washington Association Building Officials certification from $1.00 to $2.17 in order to match the other bargaining units in the contract. The premium would be increased by the same percentage of the general wage increase each year. Executive staff indicate that implementing this provision would cost $18,024.

The proposed appendix would require the County to participate in the Greater Puget Sound Area Automotive Machinists Apprenticeship Program as a means to hire and develop qualified automotive machinists.

Appendix C to Appendix 15: Int’l Brotherhood of Boilermakers, Iron Ship Builders, Blacksmiths, Forgers and Helpers Lodge No. 104.  The proposed appendix would allow newly hired employees into a regular position who can supply documentation of a minimum of 5,200 hours of journey level work performance to start at Step 3 in the pay range and advance to Step 5 on successful completion of probation. The current collective bargaining unit agreement requires newly hired employees to successfully complete a state apprenticeship program in the craft they are hired for in order to start at Step 3 and then advance to Step 5 upon successful completion of probation.

The proposed appendix would remove the Class “B” commercial driver’s license requirement for metal fabricators in the Solid Waste Division.

Appendix D to Appendix 15: Int’l Brotherhood of Electrical Workers Local 46. The proposed appendix would add a new classification title, “security systems technician” and would require electricians and security system technicians to take a National Electrical Code (NEC) update class every three years when the NEC is revised. Also, security system technicians would be required to have a valid Washington State Journey Electrician (01) or (06) certificate.

Appendix E to Appendix 15: Int’l Union of Painters and Allied Trades District Council 5. There are no material proposed changes to this appendix.

Appendix F to Appendix 15: United Assoc. of Plumbers and Pipefitters Local 32. There are no material proposed changes to this appendix. 

Appendix G to Appendix 15: UNITEHERE! Local 8.  The proposed appendix would authorize the cooks/bakers in the Department of Adult and Juvenile Detention to receive seven sets of pants, shirts and hats instead of five. The sets would be replaced as needed, as determined by the County. Executive staff indicate that this provision would cost approximately $2,700 to implement.

Appendix H to Appendix 15: Int’l Union of Operating Engineers Local 286.  The proposed appendix would allow newly hired employees into a regular position who can supply documentation of a minimum of 5,200 hours of journey level work performance to start at Step 3 in the pay range and advance to Step 5 on successful completion of probation. The current collective bargaining unit agreement requires newly hired employees to successfully complete a state apprenticeship program in the craft they are hired for in order to start at Step 3 and then advance to Step 5 upon successful completion of probation.

Appendix I to Appendix 15: Laborers’ Int’l Union of North America Local 1239. There are no proposed changes to this appendix.

Appendix 19: OPEIU, Local 8 – Dental (PHSKC)       			        $20,241

Appendix 19 to the MLA represents 28 full-time regular, part-time regular, and temporary dental assistants and dental hygienists employed by Public Health – Seattle & King County represented by the Office & Professional Employees International Union (OPEIU), Local 8. 

Wage Range Adjustment.  Beginning in 2013, dental assistants were classified at the pay range of 37 as per the County’s wage schedule.  In 2014 – 2015, the wage level classification remained at 37, however, the actual wage increase in the CBA were lower than the wage increase standardized for the entire County as per the wage schedule. Executive staff state that the rate was reduced to reflect market rates for dental assistants at that time.  The proposed appendix would bring the wage back to the rate consistent with the County’s wage schedule. The total cost of this increase for 26 dental assistants for 2018 would be $16,861.

Education Stipend.  The proposed appendix would increase the education stipend from $125 to $250 per year for Dental Assistants to attend County-approved training.  The total cost of this increase for 26 dental assistants for 2018 would be $3,380.

Report Pay.  The proposed appendix would pay employees a minimum of four hours of pay when the employee is sent home by the County without completing his/her shift.  Executive staff state that this memorializes existing practices and therefore have no additional financial impacts.

Uniforms.  The proposed appendix would require the County to provide scrubs and cleaning service for scrubs for Dental Assistants and Dental Hygienists with the exception of the Oral Health Program employees. Executive staff state that this memorializes existing practices and therefore have no additional financial impacts.

Papoosing Services.  The proposed appendix would cap papoosing services training or pediatric behavior management training to $1,500 per year for any accredited training provided locally.  Executive staff state that this may not be a regular cost impact and therefore not a significant financial impact.

Work Site Reassignment Transfers.  The proposed appendix would allow employees to transfer to vacant positions on the basis of seniority. This would not interfere with the County’s right to involuntarily transfer employees or deny transfers requested.

Performance Evaluations.  The proposed appendix would memorialize the current performance evaluation process where at least one performance evaluation will be completed during the employee’s probationary period, and annually thereafter (unless there are extenuating circumstances).

Notice of Layoff.  The proposed appendix would require the County to notify OPEIU and the impacted employee(s) of any reductions in force not less than forty-five (45) days prior to the layoff taking effect.

Appendix 22: Professional and Technical Employees, Local 17, Court Reporters - Superior Court    	$25,393

Appendix 22 to the MLA represents nine employees in King County Superior Court. These employees are responsible for taking notes of court proceedings. They may also provide real-time translation to litigants, witnesses, jurors, or other participants in court proceedings as directed by the Court.
Real Time Reporting Premium.  The proposed appendix includes changes for how reporters are compensated for real-time reporting.  Under the proposed appendix, reporters who are certified through a courthouse test to provide this type of reporting will receive an increase of 2.5 percent over the current CBA; to a new 5 percent premium.  For those reporters who have a national certification for real-time reporting, they will receive a premium increase of 2.5 percent for a total of 7.5 percent.  The projected cost of this increase in premiums is estimated at $25,393.

Appendix 36: PSEU – King County Sheriff’s Office Fire Investigators 	      $23,000

Appendix 36 to the MLA represents five Fire Investigators who work in the King County Sheriff’s office. The proposed appendix incorporates changes made in the MLA with other notable proposed changes briefly described below.

Certification Premium Pay. The proposed appendix would increase the certification premium by $50 to $100 per month for employees who hold a valid Certified Fire Investigator certificate from IFSAC, IAAI or NAFI. No employee would be paid more than $100 per month regardless of the number or types of certifications held. This change is expected to have only a nominal fiscal impact.

Education Incentive Pay. Education incentive pay was instituted based on education level and years of service as seen in the table below. Employees that are eligible for the education incentive pay would not be eligible for the certification premium pay. This is expected to have an added fiscal impact of $22,969 in the proposed appendix.  

	
	Minimum Years of King County 
Law Enforcement

	
	2
	3
	4

	AA Degree
	
	
	2%

	BA Degree
	
	3%
	4%

	MA Degree
	4%
	5%
	6%



Appendix 38: Public Safety Employees Union, Legal Administrative Specialists - Department of Judicial Administration      $237,756

Appendix 38 to the MLA represents 74 employees Legal Administrative Specialists in the Department of Judicial Administration. These employees are responsible for providing support for King County Superior Court’s document processing requirements and the Court’s administration.
Clarification of Responsibilities and Rights with Respect to Breaks.  Employees covered under the proposed appendix have the right to take either a one half hour or a one hour unpaid lunch period daily.  The proposed appendix would clarify that the DJA supports the reduction of one hour meal periods to 1/2 hour meal periods, as long as this change does not cause operational disruptions, or overtime obligations due to court going beyond normal ending time at the end of the day.  To this end, supervisors will be authorized by management to use their discretion to allow this reduction in the meal period for employees who so request.  Supervisors will be required to manage these requests so that if overtime is reasonably likely, said request will be denied.  If a request is granted and that particular court routinely runs beyond normal end time, the approval will be rescinded.  In addition, the appendix would allow that, if a court assignment is likely to interfere with a normally scheduled break, the impacted employee must notify his/her supervisor in advance of the missed break in order to allow the supervisor an opportunity to provide coverage.  Breaks missed due to the necessity of court proceedings will be compensated either by 1) shortening the work day and allowing the employee to leave early, or 2) paying (subject to the appendix’s overtime rules) for the missed time, at the discretion of the supervisor.    

