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Ordinance 19890

Proposed No. 2025-0017.1 Sponsors Upthegrove
AN ORDINANCE approving and adopting the Collective
Bargaining Agreement negotiated by and between King
County and the King County Sheriff's Office Marshals'
Guild, representing employees in the Marshals job
classification in the King County sheriff's office, the
Avrbitrator's award, and the Police Officers Bill of Rights;
and establishing the effective date of said agreement and
award.
BE IT ORDAINED BY THE COUNCIL OF KING COUNTY:
SECTION 1. The Collective Bargaining Agreement negotiated by and between
King County and the King County Sheriff's Office Marshals" Guild, representing
employees in the Marshals job classification in the King County sheriff's office, which is
Attachment A to this ordinance, the Arbitrator's award, which is Attachment B to this
ordinance, and the Police Officers Bill of Rights Addendum D which is Attachment C to

this ordinance, is hereby approved and adopted by this reference made a part hereof.
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16 SECTION 2. Terms and conditions of the agreement shall be effective on
17 January 1, 2023, through and including December 31, 2024.
Ordinance 19890 was introduced on 1/21/2025 and passed by the Metropolitan King
County Council on 1/28/2025, by the following vote:
Yes: 7 - Balducci, Baron, Dembowski, Dunn, Perry, von

Reichbauer and Zahilay
Excused: 1 - Mosqueda

KING COUNTY COUNCIL
KING COUNTY, WASHINGTON

Signed by:

éimm? %Au(m?

1AEA3C5077F8485...
Girmay Zahilay, Chair
ATTEST:

DocuSigned by:
Melasns H.u;

8DE1BB375AD3422...

Melani Hay, Clerk of the Council

APPROVED this day of 2/6/2025

Signed by:

4FBCAB8196AE4CS...
Dow Constantine, County Executive

Attachments: A. Agreement by and between King County, WA and KC Sheriff's Office Marshal's
Guild, B. Interest Arbitration Before Neutral Arbitrator Timothy Williams, C. Appendix D
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Ordinance 19890

AGREEMENT
by and between
KING COUNTY, WASHINGTON
And
KING COUNTY SHERIFF’S OFFICE MARSHALS’ GUILD

January 1, 2023, through December 31, 2024
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This collective bargaining agreement (Agreement) is by and between King County (County),
and the King County Sheriff’s Office Marshals’ Guild, (Guild).
ARTICLE 1: GENERAL

1.1. Purpose - The intent and purpose of this Agreement is to promote the continued
improvement of the relationship between the County and its employees and to set forth the wages,
hours and other working conditions of such employees provided the County has authority to act on

such matters.

1.2. Non-Discrimination - The County and the Guild shall not unlawfully discriminate
against any individual employees with respect to compensation, terms, conditions or privileges of
employment by reason of sex, race, color, national origin, religious affiliation, disability, sexual
orientation, gender identity or expression, age except by minimum age and retirement
provisions, status as a family caregiver, military status or status as a veteran who was honorably
discharged or who was discharged solely as a result of the person's sexual orientation or gender
identity or expression. Allegations of unlawful discrimination or alleged violations of this Article
shall not be a proper subject for adjudication under Step 4 of the grievance arbitration procedure of
Article 14. Grievances that are not resolved through Steps 1 through 3 may be referred by the
grievant to the appropriate government agency.

1.3. Work Stoppages and County Protection - The County and the Guild agree that the public

interest requires efficient and uninterrupted performance of all County services and to this end pledge
their best efforts to avoid or eliminate any conduct contrary to this objective. Specifically, the Guild
shall not cause or condone any work stoppage, including any strike, slowdown, or refusal to perform
any customarily assigned duties, sick leave absence which is not bona fide or other interference with

County functions by employees under this Agreement and should same occur, the Guild shall take

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
January 1, 2023, through December 31, 2024
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appropriate steps to end such interference. Any concerted action by any employee in any bargaining
unit shall be deemed a work stoppage if any of the above activities have occurred. Being absent
without authorized leave shall be considered as an automatic resignation. Such resignation may be
rescinded by the Sheriff if the employee presents satisfactory reasons for their absence within three
(3) calendar days of the date their automatic resignation became effective.

1.3.1. Upon notification in writing by the County to the Guild that any employees
covered by this Agreement are engaged in a work stoppage, the Guild shall immediately, in writing,
order such members to immediately cease engaging in such work stoppage and provide the County
with a copy of such order. In addition, if requested by the County, a responsible official of the Guild
shall publicly order any employees covered by this Agreement to cease engaging in such a work
stoppage.

1.3.2. Any employee who commits any act prohibited in this Agreement shall be
subject, in accordance with the County’s rules and procedures, to discharge, suspension or other
disciplinary action as may be applicable to such employee.