Increased Probationary Period.  The proposed appendix would increase the probationary period for new employees from six months to one year for those hired after January 1, 2018.
 
Adjusted Wage Range.  The proposed appendix includes an increase to the wage ranges for Legal Administrative Specialists (LAS) I, II, and IIIs working at the DJA.  According to the Executive, the increase in the wage ranges for these positions is based on internal equity with LAS I-IIIs employed in other County departments and is estimated to result in an increase cost of $237,756.

Appendix 39: Public Safety Employees Union, Non-Commissioned - Department of Adult & Juvenile Detention		$104,796

Appendix 39 to the MLA represents 78 employees working in the Department of Adult and Juvenile Detention (DAJD). These employees work as:
· Community Corrections Caseworkers;
· Fiscal Specialists;
· Corrections Technicians; and
· Administrative Support Personnel
Market Based Wage Range Adjustments. The proposed appendix would make range adjustments for employees in this bargaining unit.  Employees who are Corrections Technicians and Correctional Caseworkers would each get a one range increase.  Employees who are Community Work Crew Supervisors would receive a two range increase. According to the Executive, the wage range adjustments for these positions are based on a market analysis for each position.  The changes in these ranges are estimated to result in an increase costs of $104,796.

Appendix 48: SEIU, Local 925 Department of Public Defense		     $652,329        

Appendix 48 to the MLA represents 348 employees in the Department of Public Defense. This bargaining unit is comprised of full and part-time employees of the Department of Defense excluding managers, supervisors, confidential employees, students, interns, externs, volunteers, and work/study employees. 

Wage increases.  There are two range increases in 2018 and 2019 for Investigators, and auto-step increases for Attorneys.  Executive staff indicate that these increases would cost approximately $652,329 to implement. 

Senior Public Defenders.  The proposed appendix further clarifies Senior Public Defender duties, simplified the selection process and wage progression, and creates a committee to study and make further recommendations. 

Executive leave.  The proposed appendix clarifies the application of executive leave to after-hours on-call Attorneys who work Saturday court calendars.

Appendix 49: SEIU, Local 925, Involuntary Commitment Specialists – Mental Health, DCHS	$34,300

Appendix 49 to the MLA represents approximately 44 employees in the Department of Community and Human Services (DCHS), including mental health professionals who work as Involuntary Commitment Specialists. Involuntary Commitment Specialists work with law enforcement officers and with other health care providers to evaluate individuals in crisis situations and to implement the state’s involuntary commitment statute. 

New Shift Premium for Evening and Night Shifts. The proposed appendix includes a shift differential of $0.75 per hour for employees temporarily or regularly assigned to work an evening (swing or super swing) or night shift. This proposed change is estimated to cost approximately $34,300 and impact approximately 17 employees. 

Updated Provisions to Reflect Current Work Schedule. The proposed appendix updates provisions, such as hours of work, to reflect the current work schedule which was updated in 2017. As indicated by Executive staff, the current work schedule was implemented following a process involving both LEAN and LMC (Labor Management Committee) discussions regarding development a more efficient 24/7 shift schedule for Involuntary Commitment Specialists.

Impact Bargaining. A provision is included in the proposed appendix that, in the event of state-enacted legislation requiring a material change to the job duties of the bargaining unit during the term of the proposed appendix, would allow for bargaining the effects of the new state requirement(s), to the extent required by law, as they pertain to wages, hours and/or working conditions for the 2019 contract year. As indicated by Executive staff, DCHS is currently monitoring implementation of a state law change (effective April 1, 2018) regarding the evaluation of individuals in crisis situations relating to mental health or substance use disorders.

Appendix 50: Service Employees International Union Local 925, Wastewater Treatment Division	$23,107                                              

Appendix 50 to the MLA represents 263 workers of the SEIU Local 925, Wastewater Treatment Division bargaining unit in the Department of Natural Resources and Parks.    

Professional License Premium.  Currently, employees in specified classifications and possessing designated professional licenses or certifications receive a $50 per month premium for each such license/certification.  The proposed appendix would add two new license categories—Electrician License, and Pest Control (PCO General and PCO Structural) for Utility Worker II and Senior Gardener classifications—qualifying employees with such licenses for the monthly premium payment. The anticipated fiscal impact is $23,107.

Appendix 51: Teamsters Local 174, Natural Resources and Parks, Transportation	        $419,279

Appendix 51 to the MLA represents 231 employees in the following divisions and job categories:  Solid Waste (Transfer Station Operator, Truck Driver III, Scale Operator, Utility Worker I/Tipper Worker I), Road Services (Truck Driver I, II, III, Sign and Marking Specialist I, II and Lead), Parks (Truck Driver II, III), Fleet (Truck Driver I, III).  

Holidays.  Article 4 in the proposed appendix would adopt the MLA language and retain existing CBA provisions for holiday observance for Solid Waste (4.3), Solid Waste and Parks (4.4.1), Compensation for Holidays (4.5), and Full-Time and Regular Part-time 7/10 Employees (4.6).  The existing Scale Operator Holiday Eligibility language is deleted as this matter is standardized by the MLA.

Vacations.  Article 5 is retained from the CBA with an amendment reflecting the lower vacation cap for employees hired January 1, 2018 and later.

Sick Leave.  Article 6 is retained from the CBA with amended language relating to verification of absences longer than three days and allowing the use of sick leave for bereavement by employees who have exhausted bereavement leave.  MLA provisions are adopted for care of other family members and payment of insurance premiums during periods of unpaid leave.  Existing CBA provisions are deleted concerning unpaid leave, birth or adoption, return to work from unpaid leave, failure to return to work, and definition of a child.

Paid Leave.  Article 7 is replaced by the MLA except that it retains existing language for Leave - Organ Donors (7.2) and Leave Examinations (7.6), which provides for time off with pay for employees to take County qualifying or promotional examinations.

Medical/Dental.  Article 8 adopts MLA provisions with revised CBA language noting that the union participates in the JLMIC and retaining a provision under which the County agrees to continue exploring the Washington Teamsters Welfare Trust as an alternative to current JLMIC Health and Welfare plans currently in place.

Classifications and Compensation.  Article 9 CBA language is modified as follows:  (1) to provide that the 4 Parks Truck Driver II’s will be reclassified as Truck Driver III’s; (2) for Solid Waste Fuel Truck assignments, to clarify that premium pay is paid for all work hours to employees who bid on the fuel truck position, and for employees filling in daily or weekly on the assignment, the premium is only paid for the hours worked on the assignment; (3) premium pay is limited to hours worked for employees filling in Transfer Station Operator Maintenance and Household Hazardous Waste positions; (4) Language for the calculation of overtime payments is amended so that all three agencies (Solid Waste, Parks, Roads) calculate overtime using the same methodology; (5) for Sign and Marketing employees assigned to stand-by, the hourly payment for hours on stand-by is raised from $1.50 to $2.00 and when employees are called out the guaranteed minimum time for call-out pay is increased from 3 hours to 4; (6) any employee who takes a Roads assignment to help with a weather-related issue will receive overtime pay; (7) scheduling for overtime and off-shift work is revised to clarify seniority rights. 

Work Schedules and Shift Hours.  Article 10 CBA language is modified as follows:  (1) to express County and Union support for 4-10 schedules when appropriate for Roads and Parks positions; (2) to clarify Parks procedure for drivers to bid for trucks, matching Solid Waste and Roads current practice; (3) by mutual agreement, a bidding process is established for shifts at the Cedar Falls, Enumclaw and Vashon transfer facilities (“rural sites”).

Safety Gear.  For employees required to wear specific safety footwear or who want to purchase additional approved safety gear not already provided by the County, Article 11.17 increases the allowance for safety footwear from $150 to $200 per year.  Scale Operators will be provided up to $100 for sturdy, closed toed shoes. 

Cameras, AVL and Card Readers.  The CBA provision for the use of camera footage for disciplinary action (Article 11.18), is amended to add AVL and Card Reader data.  The CBA defines how such information can be used, including the employee and Union right to review any data used in an investigation.

Discipline and Discharge.  Article 12 of the CBA is retained with amendments to change the deadlines for issuing written reprimands or notices of intent to suspend or discharge an employee and clarifying some disciplinary procedures.

Seniority.  Article 14, Seniority, is retained with modifications to allow for extension of probationary periods by mutual written agreement and to provide that an employee on special duty assignment may retain seniority in the former position by returning to the former position within 365 days; for special duty assignments of more than a year, the employee may return to the former position without seniority. 

Equal Employment Opportunity.  Article 15 of the CBA is retained with an amendment.  The prohibition on unlawful discrimination based on race, color, and other categories is revised to remove “sex” and add “gender, gender identity, veteran status” to the list of categories.

Pension.  Article 18, Pension, is modified to establish new hourly contribution rates to the Western Conference of Teamsters Pension Trust for hours worked (Fleet, $3.75, Parks $2.00, Roads $1.60, others remain at $1.00).  

Wage Adjustments.  Addendum A, Wage Rates, modifies the Scale Operator base wage rate from 37 to 38 and the Scale Operator – Cedar Hills rate from 43 to 38 for new hires and backfills.

Trial Basis – Scale Operator Helper Shifts at Houghton, Bow Lake, Algona, Factoria, and Shoreline Transfer Stations.      A new MOA provides that, from May 1 to Labor Day an 8-hour helper shift will be added at the listed transfer stations, except for July 4.  The additional shift will be added in calendar year 2018.  After September 1, 2018, either party may cancel with 120 days’ notice, after they have met in good faith to discuss workload data numbers.  A majority of the estimated increased costs result from this hiring proposal.

Compensation Study for Transfer Station Operators, Truck Driver III’s, Utility Works and Signs and Markings Technicians.  Under the terms of a new MOA, the parties agree to form a committee of labor, management and OLR/HRD staff to evaluate all forms of compensation of these job categories, compared to public and private sector workers, in preparation for Total Compensation Coalition bargaining for 2019-2020.

Two existing MOAs are renewed, concerning:  (1) Training and Succession Planning Trial Program for Employees in the Roads Division and Solid Waste Division; and (2) Teamsters Local Union No. 174 Snow and Ice Agreement.

MLA Non-Substantive Appendices

The proposed appendices below do not have substantive changes and/or the fiscal impact would be below $20,000.

Appendix 1: Animal Control Officers Guild – DES (RALS)			          		

Appendix 1 to the MLA represents approximately 30 employees in the Department of Executive Services, Records and Licensing Division, who work in the Regional Animal Services of King County Program (RASKC) and provide animal care, pet adoption and licensing and animal control services. The language in the proposed appendix has been updated to incorporate previously agreed to MOA. The language in the proposed appendix has also been updated to reflect current staffing and scheduling practices and terminology.[footnoteRef:26]  [26:  As indicated in Article 8 of the proposed appendix, the Parties have agreed to a one-year pilot of the new schedule. As further indicated, at the third quarterly Labor Management Committee meeting of each year the schedule will be discussed and evaluated for continuation or alteration prior to any end of year rebid. ] 


Veterinary Technicians. The proposed appendix includes a one percent increase in the pay rate for Veterinary Technicians, whose wages have been frozen since 2012. This proposed change is estimated to cost approximately $1,235 and impact approximately two employees.

Appendix 2: Teamsters Local 117, Administrator I – Transit			      	

Appendix 2 to the MLA represents 8 employees who meet the categorization of Transit Administrator I’s employed in the Transit Division who report to Section Managers.  

Employee Rights. Article 21, Employee Rights, is amended to provide that after a minimum of one (1) year, written reprimands shall be removed from the Employee’s personnel file.

Labor/Management Committee.  Article 22 provides for the establishment of a Labor/Management Committee to provide continuing communication between the parties and to promote constructive labor-management relations.

Training and Professional Development.  Article 23 express the County and Union commitment to training and professional development as memorialized in a letter, Addendum B.  Addendum B states the County’s commitment to making training and professional development the first topic and highest priority for the new Labor/Management Committee established by Article 22.  As noted in this letter, the Transit Administrator I’s consider changes to technology and new job responsibilities to be factors elevating the importance of training and professional development.

Division to Department.  The Transit Division’s transition to a Department and attendant reorganization has the potential to affect the employees covered by this bargaining unit, as the Transit Administrator I job category, reporting to section managers may no longer be relevant if the section managers are reclassified as division managers, whose confidential assistants are not necessarily civil servants. 

Appendix 4: Teamsters Local 117, IT Managers and Supervisors, King County Department of Information Technology and Executive Branch Departments

Appendix 4 to the MLA represents 80 IT Managers and Supervisors in the King County Department of Information Technology and Executive Branch Departments. 

Alternative Work Schedules and Telecommuting. The proposed appendix would add a clause stating that requests for alternative work schedules and/or telecommuting by employees will not be unreasonably denied. The clause also states that any denials will be in writing and will include the business reason for the denial. 

Pre-Layoff Notice/Meeting. The proposed appendix would require the County to notify the Union of an anticipated reduction in force prior to delivering notices to employees. The Union may then request a meeting with the County to discuss ways to minimize or eliminate the reductions of positions. Under the existing agreement, the Union is notified of layoffs at the same time as notices are delivered.

Sick Leave Conversion. The proposed appendix would allow certain eligible employees who use less than 33 hours of sick leave to convert 16 of unused, accrued sick leave to be used as personal vacation days in the next calendar year. Executive staff indicate that this change would not add any direct costs to the County and that the state sick leave law that has recently taken effect will supersede this language. 

Classifications. Two position classifications, IT Manager II and IT Manager III, would be added to the list of classifications. According to Executive staff, this change has no associated costs and would mean the classifications list more accurately identifies the positions that are represented by the Union. 

Appendix 5: Teamsters Local 117, Joint Units Agreement				
 
Appendix 5 represents 178 employees working in the Airport, Road Services, Solid Waste and Facilities Management Divisions.[footnoteRef:27]   [27:  The proposed appendix covers employees who are utility workers, equipment services and maintenance specialists, inventory purchasing specialists, road use investigators, security officers, truck drivers, warehouse supervisors, chemical dependency program screeners and crew chiefs.] 


Use of Sick Leave.  The proposed appendix would add language that allows state law to prevail if greater benefits for the use of paid leave for family care are provided.

Appendix A to Appendix 5: Utility Workers in the Airport, Road Services and Facilities Management Divisions.  The proposed appendix would add language that would allow employees who have six months or less of service to apply for a position before any external applications are considered if no internal regular career service employees applied for the vacant bargaining unit position. It would also increase the County’s payment to the Western Conference of Teamsters Pension Trust Fund for each member of the bargaining unit from $0.75 to $1.00 per compensated hour.
Appendix B to Appendix 5: Equipment Services and Maintenance Specialists, Inventory Purchasing Specialists, Road Use Investigators, Security Officers, Truck Drivers, Assistant Utility Workers and Warehouse Supervisors. The proposed appendix would add a certification premium of 2.5 percent for inventory purchasing specialists who are directly involved in the purchasing or management of automotive parts or supplies and possess the parts specialist Automotive Service Excellence certification.