1.4. Waiver Clause - The parties acknowledge that each has had the unlimited right within
the law and the opportunity to make demands and proposals with respect to any matter deemed a
proper subject for collective bargaining. The results of the exercise of that right and opportunity are
set forth within this Agreement. Therefore, the County and the Guild, for the duration of this
Agreement, each agree to waive the right to oblige the other party to bargain with respect to any
subject or matter not specifically referred to or covered in this Agreement.

1.5. Savings Clause - Should any part hereof or any provisions herein contained be rendered

or declared invalid by reason of any existing or subsequently enacted legislation or by any decree of a
court of competent jurisdiction, such invalidation of such part or portion of this Agreement shall not
invalidate the remaining portions hereof; provided however, upon such invalidation the parties shall
meet and negotiate such parts or provisions affected. The remaining parts or provisions shall remain

in full force and effect.

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
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ARTICLE 2: RECOGNITION, GUILD MEMBERSHIP AND DUES DEDUCTION

2.1. Recognition - The County recognizes the Guild as the exclusive bargaining
representative for those employees whose job classifications are listed in the attached Addendum A,
pursuant to PERC Decision 12631 (PECB, 2016).

2.2. Guild Membership - The County recognizes that employees may, at their discretion,

become members of the Guild.

2.3. Membership Payroll Deductions - Upon authorization by an individual employee to the

Guild, the County shall provide for payroll deductions of union dues, initiation fees, assessments, and
other fees as certified by the Guild including COPE (or similar funds).

A. The County will refer all employee inquiries or communications regarding Guild
membership to the Guild.

B. Upon receiving notice of the employee's authorization from the Guild, the County
shall deduct from the employee's salary membership dues and remit the amounts to the Guild. The
employee's authorization remains in effect until expressly revoked by the employee in accordance

with the terms and conditions of the authorization.
C. An employee may revoke their authorization for payroll deductions of payments to

their Guild by written notice to the union in accordance with the terms and conditions of their
membership authorization.

D. Every effort will be made to end the deductions effective on the first payroll, and
not later than the second payroll, after receipt by the County of confirmation from the Guild that the

terms of the employee’s authorization regarding dues deduction revocation have been met.

E. The Guild shall have the option to transmit to the Employer, by the cut-off date for
each payroll period, the name and Employee ID number of employees who have, since the previous
payroll cut-off date, provided authorization for deduction of dues and/or COPE, or have changed

their authorization for payroll deductions.

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
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2.4. Other Payroll Deductions - If the County and the Guild enter into an agreement that

includes requirements for deductions of other payments, the County will make such deductions upon
authorization of the employee.

2.5. Indemnification - The Guild shall indemnify, defend and hold the County harmless

against any claims made and against any suit instituted against the County on account of any
checkoff of dues for the Guild. The Guild shall refund to the County any amounts paid to it in error
on account of the check-off provision upon presentation of proper evidence thereof.

2.6. Visitation Rights - Authorized representatives of the Guild may, after notifying the

County, visit the work location of employees covered by this Agreement at reasonable times.

2.7. Bulletin Boards - The County and the Guild shall cooperate to ensure that adequate space

on the County’s premises is provided for posting of announcements of meetings, election of officers
and any other official Guild material.

ARTICLE 3: RIGHTS OF MANAGEMENT

3.1. The Guild recognizes the prerogatives of the County to operate and manage its affairs in
all respects in accordance with its responsibilities and powers of authority.

3.2. The County shall have the right to schedule overtime work as required.

3.3. Every incidental duty is not always specifically described in the job description.

3.4. The County reserves the right to reprimand, demote, suspend, or discharge regular
employees for just cause.

3.5. The County reserves the right to layoff regular employees for lack of work, lack of
funds, or reasons of efficiency.

3.6. The County shall have the right to determine work shifts and schedules and to establish
the methods and processes by which such work is performed.

3.7. Nothing under this Agreement shall be construed as delegating to others or reduce or

abridge the following management responsibilities and rights:

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
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A. The responsibility of the County for determining classifications, assigning
employees to classifications, determining the status and tenure of employees, establishing work rules,
initiating and promoting employees, transferring employees, and certifying payrolls;

B. The responsibility of the County governed by charter provisions, ordinances, and
Civil Service Rules which include, but are not limited to the following:

1. To relieve employees from duties because of lack of work, lack of funds or
reasons of efficiency,

2. To determine the methods, means, and employees necessary for operations,

3. To control the budget, and

4. To take whatever actions are necessary in emergencies in order to ensure
the proper functioning of the County.

3.8. Furlough Reopener - The County may open this Agreement upon written request any

time during the life of this Agreement for the purpose of bargaining, to the extent required by law, the
effects of a County decision to impose furlough and/or building closures and/or reduction of hours of
operation.

3.9. Work Reopener - The County retains the right to reopen any provision in this Agreement

necessary to bargain, to the extent required by law, the effects of a decision to add work to the Guild
bargaining unit. The Guild supports adding work to the unit and will partner with the County to
accomplish this goal as expeditiously as possible.

3.10. Performance Reviews - Consistent with the authority retained in Article 3, the County

has the right to develop and implement a performance evaluation system consistent with the County’s
policies and procedures. See Addendum C: Performance Evaluation Appeal Process.

3.11. Early Intervention Systems (EIS) - Consistent with the authority retained in Article 3,

the County has the right to develop and implement an EIS system consistent with the County’s

policies and procedures.
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3.12. Office of Law Enforcement Oversight (OLEO) - The parties have fully negotiated all

bargaining obligations regarding King County Ordinance 18500 and King County Code 2.75. The
parties further agree that the County has the right to create, develop, implement, or modify policies
and procedures for the Office of Law Enforcement consistent with County Ordinance 18500 and
King County Code 2.75. The Guild agrees to adopt the OLEO language that is adopted by ordinance
or determined by an arbitrator pursuant to RCW 41.56.450 for the KCPOG Collective Bargaining
Agreement.

3.13. Civil Service - The County retains the right to bargain changes or effects, (to the extent
required by law), to King County Civil Service Rules and may propose such changes at any time.
Such proposals may be discussed in labor/management meetings or any forum acceptable to the
parties.

3.14. Reopener for Standardized Pay Practices - The parties agree that applicable provisions

in this Agreement may be re-opened at any time during the life of this Agreement by the County for
the purpose of negotiating standardized pay practices, to the extent required by law.

ARTICLE 4: WAGES AND CONTRACTUAL OVERTIME

4.1. The classifications of employees covered by this Agreement and the corresponding rates
of pay are set forth within Addendum A which is attached hereto and made a part of this Agreement.

4.2. Except as otherwise provided in this Article, contractual daily overtime shall be paid to
employees who work more than their regularly scheduled work day, inclusive of alternative work
schedules, at the contractual overtime rate in effect at the time the overtime work is performed.

4.3. Contractual weekly overtime shall be paid to employees for all hours worked in excess
of forty (40) hours per FLSA workweek at the contractual overtime rate in effect at the time the
overtime work is performed.

4.4. The contractual overtime rate for each overtime hour worked shall be one and one-half
times the combined amount of the employee’s hourly base rate of pay, as specified in the Addendum

A wage table, plus any applicable pay premiums in effect at the time the overtime is worked that are

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
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contractually required to be included when calculating the contractual overtime rate. In the event the
Fair Labor Standards Act (FLSA) requires a higher rate of pay for any overtime hours worked, the
employee shall be paid the higher rate of pay pursuant to the FLSA.

4.5. A minimum of four (4) hours at the contractual overtime rate shall be paid when a
employee is called back to work. Where such overtime exceeds four (4) hours, the actual hours
worked shall be paid at the contractual overtime rate.

A. A call-back is defined as any situation where the employee has left work and is
subsequently contacted and required to return to work prior to the employee’s next scheduled work
shift. Scheduled overtime and a change in an employee’s work schedule will not be considered a
call-back.

B. Scheduled work is not a call-back and shall be paid at the straight time rate until
the employee qualifies for overtime pursuant to Section 4.2, 4.3, or 4.4. Scheduled work shall
include occasions where an employee is required to report to work earlier than their regular assigned
shift.

4.6. All overtime shall be authorized in advance by the Commander/designee, except in
emergencies.

4.7. Compensatory Time - With mutual agreement of the County and the employee,

compensatory time may be accrued by the employee in lieu of overtime pay. Such compensatory
time may be accrued to a maximum of sixty (60) hours compensatory time per calendar year.
Requests to use compensatory time will be approved at the discretion of the County and in
accordance with the law. Compensatory time accrued shall be used during the calendar year in which
it is earned unless such utilization is not feasible due to the work demands of the position, in which
case the employee may request and the Commander/designee may approve the carryover of a
maximum of forty (40) hours of accrued compensatory time to the next calendar year. Carried-over
compensatory hours must be used within the first quarter of the new year, or will be cashed out in the

pay period that includes March 31.
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4.8. Compensatory Time Cash Out - On each May 31° and November 30", the County may

cash-out some or all of an employee’s accrued compensatory time unless it was approved to be
carried-over into the next calendar year, in which case any remaining compensatory time carried over
shall be cashed out in the pay period that includes March 31.

4.9. Training - The County shall endeavor to schedule training during the employee’s regular
work shift. In the event that training is scheduled on an employee’s furlough day a minimum of four
(4) hours at the contractual overtime rate shall be allowed for each occasion. Where such overtime
exceeds four (4) hours, the actual hours worked shall be paid at the contractual overtime rate. Portal-
to-portal pay shall be calculated based on the on the most direct route. For Marshals residing more
than fifteen (15) miles outside King County, compensable time shall begin/end when the Marshal
crosses the fifteen (15) mile threshold.