Appendix C to Appendix 5: Chemical Dependency Program Screeners. The proposed appendix would increase the shift premium for working a shift other than day shift from $10 to $12. Executive staff state that the rationale for the increase was both inflation and internal equity. The $10 shift differential had not been increased since its creation in the 2003 contract for this group. 

Appendix D to Appendix 5: Crew Chiefs. There are no proposed changes to this appendix.

Appendix E to Appendix 5: Utility Workers and Inventory Purchasing Specialists in the Solid Waste Division. There are no proposed changes to this appendix.

Appendix 6: Teamsters Local 117, Legislative Analysts			                	

Appendix 6 to the MLA represents 20 employees serving as Legislative Analysts to the King County Council. The MLA notes that the Legislative Analyst bargaining unit has the authority to negotiate the MLA provisions that govern hours and working conditions separate and apart from the Total Compensation Coalition bargaining that developed the MLA.

Added Legislative Assistant classification and wage rate.  The proposed appendix would add a classification below the Legislative Analyst position that could be used for mentorship and learning for prospective analysts. 

Updated classification titles. The Legislative Analyst I and II classifications were folded into a revised position known as Legislative Analyst. The wage rates and classification for Supervising Legislative Analyst was also established. These actions were previously approved by Council on August 29, 2016, and implemented, this approval would roll the changes into the appendix itself. 

Established a Labor-Management Committee. The proposed appendix would establish a labor/management committee as a forum for labor and management to discuss issues or potential issues outside of the more formal bargaining process. 

Extension of Existing Contract. The proposed appendix would extend the term of the expired collective bargaining agreement from July 1, 2016, to December 31, 2017.

Probationary Period for New Hires. The proposed appendix would add a provision that would set the terms and conditions for a probationary period for new hires.



Appendix 7: Teamsters Local 117, Print Shop (DES-FMD)		                            	

Appendix 7 to the MLA represents four employees in the Facilities Management Division’s Print Shop represented by the Graphic Communication Conference of the International Brotherhood of Teamsters Local 117.  All proposed changes in Appendix 7 are reflected in the MLA. 

Appendix 8: Teamsters Local 117, Professional & Technical and Administrative Employees

Appendix 8 to the MLA represents 551 professional and technical and administrative employees in the Departments of Community and Health Services, Executive Services, Information Technology, Natural Resources and Parks, Public Health and Transportation.[footnoteRef:28]  [28:  DCHS: Mental Health, Chemical Abuse and Dependency Division; DES: FMD, DES, FBOD; DES: HRD, Office of Risk Management, RALS; KCIT; DNRP: Administration, Parks and Rec, SWD, WLRD, Wastewater Treatment Division; DPH:  HR Section, Admin Services; DOT:  Airport, Roads, and Fleet] 


The proposed appendix would change the pay range for the LEOFF 1 Claims Specialist position classification in the Finance and Business Operations Division of the Department of Executive Services from 53 to 57.  Executive staff initially estimated the financial impact to be retroactive to January 1, 2017 but have since corrected that assumption.  The wage adjustment is prospective upon implementation and not eligible for retroactive pay.  Assuming that the MLA is ratified around 6/1/18, the original estimate of $19,569 changes to $4,970 total financial impact for 2018.

Appendix 9: Teamsters Local 117, Prosecuting Attorney’s Office			

Appendix 9 to the MLA represents 196 legal administrative specialists, legal secretaries, victim advocates, paralegals, and word processing operators in the Prosecuting Attorney’s Office. The proposed appendix would add a bilingual pay premium of $50 per month. No other notable changes are included in this appendix. 

Appendix 11: Teamsters Local 117, Transit Section Managers, DOT			

The Executive did not transmit an Appendix 11 to Council since the bargaining unit will be dissolving due to a reorganization, according to Executive staff. The Transit Section Managers bargaining unit represented eight employees in the Department of Transportation.

Appendix 12: Teamsters Local 117, Wastewater Treatment Division, Managers and Assistant Managers – DNRP

The Executive did not transmit an Appendix 12 to Council since the bargaining unit voted down the contract in early 2018. Since then, the bargaining unit has accepted the terms of the MLA and has joined the Coalition. Executive staff state that the appendix for the bargaining unit will be transmitted separately at a later date. 

Appendix 13: Teamsters Local 117, Wastewater Treatment Division Professional, Technical and Administrative Support - DNRP

Appendix 13 to the MLA represents 83 workers of Teamsters Local 117, Wastewater Treatment Division Professional, Technical and Administrative Support bargaining unit in the Department of Natural Resources and Parks.

Benefit Time.  The language of Appendix 13 is revised to allow employees who were hired after December 31, 2017, to cash out only 40 hours of Benefit Time balances down to a remaining balance of 480 hours, rather than being able to cash out 120 hours of Benefit Time, to a 480 hour balance, as some classifications of employees hired before December 31, 2017 with adequate benefit time balances have the option to do.

Certifications and Professional Designation.  Currently, employees with certifications as Certified Public Accountants, Project Management Institute Certification, Certified Internal Auditors, and Certified Maintenance and Reliability Professionals, are paid an additional $50 per month per certification up to a maximum of an additional $100 per month.  The list of qualifying certifications is expanded to include employees with certification as a Chartered Financial Analyst; those employees so certified will also be paid an additional $50 per month per certification up to a maximum of an additional $100 per month.

Appendix 14: Teamsters Local 117, Wastewater Treatment Division Supervisors - DNRP       

Appendix 14 to the MLA represents 29 workers of Teamsters Local 117, Wastewater Treatment Division Supervisors bargaining unit in the Department of Natural Resources and Parks.

Shift Differential Premium.  The shift differential pay increment, paid to shift supervisors regularly assigned to the operation rotating shift, is increased from $1.00 per hour to $1.50 per hour.   The premium paid to employees for hours worked on the nighttime portion of a rotating shift is increased from five percent to seven percent of their regular rate of pay; similarly, employees temporarily assigned to the nighttime shift part of a rotating shift are to receive a seven percent shift premium rather than five percent, for hours worked on the nighttime shift part of the rotating shift. 

Certifications and Professional Designations. A new provision for professional certification premiums is added, providing that employees with certification as a Certified Public Accountant, Certified Safety and Health Manager, Certified WDOE Group 4 Operator, or a Washington State Professional Engineer, are to be paid $50 per month per certification, up to a maximum of $100 per month.  

Benefit time.  The existing provision allowing conversion of up to 120 hours of benefit time balances to cash for specified employees is revised to limit all employees hired after January 1, 2018—rather than January 1, 2012—to converting 40 hours of benefit time to cash. Employees hired or promoted into a rotating shift Wastewater Treatment Supervisor position after January 1, 2018—rather than January 1, 2012—can convert up to 80 hours of benefit time into cash.  Wastewater Treatment Supervisors hired  before January 1, 2018—rather than January 1, 2012—and eligible to convert up to 120 hours of benefit time to cash—retain their cash-out rate when moving from a rotating shift to a non-rotating shift position.