4.10 Training Assignment - Management has the right to assign, in writing, an employee to

train other employees. When an employee is assigned to train one-on-one for one full day or more,
such employee will be paid five (5) percent above their base pay for that day or days, under the
following conditions:

A. The employee submits a timely request for training pay under this section.
Requests should be submitted consistent with department policies and procedures, and if possible
should be submitted within the pay period in which the training time is worked;

B. The trainer must be part of the evaluation process for the trainee, and,

C. Leads, and those whose primary job duty is training, are not eligible for this
premium.

ARTICLE S: HOURS OF WORK

5.1. The standard work schedule for regular full-time employees shall consist of either five
(5) consecutive workdays of eight (8) hours each day (5/8), inclusive of a meal period, not to exceed
forty (40) hours per week; or four (4) workdays of ten (10) hours each day (4/10), inclusive of a meal

period, not to exceed forty (40) hours per week. Each work schedule will include work time for

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
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donning and doffing of their uniform, and for reporting to their assigned post. The hours of work of a
regular employee may be changed consistent with Sections 5.2 and 5.5.

A. The County may place an employee or group of employees on a 4/10 work
schedule when it decides that it is beneficial and operationally prudent to do so, if each of the
following conditions are met:

1. Any such schedule change will be effective on a date determined in writing
for the duration determined in writing by the County,

2. Personnel assigned to work a 4/10 schedule shall be notified by the County
of their precise work schedules and furlough days,

3. Employees working the 4/10 schedule shall observe the same paid holidays
as described in Article 7 of the Agreement,

4. Vacation, compensatory time, and sick leave shall be used on an hour for
hour basis. Example: Employee takes one (1) day vacation since they will be taking ten (10) hours
off; ten (10) hours will be subtracted from their vacation week,

5. The County may cancel the 4/10 schedule with thirty (30) calendar days
written notice to the affected employees. If the 4/10 schedule is cancelled, the employee will revert
to their prior work schedule, and

6. The County will notify employees affected by this change of its
expectations related to this change in schedule.

B. Should the County decide to implement a change in building or court hours, the
County will meet to discuss the impact of such change on the bargaining unit.

C. Short-term temporary and term-limited temporary employees will be assigned
work location, days and hours of work as needed by the County.

5.2. The County will assign each regular employee a regular work schedule which can be
changed with five (5) days’ notice. If the employee is given less than five (5) days’ notice of the

change to their regular work schedule, the employee will be paid four (4) hours of additional pay on
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each day worked for which timely notice was not given. The day after notification shall be the first
day of notice.

5.3. Annual Post and Shift Assignments - Employees shall participate in an annual shift bid

in which bids shall be selected in seniority order. For example, the most senior employee will make
the first selection of available assignments which include: KCCH, MRJC, CFJC, Redmond District
Court, Shoreline District Ct., Bellevue District Ct., Auburn District Ct., Issaquah District Ct., and
Burien District Ct. Other assignments will be rotated. Operational needs shall be the primary
consideration when making post and shift assignments.

5.4. Pursuant to RCW 49.12.187, the County and the Guild agree to specifically supersede -
the state provisions regarding meal and rest periods in accordance with the state statute. While the
County will try to provide meal and rest periods during a shift, meal and rest periods may occur at
different times due to work requirements.

5.5. Change of Work Schedules - Upon written request of an employee(s) and with prior

written approval of the Commander/designee, a work schedule for an employee(s) may be modified
or a shift traded with another employee.

5.6. Alternative Work Schedules - During the term of the Agreement, the Guild and/or

County may desire a work schedule(s) that is different than the standard work schedule provided
under Section 5.1 herein. The addition of work schedules is subject to collective bargaining by the
parties’ authorized representatives.

ARTICLE 6: SENIORITY

6.1. Regular employees shall be afforded the right to utilize their classification seniority as
hereinafter defined for the purposes specifically provided for within this Agreement.

6.2. An employee shall be recognized as having attained seniority and regular employment
status when such employee shall have successfully completed a probation period of twelve (12)
consecutive months. Upon completion of the employee’s probation period the employee shall be

assigned a classification seniority date which shall be the date when they first commenced their
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twelve (12) month probation. To the extent permitted by law, the probationary period shall be
automatically extended for any absence from work, or any period during which the employee cannot
perform all the essential functions of the job, that extends longer than ten (10) consecutive work days.

A. In the event that an employee in a regular position is laid off during their twelve
(12) month probation period and is subsequently recalled to perform bargaining unit work within
ninety (90) calendar days from the employee’s date of layoff; the employee shall then be credited
with all days previously worked for purposes of satisfying the twelve (12) month probation status and
establishing their resultant classification seniority date.

B. Regular employees shall continue to accrue seniority during an absence caused by
an industrial injury or illness. An employee who is unable to work because of a non-work related
injury or illness shall not accumulate seniority during such absence of thirty (30) or longer unpaid
calendar days.

C. Regular employees on an approved unpaid leave of absence of thirty (30)
continuous calendar days or longer shall not accumulate seniority credits during such absence.

D. When a regular employee is, or has been, promoted or transferred from the
bargaining unit to another job so as to be excluded from coverage by this Agreement, such employee
may be returned to the unit by the County and shall resume the seniority held as of the date of
promotion or transfer; provided however, any such employee who remains outside of the bargaining
unit for a period exceeding twelve (12) months, shall not have their bargaining unit seniority restored
upon return to the bargaining unit.

6.3. Classification seniority shall be defined as a regular employee’s total length of service
within a classification(s) covered by this Agreement. Classification seniority shall include time spent
prior to January 1, 1996, working as a Court Security Officer in the King County Courthouse.
Effective January 1, 2003, regular part-time employees will accrue seniority pro-rated based on what
a full-time employee earns. Any seniority ties will be determined by hire test scores with the

employee having the higher test score being more senior.
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6.4. Seniority rights shall be forfeited for either of the following causes:

A. Discharge for just cause. However, should said member be reinstated through any
legally recognized means with a “make whole remedy”, prior seniority plus the time spend in
discharge shall be credited.

B. Resignation; however, in the event an employee who has completed their twelve
(12) month probation period is rehired to a classification covered by this Agreement within twenty-
four (24) months from the date of resignation, that employee shall then be credited with all seniority
credits previously existing on the last day worked.

6.5. Reduction in Work Force Procedure - In the event of a reduction-in-force, the County

shall layoff probationary employees in the inverse order of hire, followed by the regular employee
who has the least seniority within the classification. Employees originally hired into the bargaining
unit on the same date shall be laid off based on the Section 6.3 seniority tie-breaker provision. Prior
to any layoff, all temporary and probationary employees within the bargaining unit shall be laid off
first.

6.6. Recall from Layoff - Employees, including probationary employees, separated due to a

reduction-in-force shall be recalled in the inverse order of layoff; namely, those laid off last shall be
recalled first subject to their ability to perform the work for which they were recalled, and subject to

required background checks.

6.7. Seniority Lists - The Guild shall maintain the seniority list and it will provide a copy to
the County upon written request.
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1 ||ARTICLE 7: HOLIDAYS

2 7.1. All regular, probationary and term-limited temporary employees (hereinafter,

3 || “comprehensive leave eligible employees’) who work a full-time schedule shall be granted the

4 || following holidays with pay:

5

6 Holiday Date of Observance

7 New Year’s Day January 1st

8 Martin Luther King, Jr.’s Birthday 3rd Monday in January

’ President’s Day 3rd Monday in February
10 Memorial Day Last Monday in May
H Juneteenth June 19th
. Independence Day July 4th
E Labor Day Ist Monday in September
15 Indigenous People’s Day 2nd Monday in October
16 Veteran’s Day November 11th
17 Thanksgiving Day 4th Thursday in November
18 Day After Thanksgiving Day Day after Thanksgiving
19 Christmas Day December 25th
20 || and any special or limited holidays as declared by the president or governor, and as approved by the
21 || Council.
22 7.2. For comprehensive leave eligible employees, whenever a holiday falls on a Saturday, the
23 || preceding Friday will be observed as the holiday, and whenever the holiday falls on a Sunday, the
24 || following Monday will be observed as the holiday. Work performed on an observed holiday shall be
25 || paid at the contractual overtime rate, in addition to the holiday pay. An employee must be eligible for
26 || comprehensive leave benefits and in a pay status on the day before and the day following a holiday to
27 King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
28 églgtg{)fjlyzg 2023, through December 31, 2024
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be eligible for holiday pay.

7.3. Annually, comprehensive leave eligible employees active on January 15" shall receive
two (2) personal holidays every year to be added to their vacation bank on the paycheck that includes
February 1*'. New employees eligible for comprehensive leave benefits who are hired on or before
November 15" shall receive two personal holidays to be added to their vacation bank on the last day
of the first pay period following their date of hire. In no event shall there be more than two (2)
personal holidays awarded per year.

7.4. Comprehensive leave eligible employees who work a part-time schedule and are eligible
for holiday pay will receive holiday pay in accordance with Sections 7.1 and 7.3 on those holidays
the employee is regularly scheduled for work pro-rated based on their regular work schedule.