Appendix 16: King County Prosecuting Attorneys Association, Prosecuting Attorney’s Office

Appendix 16 to the MLA represents 76 non-senior deputy prosecutors in the Criminal Division and Juvenile Division of the King County Prosecutor’s Office. Appendix 16 specifies that the MLA provisions that govern hours and working conditions do not apply to the Prosecuting Attorney’s Office. The MLA notes that this agency has the authority to negotiate such issues separate and apart from the Total Compensation Coalition bargaining that developed the MLA.

There are no material changes identified in this appendix.

Appendix 17: King County Regional AFIS Guild, AFIS- KCSO	  	      	      	

Appendix 17 to the MLA represents 57 employees in the Automated Fingerprint Identification Section of the King County Sheriff’s Office. 

Vacation Preference.  The proposed appendix would limit one vacation request per shift, per day in essential units with minimum staffing requirements. Executive staff report that this revised language is intended to help manage the use of overtime to cover for absences due to vacation. This change would also align this unit with best practices for managing leave in units with 24/7 staffing requirements.  

Training.  The proposed appendix would remove the $50 premium pay for an appointed Training Coordinator role within the unit. According to Executive staff, this revision was done in an effort to simplify premium pay management and is not anticipated to result in any cost-savings, but also not expected to have any measurable budgetary impact.   

Employee Testing/Application Fee.  The proposed appendix would provide for one testing/application fee to be paid per year to certify or recertify for an approved certification. Executive staff report the anticipated fiscal impact of this provision would be negligible as testing application fees were already in the contract as reimbursable in the same or greater amounts. This change would allow that the fee may be reimbursed if the test is not passed thereby encouraging employees who might like to try but are worried about incurring the cost of the test if they fail. 

Uniforms.  The proposed appendix would add new language regarding uniforms for the five staff in uniformed positions. Executive staff report that this addition would have no anticipated fiscal impact as the same quantity of uniform items have been provided and enforced since 2011.

Appendix 18: King County Security Guild, Security Personnel (DES-FMD)          	

Appendix 18 to the MLA represents 51 security officers, dispatchers, and sergeants in the Facilities Management Division represented by the King County Security Guild. 
Dispatch Scheduling Committee.  The proposed appendix would eliminate the provision to convene a dispatch scheduling committee between the County and the Guild within ninety (90) days of ratification of the agreement to discuss alterations to the dispatch schedule and work hours, and to bargain any changes needed to provide better distribution of dispatch services and security officer coverage.  Executive staff stated that the dispatching scheduling committee was never activated by either the Guild or the County during the duration of the last CBA, so the language was eliminated. The dispatch schedules remain a management right with notice to the Guild.

Compensatory Time Off.  The proposed appendix would require all unused compensatory time off not used by the end of each calendar year to be cashed out to the employee.  Executive staff stated that this has no substantive financial impacts since majority of employees use their compensatory time off prior to the end of the year.

Regular Part Time and External Hires to Full Time.  The proposed appendix would allow regular part time employees to have seniority over external hires to take full time vacant positions if no existing full time employees are available to fill them.

Vacation Leave.  The proposed appendix would allow represented employees to take vacation leave as soon as it has been accrued and no longer require a wait time of six months of County service to take vacation leave.

Appendix 20: OPEIU Local 8, Administrative, Department of Assessments 	      	

Appendix 20 to the MLA represents 39 staff who work in the Department of Assessments in administrative positions. 

Training Reimbursement. The proposed appendix would increase the allowable tuition reimbursement amount from $250 per year per employee maximum to $250 per year minimum. Executive staff indicate that this change would allow funds not used by some employees to be used by others with additional training needs. Staff further state that because $250 per employee is already budgeted and reimbursements for amounts greater than $250 would come from unspent funds, there are no associated costs with this change. 

Personal Holidays. The Department of Assessments allows employees to work four-day, 35-hour weeks with a daily schedule of 8.75 hours not including breaks. Executive staff indicate that the standard practice since the 1970s has been that employees receive their regular daily compensation on County holidays (8.75 hours) and in exchange, employees forgo the two personal holidays awarded to all County employees. The proposed appendix would memorialize this longstanding practice.  

Annual Workplace Inspections. The proposed appendix would require the Department to conduct a complete inspection of the workplace to identify health and safety hazards on an annual basis. 




Appendix 21: OPEIU, Local 8 (PHSKC-Prevention, DCHS-BHRD)                           	

Appendix 21 to the MLA represents 11 employees in the Prevention Division of Public Health – Seattle & King County and the Behavioral Health and Recovery Division (BHRD) of the Department of Community and Human Services (DCHS), all represented by the Office & Professional Employees International Union (OPEIU), Local 8. All of the changes to Appendix 21 are reflected in the MLA except the following briefly described below.

Right to Representation.  The proposed appendix would add a provision to allow employees the right to have in attendance a union representative at disciplinary and/or investigatory meetings.

Appendix 23: Professional and Technical Employees (PTE) Local 17, Departments of Executive Services, Natural Resources and Parks, Permitting and Environmental Review, Transportation

Appendix 23 to the MLA represents 364 staff who work in the Departments of Executive Services (Facilities Management Division), Natural Resources and Parks, Permitting and Environmental Review, and Transportation in a variety of professional and semi-professional positions, ranging from Project Managers to Environmental Scientists to Administrative Support positions. The proposed appendix would incorporate changes made in the MLA.

In addition, the proposed appendix would retain prior language on unfair labor practices, noting that 30 calendar days prior to filing an unfair labor practice complaint, there will be an opportunity for the union and the County to make a good faith effort to resolve the concern. This issue is not addressed in the MLA, but may be covered in the MLA in the future. In the meantime, this existing practice would remain in place for this bargaining unit.

Appendix 24: PTE, Local 17 – (PHSKC, DCHS)       				      	      	

Appendix 24 to the MLA represents 611 employees in the administrative support unit, health professional and technical unit, administrative support supervisor bargaining unit, environmental health professional technical unit, emergency medical services unit, involuntary commitment supervisor unit, and environmental health senior professional unit employed by the Department of Community and Human Services and Public Health – Seattle & King County represented by the Professional and Technical Employees (PTE), Local 17. 

Lead Worker Assignment.  The proposed appendix would compensate an employee a five percent lead worker[footnoteRef:29] pay premium (above merit pay if applicable) if an employee voluntarily accepts the terms of the lead worker assignment.  In the event no appropriate higher level classification exists, the lead worker assignment may continue beyond 29 calendar days.  All provisions of the lead worker assignment would follow the provisions in accordance with the proposed MLA.  Executive staff state that this change memorializes existing practice and is consistent with the County’s standard policies for lead worker assignment[footnoteRef:30] and therefore would not have any additional financial impacts. [29:  A “lead worker” means an employee with authority to exert limited direction and control over other employees in the same or lower classification, unless otherwise defined under an applicable collective bargaining agreement.]  [30:  King County HR Bulletin 2016-0006: Special Duty and Lead Worker Assignment and Pay. Issue Date: August 5, 2016. https://kingcounty.gov/~/media/audience/employees/policies-forms/hr-policies/2016-0006SpecialDutyLeadWorkerAssignment_Pay080516. ] 


Certification/License or Training.  The proposed appendix would require the County to pay for any certification/license (except for driver’s licenses) or training that is required by the County for the position.  This includes necessary release time that is preapproved.  Executive staff state that the cost impact with this change is not significant due to the number of licenses/certifications already being paid for by the County.

Appendix 25: PTE Local 17, Information Technology Staff, Departments of Information Technology, Executive Services, Community and Human Services, Judicial Administration, and King County Elections

Appendix 25 to the MLA represents 329 information technology staff in a range of positions who work in the King County Department of Information Technology, King County Elections, and the Departments of Executive Services, Community and Human Services, and Judicial Administration. Represented positions include, but are not limited to, Website Developers, Network Architects, IT Project Managers, GIS Specialists, and Applications Developers. The proposed appendix would incorporate changes made in the MLA.   