7.5. An employee on a 4/10 work schedule who observes the holiday may use two (2) hours
of their accrued vacation leave or compensatory time in order to be compensated ten (10) hours for
holidays identified within Article 7 of the CBA. Alternatively, employees may either opt to work an
additional two (2) hours within the same FLSA workweek or have their schedule changed to five (5)
eight (8) hour days (5/8) during the holiday week with supervisor approval. If use of accrued
vacation or compensatory time is not used or unavailable, the two hours on a holiday will be recorded
as unpaid. Likewise, if two (2) hours additional hours of work within the same FLSA workweek is
not available and approved by employee’s supervisor, or if a 5/8 work schedule during a holiday
week is not feasible and approved by employee’s supervisor, the two hours on a holiday will be

recorded as unpaid.
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ARTICLE 8: VACATIONS

8.1. Accrual Rates - Comprehensive leave eligible employees who work a full-time forty (40)

hour schedule, shall receive vacation benefits as indicated in the following schedule:

Months Current Hourly Approximate
of Service Accrual Rate 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

A. Comprehensive leave eligible employees who work a part-time schedule shall
accrue vacation leave in accordance with the vacation leave schedule above, provided, however, such
accrual rates shall be prorated to reflect their normally scheduled workweek.

8.2. For employees employed prior to January 1, 2018, full-time employees may accrue up to

sixty (60) days (480 hours) vacation leave per calendar year. For employees employed on or after
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January 1, 2018, full-time employees may accrue up to forty (40) days (320 hours) vacation leave per
calendar year. Part-time employees may accrue vacation prorated to reflect their normally scheduled
workweek per calendar year, e.g., a part-time employee hired before January 1, 2018, working half-
time, twenty (20) hours, may accrue up to two hundred forty (240 hours) of vacation leave.
Employees shall use vacation leave beyond the maximum accrual amount on or before the last pay
period that includes December 31% of each year. Failure to use vacation leave beyond the maximum
accrual amount will result in forfeiture of the vacation leave beyond the maximum amount unless the
Commander/designee has approved a carryover of such vacation leave.

8.3. An employee shall not be granted vacation leave if not previously accrued. Employees
eligible for comprehensive leave benefits shall accrue vacation from their date of hire. Leave eligible
employees may use vacation leave hours in a pay period after they are accrued. Employees who
leave County employment prior to successfully completing their first six (6) months of County
service shall forfeit their vacation leave hours and are excluded from the vacation payoff provisions
contained in this Agreement.

8.4. County Employment While On Vacation - No employee shall be permitted to work for

compensation for the County in any capacity during the time when vacation leave is being used.

8.5. Incremental Usage - Vacation may be used in one half (1/2) hour increments at the

discretion of the Commander/designee.

8.6. Termination - Upon termination, the employee shall be paid for any unused vacation
leave at their base rate of pay up to the maximum annual vacation leave provided under Section 8.2 if
the employee leaves in good standing.

8.7. Death - In cases of separation by death, payment of unused vacation leave up to the
annual maximum provided under Section 8.2 shall be made to the employee’s estate, or in applicable
cases, as provided by RCW 49.48 and RCW Title 11.

8.8. Vacation Scheduling — Annual vacations shall be scheduled up through April 1% of each

year on a seniority basis within each major work site (KCCH, MRJC, CCFJC). An Annual vacation
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shall consist of no less than four (4) or five (5) continuous workdays, depending on work schedules
(i.e., 4/10 or 5/8). Vacation requests submitted after April 1% shall be approved on a first come first
serve basis. Vacation requests shall be in writing. A vacation of one (1) day or less shall be
requested at least three (3) working days in advance. A vacation of more than one (1) day shall be
requested two (2) weeks in advance. If the need arises, an individual may contact their
Commander/designee and request emergency vacation. Approval of emergency vacation shall be at
the discretion of the Commander/designee.

A. All vacation requests shall receive a definite written yes or no response as soon as
possible from the submission of same. Once approved the County shall not rescind the vacation
unless an emergency exists. If the County cancels vacation once vacation has been approved and the
affected employee has incurred non-refundable expenses in planning for same, the employee shall be
reimbursed by the County for those expenses. Any employee called back to duty once vacation has
begun shall be reimbursed for round trip transportation costs in returning to duty.

ARTICLE 9: SICK LEAVE

9.1. Sick Leave - Regular, probationary and term-limited temporary employees will accrue
sick leave at the rate of 0.04616 hours for each hour in pay status exclusive of overtime up to a
maximum of 3.6928 hours for employees on bi-weekly pay. The employee is not entitled to sick
leave if not previously earned. If an hourly employee works in excess of seventy-four (74) hours in
one week, the employee shall accrue sick leave at the rate of 0.025 hours for each hour worked in
excess of seventy-four (74) hours. There shall be no limit to the number of sick leave hours that an
employee eligible for comprehensive leave benefits may accrue and carry over from year-to-year.

A. Short-term temporary employees shall accrue sick leave at the rate of 0.025 hours

for each hour in pay status. Short-term temporary employees may carry over 40 hours of unused sick
leave to the following calendar year. At the end of the pay period that includes December 31%, all

accrued sick leave over 40 hours will be forfeited.
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9.2. Vacation as an Extension of Sick Leave - During the first six (6) months of service in a

leave eligible position, employees may, at the Commander/designee’s discretion, use any accrued
days of vacation leave as an extension of sick leave. If an employee does not work a full six (6)
months in a leave eligible position, any vacation leave used for sick leave must be reimbursed to the
County upon termination unless the use of vacation leave was for a qualifying event under the
Washington State Family Leave Act.