In addition, the proposed appendix would retain prior language on unfair labor practices, noting that 30 calendar days prior to filing an unfair labor practice complaint, there will be an opportunity for the union and the County to make a good faith effort to resolve the concern. This issue is not addressed in the MLA, but may be covered in the MLA in the future. In the meantime, this existing practice would remain in place for this bargaining unit.

Appendix 26: Teamsters Local 17, Office of Emergency Management	        	      	

Appendix 15 to the MLA represents eight professional and technical employees in the Office of Emergency Management, Department of Executive Services and the Emergency Management Program Manager classification.  The proposed appendix includes outdated provisions in two sections, but OLR reports that the Union did not agree to remove those parts of the contract, specifically Section 9(8) pertaining to OEM’s intent to seek accreditation (since achieved); and Section 12(4) pertaining to “bumping rights” not crossing between OEM and E911 personnel (E911 personnel have since been moved to King County’s Department of Information Technology).

Appendix 27: Professional and Technical Employees (PTE) Local 17, Department of Transportation

Appendix 27 to the MLA represents 74 staff who work for the Department of Transportation. 
Organ Donation Leave. The proposed appendix provides that leave-eligible employees may take five days paid leave to participate as a donor in a life-giving or life-saving procedure, such as bone marrow transplant, kidney transplant, or blood transfusion. This paid leave will not be charged to family leave, sick leave, vacation leave, or leave of absence without pay. The proposed appendix provides for the conditions under which this leave will be granted.

Appendix 28: Professional and Technical Employees (PTE) Local 17, Professional & Technical, Interest Arbitration, Metro Transit

Appendix 28 to the MLA represents 254 professional office employees in positions such as Transportation Planner or Program Manager at Metro Transit. 

Term-Limited Temporary (TLT) Employees. In response to ongoing transit service increases, Metro Transit has brought on a number of TLT employees in recent years. During negotiations, members of this bargaining unit noted that TLT employees in other bargaining units at King County have received representation and requested that the TLT employees in this unit receive representation as well. In response, Article 27 of Appendix 28 includes provision for the representation of TLT employees, with the caveat that TLTs will not become Career Service employees following a probationary period and that their employment is on an at-will basis.

Appendix 29: PTE Local 17, Section Managers, Departments of Natural Resources and Parks, Permitting and Environmental Review, Transportation

Appendix 29 to the MLA represents 29 section managers in the Departments of Natural Resources and Parks, Permitting and Environmental Review, and Transportation. The language in the proposed appendix has been updated to incorporate previously agreed MOA. Other notable proposed changes in Appendix 20 are briefly described below. 

Executive Leave. The proposed appendix would increase the executive leave minimum from 3 to 5 days for employees eligible for executive leave. Employees may also receive up to an additional five days at the discretion of the Director or designee. Executive staff indicate that there would be no costs incurred by the County for this change, as staff are not hired to provide coverage when a represented employee takes an executive leave day.  

Professional Licenses. Under the existing CBA, employees required to hold a license or certification for their job are eligible to receive an additional $100 per month in compensation and $50 per month if the license or certification is not required but related to the employee’s work. The proposed appendix would add two additional certifications to the list of applicable designations and professional licenses:  LEED Certification and Living Future Certification. Executive staff indicate that there are nominal costs associated with this change because only a limited number of employees would qualify to apply for the certifications. 

Unfair Labor Practice Notification. The proposed appendix retains prior language on unfair labor practices, noting that 30 calendar days prior to filing an unfair labor practice complaint, there will be an opportunity for the union and the County to make a good faith effort to resolve the concern. This issue is not addressed in the MLA, but may be covered in the MLA in the future. In the meantime, this existing practice would remain in place for this bargaining unit.

Appendix 30: PTE, Local 17 – (DES, DOT, DNRP) 	  			    	      	

Appendix 30 to the MLA represents 49 supervisor level employees in the Road Services Division, Fleet Administrative Division, and the Airport Division in the Department of Transportation; the Solid Waste Division and the Parks and Recreation Division of the Department of Natural Resources and Parks; and the Facilities Management Division and the Office of Emergency Management of the Department of Executive Services. The supervisors are represented by the Professional and Technical Employees (PTE), Local 17. All proposed changes in Appendix 30 are reflected in the MLA.
Appendix 31: Professional and Technical Employees (PTE) Local 17, Transit Administrative Support, Metro Transit							      	

Appendix 31 to the MLA represents 57 administrative specialists who work for Metro Transit either at King Street Center or at one of the transit bases. 

Term-Limited Temporary (TLT) Employees. In response to ongoing transit service increases, Metro Transit has brought on a number of TLT employees in recent years. During negotiations, members of this bargaining unit noted that TLT employees in other bargaining units at King County have received representation and requested that the TLT employees in this unit receive representation as well. In response, Article 22 of Appendix 31 includes provision for the representation of TLT employees, with the caveat that TLTs will not become Career Service employees following a probationary period and that their employment is on an at-will basis.

Appendix 32: Professional and Technical Employees (PTE) Local 17, Transit Chiefs, Metro Transit

Appendix 32 to the MLA represents 118 Transit Chiefs who work for Metro Transit at one of the transit bases. 

Safety Shoes. In response to concerns from employees regarding required safety gear, the proposed appendix provides that if an employee can document purchasing safety shoes in the past 12 months and if those safety shoes have been stolen, damaged, or worn out, King County will reimburse the employee up to $220 for the cost of replacement shoes.

Filling Vacancies. The proposed appendix is modified with regards to filling operations positions in bus, rail and streetcar to note that when there is a vacant chief position, King County will provide notice, which will be distributed by the union, and then will solicit input to identify people interested in moving to the open position. King County will then determine whether a chief expressing interest in the move will be selected and will consider seniority in making the decision but is not required to use seniority as the deciding factor. Executive staff note that this new process is consistent with the job posting article in the MLA.
Safe Staffing. The proposed appendix provides for a labor-management relations committee to address safe staffing concerns. Executive staff state that these concerns arose from the power group (who work on trolley and Link light rail catenary lines) that, given the magnitude of construction activities currently underway in the region there is the potential for overwork for staff certified to work on those lines. The proposed appendix notes that King County has decided to provide, on a temporary basis, for two employees to provide immediate staffing relief, and through the labor-management relations committee will work with the union to determine long term solutions.

Appendix 33: Professional and Technical Employees (PTE) Local 17, Transit Superintendents, Metro Transit	

Appendix 33 to the MLA represents 48 Transit Superintendents who work for Metro Transit at one of the transit bases. 

Safety Shoes. The proposed appendix provides for a $220 annual allowance for safety shoes, if the employee is required to wear them, as well as an all-weather coat every four years, if the employee is required to work in inclement weather. In addition, in response to concerns from employees regarding required safety gear, the proposed appendix provides that if an employee can document purchasing safety shoes in the past 12 months and if those safety shoes have been stolen, damaged, or worn out, King County will reimburse the employee up to $220 for the cost of replacement shoes.

Safe Staffing. The proposed appendix provides for a labor-management relations committee to address safe staffing concerns. Executive staff state that these concerns arose from the power group (who work on trolley and Link light rail catenary lines) that, given the magnitude of construction activities currently underway in the region there is the potential for overwork for staff certified to work on those lines. The proposed appendix notes that King County has decided to provide, on a temporary basis, for two employees to provide immediate staffing relief, and through the labor-management relations committee will work with the union to determine long term solutions.

Appendix 34: Public Safety Employees Union - Communications Specialists Supervisors - King County Sheriff's Office

Appendix 34 to the MLA represents nine Communication Specialist Supervisors in the King County Sheriff’s Office. There are no material changes to this bargaining unit per the appendix to the MLA.

Appendix 35: Public Safety Employees Union, Department of Adult & Juvenile Detention Management 

Appendix 35 to the MLA represents 11 supervisory employees in the Department of Adult and Juvenile Detention. These employees supervise the Corrections Program Specialists, Personal Recognizance Screeners, Volunteer Coordinators, and Public Records Response staff in the King County Correctional Facility and the Maleng Regional Justice Center. Their areas of responsibility include:
· Internal discipline of jail inmates
· Complaint systems in the jails
· Assessment of inmate needs
· Assessment of whether convicted persons should be placed in programs that are alternatives to secure detention
· Coordination and creation of productive programming for inmates
· Responding to internal and external public record requests.
Vacation Sick Leave.  The proposed appendix includes a change in how vacation sick leave can be used.  Under the current CBA, an employee could use up to half of their accrued sick leave as an “essential extension” of used sick leave.  The proposed appendix would limit the use to five days of leave for these “extensions.”  There is no projected cost for this change.


Appendix 37: Public Safety Employees Union, KCTV			        	      	

Appendix 37 to the MLA represents five employees serving as employees of King County Civic Television.  There are no notable proposed changes in Appendix 37. 

Appendix 40: Public Safety Employees Union – Non-Commissioned – DCHS	 

Appendix 40 to the MLA represents approximately 38 employees in the Department of Community and Human Services (DCHS), including Social Workers and social services professionals.[footnoteRef:31]  [31:  As indicated in Appendix C to Appendix 40 to the proposed ordinance, the classification titles of “Social Worker” and “Social Worker – Senior” are retained and apply to King County DCHS Social Workers hired before January 1, 2012, and new classification titles of “Social Service Professional” and “Social Services Professional – Senior” apply to Social Workers hired after January 1, 2012 (MOA Regarding Use of the Professional Title “Social Worker” per RCW 18.320.010 and Creation of King County “Social Service Professional” Title, 2013). As further indicated in the 2013 MOA, the job duties and body of work assigned to the Social Worker classifications and the Social Service Professional classifications in DCHS are the same.] 


Education Premium. The proposed appendix includes an increase in the education premium from $50 per month to $65 per month for employees who have obtained a Master’s Degree. This proposed change is estimated to impact approximately six to eight employees.

Appendix 41: PSEU – Non-Commissioned Professional - KCSO	  	      		  

Appendix 41 to the MLA represents 150 non-commissioned professional employees of the King County Sheriff’s Office.  This proposed appendix incorporates changes made in the MLA with other notable proposed changes briefly described below.  

Education Premium.  Education premium pay was increased by $15 per month in the proposed appendix. The increase is for employees with eligible education degrees. There are 84 employees eligible for this premium in this unit resulting in a fiscal impact of $15,120 annually.

Reopener.  According to Executive staff, the reopener, described in Section 19.10 in the proposed appendix, would fulfill the legal obligations to bargain any changes needed with respect to new laws or future impacts on employees as necessary as a result of changes to standards and practices per Office of Law Enforcement Oversight.

Appendix 42: PSEU – Non-Commissioned Professional Supervisors KCSO 		

Appendix 42 to the MLA represents 23 non-commissioned professional supervisors in the King County Sheriff’s Office.  This proposed appendix incorporates changes made in the MLA with other notable proposed changes briefly described below. 

Education Premium Pay. The proposed appendix would increase the education premium pay by $15 per month. The increase is for employees with eligible education degrees. There are 15 employees eligible for this premium in this unit resulting in a fiscal impact of approximately $2,700 annually.

Certification Testing Reimbursement.  The proposed appendix would allow the reimbursement of up to one testing or application fee per year to certify or recertify for an approved certification. Executive staff report that reimbursement for testing/application fees are de minimis because the certifications last for five years; therefore the total expected cost would be $900 spread over five years plus $300 per year if a person needed to retake the test, which has never happened in this group.

Certification Premium.  The proposed appendix would add a $30 monthly certification premium for the single Forensic Photographer on staff. 

Membership Dues.  The proposed appendix would require the County to pay the International Association for Identification membership dues for 12 supervisors at a rate of $80 for each membership.  

Appendix 43: Public Safety Employees Union, Superior Court Clerks - Department of Judicial Administration

Appendix 43 to the MLA represents 38 Superior Court Clerks in the Department of Judicial Administration. These employees are responsible for court administration and creating and maintaining records of judicial proceedings, including:
· Minutes of court proceedings;
· Court witness records;
· Identification and safekeeping of court exhibits;
· Coordinating trial calendars; and,
· Acting as liaison between Superior Court and other public and private agencies.
Leave Slots.  Under the current CBA, employees are allowed to schedule more vacation hours than they had accrued.  With the proposed appendix, employees must limit their vacation requests to the number of hours they have accrued at the time of the request.  In addition, the proposed agreement would allow management to adjust the number of vacation and sick leave slots each year based on staffing levels.  Where these numbers are intended to maintain the approximate current staff to leave slot ratios.  The annual adjusted figures will be published to employees in the fall prior to the end of each year for use in the upcoming year.

Clarification of Responsibilities and Rights with Respect to Breaks.  The proposed appendix would allow that, if a court assignment is likely to interfere with a normally scheduled break, the impacted employee must notify his/her supervisor in advance of the missed break in order to allow the supervisor an opportunity to provide coverage.  Breaks missed due to the necessity of court proceedings will be compensated either by 1) shortening the work day and allowing the employee to leave early, or 2) paying (subject to the appendix’s overtime rules) for the missed time, at the discretion of the supervisor.    

Establishment of a Probationary Period.  The proposed appendix would add that all newly hired and promoted employees must serve a probationary period as defined in the Personnel Guidelines.  The proposed appendix notes that the probationary period is an extension of the hiring process and that, while probationary employees are “at will,” grievances may be filed on their behalf over non-disciplinary matters.

Appendix 44: Public, Professional & Office-Clerical Employees and Drivers, Teamsters Local 763 - Communications Specialists - KCSO

Appendix 44 to the MLA represents 57 Communications Specialists in the King County Sheriff’s Office.  There are no material changes to this bargaining unit per the appendix to the MLA.

Appendix 45: Teamsters Local 763, Department of Assessments 	          		

Appendix 45 to the MLA represents 137 staff who work in the Department of Assessments in a variety of positions, ranging from Appraisers to Assessment Auditors to GIS Specialists. 

Professional Certifications. Under the existing CBA, employees are eligible to receive an additional $100 per month in compensation for professional designations from the Appraisal Institute and American Society of Appraisers. The proposed appendix would increase the rate to $150 per month. Executive staff indicate this change reflects an increase in the cost for employees to be certified and estimates an added annual cost to the County of $1,200. 

Training Reimbursement. The proposed appendix would increase the allowable tuition reimbursement amount from $250 per year per employee maximum to $250 per year minimum. Executive staff indicate that this change would allow funds not used by some employees to be used by others with additional training needs. Staff further state that because $250 per employee is already budgeted and reimbursements for amounts greater than $250 would come from unspent funds, there are no associated costs with this change. 

Appendix 46: SEIU, Local 925 – (DES – FMD) 	      	      			      	

Appendix 46 to the MLA represents 110 Custodians, Hazardous Waste Technicians, Inventory Purchasing Specialists, and Utility Workers in the Facilities Management Division represented by the Service Employees International Union (SEIU), Local 925. All proposed changes in Appendix 46 are reflected in the MLA.