9.3. Partial Day Increments - Sick leave may be used in one-half (1/2) hour increments at the

discretion of the Commander/designee.

9.4. Unlimited Accrual - There will be no limit to the hours of sick leave accrued by a leave

eligible employee.

9.5. Restoration following Separation - Separation from employment except by reason of
retirement, layoff, or separation for non-disciplinary medical reasons, will cancel all sick leave
accrued to the leave eligible employee as of the date of separation. Should a regular employee resign
in good standing, be laid off or separated for non-disciplinary medical reasons and return to County
employment within two (2) years, their accrued sick leave will be restored.

A. If a retiree who cashes out their sick leave is rehired within 12 months, that
employee is entitled to restoration of the sick leave balance that was not cashed out. A retiree who
returns to work will not be entitled to any cash out of their restored sick leave balance when they
leave County employment.

9.6. Pay upon Separation - A regular employee who has successfully completed at least five

(5) years of County service and who retires as a result of length of service, or completed five (5)
years of continuous service as a Marshal, is at least sixty-five (65) years of age and is disqualified
from participating in a Washington State retirement plan, or who separates by reason of death will be
paid, or their estate as provided for by RCW Title 11, as applicable, an amount equal to thirty-five
(35) percent of their unused, accumulated sick leave multiplied by their base rate of pay in effect

upon the date of leaving County employment, less mandatory withholdings. Retire because of length
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of service means an employee is eligible, applies for and begins drawing a pension from PERS,
PSERS or the City of Seattle Retirement Plan immediately upon terminating County employment.

9.7. Leave Without Pay for Health Reasons - An employee must use all their sick leave

before taking unpaid leave for their own health reasons. If the injury is compensable under the
County’s workers compensation program, then the employee has the option to augment or not
augment time loss payments with the use of accrued sick leave.

9.8. Leave Without Pay for Family Reason - For a leave for family reasons, the employee

will choose at the start of the leave whether the particular leave would be paid or unpaid, unless the
employee has been approved to receive and is currently on PFML. While taking leave for family
reasons, if covered under the PFML, the employee may also choose the type of paid leave used
available to them (e.g., sick leave, vacation). When an employee chooses to take paid leave for
family reasons they may set aside a reserve of up to eighty (80) hours of accrued sick leave.

9.9. Use of Vacation Leave as Sick [eave - An employee who has exhausted all their sick

leave may use accrued vacation leave before going on leave of absence without pay, if approved by
their Commander/designee.

9.10. Use of Sick Leave - In accordance with state and federal laws, accrued sick leave will

be used for the following reasons:
A. For self-care or to care for a family member:
1. Due to a mental or physical illness, injury, or health condition.
2. To obtain medical diagnosis, care, or treatment of mental or physical
illnesses, injuries, or health conditions.
3. To receive preventative care.
B. For absences that qualify for leave under the Domestic Violence Leave Act, RCW
49.76.
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1 C. In the event the County facility the employee works in is closed by a public
2 || official for any health-related reason, or when an employee’s child’s school or place of care is closed
3 || by a public official for a health-related reason.
4 D. To increase the employee’s or a family member’s safety, when the employee or
5 || the employee’s family member has been a victim of trafficking under RCW 9A.40.100.
6 E. For family and medical leave available under federal law, state law or King
7 || County ordinance.
8 F. Employee’s exposure to contagious diseases and resulting quarantine.
9 G. For purposes of paid sick leave, a “family member” is:
10 1. A spouse or domestic partner.
11 2. A child, including a biological, adopted or foster child, a stepchild, or a
12 || child to whom the employee stands in loco parentis, is a legal guardian or is a de factor parent,
13 || regardless of age or dependency status, or the child of the employee’s domestic partner.
14 3. The parent of an employee, employee’s spouse, or employee’s domestic
15 || partner. Parent includes a biological, adoptive, de facto, foster, step parent; legal guardian; or, a
16 || person who stood or stands in loco parentis to the employee, employee’s spouse or employee’s
17 || domestic partner.
18 4. A grandparent, grandchild or sibling of the employee.
19 9.11. Family and Medical Leave.
20 A. As provided for in the Federal Family and Medical Leave Act (FMLA), an eligible
21 ||employee may take up to twelve (12) weeks of paid or unpaid leave in a single twelve month period
22 || for the employee’s own qualifying serious health condition that makes the employee unable to
23 || perform their job, to care for the employee’s spouse, child, or parent who has a qualifying serious
24 || health condition, to bond with a newborn child, adoption or foster care placement (leave must be
25 || taken within one year of the child’s birth or placement), or for qualifying exigencies related to the
26 || foreign deployment of a military member who is the employee’s spouse, child or parent. An eligible
27 || King County Sheriff’s Office Marshals® Guild - County Marshals - King County Sherifl's Office
28 éc;l;tgz()r}/z;, 2023, through December 31, 2024
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employee who is a covered service member’s spouse, child, parent, or next of kin may take up to
twenty-six weeks of paid or unpaid FMLA leave in a single twelve (12) month period to care for the
service member with a serious injury or illness.