Appendix 47: Service Employees International Union (SEIU) Local 925,		 Department of Natural Resources and Parks – Parks and Recreation

Appendix 47 to the MLA represents 112 staff who work as seasonal or full-time parks specialists for the Parks and Recreation Division of the Department of Natural Resources and Parks. The language in the proposed appendix has been updated to incorporate previously agreed MOA. Other notable proposed changes in Appendix 47 are briefly described below.

Safety Footwear. The proposed appendix provides for reimbursement for employees who are required to wear safety footwear. New language would clarify that, while Parks employees are not currently required to wear footwear that meets American National Standards Institute (ANSI) standards, if that changes and some employees must wear ANSI footwear, they will be reimbursed per the MLA, but that the same employee cannot receive reimbursement for both ANSI and non-ANSI footwear.

Appendix 52: Washington State Council of County and City Employees, Council 2, Local 21AD, Department of Adult & Juvenile Detention 

Appendix 52 to the MLA represents 44 employees who provide essential professional and support services to the Department of Adult and Juvenile Detention.  Classifications Specialists in this bargaining unit classify inmates and ensure proper housing assignments to maximize safety in the adult detention facilities.  They also ensure that inmates’ constitutional rights are protected, by hearing appeals of inmate disciplinary infractions.  Pretrial Investigators are responsible for providing reports that allow for pretrial release of inmates by the jails or the courts.  The employees in this unit also support inmate programs and services. 
The proposed appendix only has changes related to the MLA.   

Appendix 53: WSCCCE, Council 2, Local 21DC, District Court			      	

Appendix 53 to the MLA represents 175 employees in in King County District Court. There are no material changes to this bargaining unit per the appendix to the MLA.

Appendix 54: WSCCCE, Council 2, Local 21HD – (PHSKC)  		      	      	

Appendix 54 to the MLA represents 78 Disease Research and Intervention Specialists, Epidemiologists, Psychiatric Evaluation Specialists, Social Research Scientists, and Environmental Scientists employed by Public Health – Seattle & King County represented by the Washington State Council of County and City Employees (WSCCCE), Council 2, Local 21HD. 
Working-out-of-classification Assignment.  The proposed appendix would prospectively convert a working-out-of-classification assignment exceeding 29 consecutive calendar days to a special duty assignment.  Special duty assignment would follow the provisions as proposed by the MLA.

New Classifications.  The proposed appendix would add the following new classifications: Environmental Scientist III with a pay range of 64; and Psychiatric Evaluation Specialist – Senior with a pay range of 65.

Appendix 55: WSCCCE, Council 2, Local 1652 – (PHSKC-MEO)  	      	      	

Appendix 55 to the MLA represents 19 Medical Examiner Office employees employed by Public Health – Seattle & King County represented by the Washington State Council of County and City Employees (WSCCCE), Council 2, Local 1652. All proposed changes in Appendix 55 are reflected in the MLA.

Appendix 56: WSCCCE Council 2 Local 1652R, Industrial and Hazardous Waste, Departments of Natural Resources and Parks, Public Health, and Public Defense 

Appendix 56 to the MLA represents 38 staff who work in the Departments of Natural Resources and Parks, Public Health, and Public Defense in 
industrial and hazardous waste investigation and compliance positions. The proposed appendix incorporates changes made in the MLA. In addition, the language in the proposed appendix has been updated to incorporate modifications to job progressions that were previously agreed upon by the joint labor and management committee.

Appendix 57: WSCCCE, Council 2, Local 2084-FM – (DES – FMD)  	      	      	

Appendix 57 to the MLA represents nine Custodians and Facilities Management Constructors employed by the Facilities Management Division represented by the Washington State Council of County and City Employees (WSCCCE), Council 2, Local 2084-FM. All proposed changes in Appendix 57 are reflected in the MLA.

Appendix 58: Washington State Council of County and City Employees, Council 2, Local 2084-S, Department of Adult & Juvenile Detention (Juvenile Detention Division Supervisors)

Appendix 58 to the MLA represents ten employees who are the first line supervisors of staff at the Department of Adult and Juvenile Detention’s juvenile detention facility.  
The proposed appendix only has changes related to the MLA.   

Appendix 59: Washington State Council of County and City Employees, Council 2, Local 2084-SC, Superior Court - Family Court Operations; Court Appointed Special Advocates Specialists and Attorneys (CASA)

Appendix 59 to the MLA represents the 16 member group of Court Appointed Special Advocates (CASA) Attorneys, CASA Specialists, and Guardian Specialists at the Superior Court. The members of this bargaining unit work closely with CASA volunteers to provide services to children who have allegedly been abused or neglected.  
The proposed appendix only has changes related to the MLA.   

Appendix 60: Washington State Council of County and City Employees, Council 2, Local 2084-SC, Superior Court – Staff (Wages only)
Appendix 60 to the MLA covers compensation and benefits for 76 County employees who work in Juvenile Court Services of King County Superior Court.[footnoteRef:32] These positions include: employees in various positions, such as Administrative Specialists and Fiscal Specialists; Juvenile Probation Counselors, who assess, supervise, and counsel clients involved in the juvenile justice system; and, probation program staff who provide administrative support to the Juvenile Court. [32:  Working conditions for these employees (other than compensation and benefits) are negotiated by the Superior Court, not by the County Executive, and are not subject to review and approval by the Council.] 

The proposed appendix only has changes related to the MLA.  
Appendix 61: Washington State Council of County and City Employees, Council 2, Local 2084-SC-S, Superior Court – Supervisors (Wages only)
Appendix 61 to the MLA covers compensation and benefits for ten County employees who work in Juvenile Court Services of King County Superior Court.[footnoteRef:33] These positions supervise the employees who are in professional, technical, and administrative positions in Superior Court’s Juvenile Court Services Division.  Most oversee Juvenile Probation Counselors, who assess, supervise, and counsel clients who are involved in the juvenile justice system. [33:  Working conditions for these employees (other than compensation and benefits) are negotiated by the Superior Court, not by the County Executive, and are not subject to review and approval by the Council.] 

The proposed appendix only has changes related to the MLA.

Appendix 62: International Union of Operating Engineers, Local 302, Equipment Operators, Departments of Natural Resources and Parks, Transportation

Appendix 62 to the MLA represents 75 staff who work as Equipment Operators for the Department of Natural Resources and Parks or the Department of Transportation. 

Total Compensation Coalition. The proposed appendix notes that, in addition to ratifying the MLA, this bargaining unit had determined to join the Total Compensation Coalition of Unions, which provides for a 2.75 percent general wage increase effective January 1, 2018, to be paid retroactively.

MLA MOA

The MLA also includes a MOA between King County and the Coalition relating to King County’s implementation of a countywide career progression classification project. All employees whose positions are reclassified during the project would not suffer a loss in pay. Also, those employees would not be required to serve a probationary period upon reclassification.

Fiscal Impact of Proposed Ordinances 2018-0178 and 2018-0138

[bookmark: _GoBack]According to the Executive’s revised Fiscal Note, the fiscal impact of Proposed Ordinance 2018-0178 would be approximately $5.4 million for 2018 instead of $5.2 million that was estimated originally. Executive staff state that the $200,000 difference is primarily due to a change in the estimate for the Solid Waste Division Local 174 contract (Appendix 51). Executive staff originally estimated four months of costs for some part-time positions however, after further discussion it was determined that including eight months of costs for 2018 would be more appropriate. The General Fund impact of PO 2018-0178 would be $2 million. The fiscal impact of Proposed Ordinance 2018-0138 would be approximately $540,000 for 2018. The General Fund impact would be $257,000.
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