B. The leave may be continuous or intermittent, when medically necessary.
Intermittent and/or reduced schedule leave to care for a newborn or newly placed adopted or foster
care child may only be taken when approved.

C. In order to be eligible for FMLA, an employee must have been employed by King
County for at least twelve months and have worked at least 1,250 hours in the twelve month period
prior to the commencement of leave.

9.12. King County Family and Medical Leave.

A. As provided by King County Code, an eligible employee may take up to eighteen
(18) weeks of paid or unpaid King County Family and Medical Leave (KCFML) in a single twelve
month period for the employee’s own qualifying serious health condition, to care for an eligible
family member who has a qualifying serious health condition, to bond with a newborn child, adopted
child or foster care placement (leave must be taken within one year of the child’s birth or placement),
and for any qualifying reason under the FMLA, or other family and medical leaves available under
federal or state law.

B. The leave may be continuous or intermittent when medically necessary.
Intermittent and/or reduced schedule leave to care for a newborn or newly placed adopted or foster
care child may only be taken when approved. KCFML shall run concurrently with other federal,
state and county leaves to the extent allowed, including but not limited to the FMLA, Washington
State Paid Family and Medical Leave Act (PFML).

C. In order to be eligible for KCFML under this Article, an employee must have been
employed by King County for at least twelve (12) months and have worked at least one thousand
forty (1,040) hours in the preceding twelve (12) month period for a forty-hour (40) week employee or

nine hundred ten (910) hours in the preceding twelve (12) month period for a thirty-five (35) hour
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week employee.

D. An employee who returns from KCFML within the time provided under this
Article is entitled to the same position they occupied when the leave commenced or a position with
equivalent pay, benefits and conditions of employment.

9.13. Insurance Premiums - The County will continue its contribution toward health care

during any unpaid leave taken under Sections 9.11 and 9.12.

9.14. Failure of an employee to return to work by the expiration date of leave under Sections
9.11 and 9.12 without an approved request for the leave to be extended or abuse of sick leave may be
cause for disciplinary action, up to and including termination of the employee from County
employment.

9.15. Special Sick Leave (SSL) - All Marshals shall be provided with twenty-three (23) days

SSL which shall be used only to supplement the employee’s industrial insurance benefit should the
Marshal be injured on the job as a result of a search, arrest, or detention of any person, or during the
attempt to search, arrest or detain any person or occurring when a Marshal is involved in an
emergency response to a request for service. The SSL shall not be used until three (3) days of regular
sick leave have been used for each incident of on-the-job injury. In the event there is no regular sick
leave, the SSL shall be immediately available for an on-the-job injury. SSL is non-cumulative, but is
renewable annually. Part-time officers shall be provided with special sick leave prorated to reflect
their normally scheduled work week.

A. Working Transitional Duty - A Marshal who is provided SSL due to an injury on

the job, provided above, and is assigned to a transitional duty assignment, will not be required to use
their personal sick leave to attend medical, psychological or physical therapy appointments that are a
result of the on the SSL qualifying job injury. Time away from work to attend such appointments

shall be taken out of the Marshal’s SSL using the same formula as if the Marshal had not returned to

work.
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9.16. Verification of sick leave use is pursuant to RCW 49.46.210 and County policy,
procedures and guidelines.

ARTICLE 10: OTHER PAID LEAVES

10.1. Donated Leaves.

A. No Solicitation - All donations made under this Agreement are strictly voluntary.

Employees are prohibited from soliciting, offering, or receiving monetary or any other compensation
or benefits in exchange for donation of leave hours.

B. Approval for Donations - Donations require written approval from the donating

and receiving employees’ directors. If approved, the donated leave will be available the next full pay
period after notification of the donation is received by Payroll from the Department of Human
Resources (DHR).

C. No Cash Out of Donated Leave - Donated leave hours are excluded from all payouts

and restorations.

D. No accruals on donated leave - Accrual of leaves will not occur when donated leave

1s used.

E. Eligibility to receive and use Employee-to-Employee or Emergency Medical Fund

donated leave hours.

1. The receiving employee must have exhausted all paid leave accruals (e.g.,
vacation leave, sick leave, PTO leave, holiday banked leave, comp-time).
2. The receiving employee can only use donated leave for KCFML and FMLA

qualifying reasons.
3. The leave for which the employee is requesting donations must be for a

prolonged absence. A prolonged absence is considered to be three (3) or more consecutive days. An
employee may use donated leave intermittently after the employee’s prolonged absence if the
conditions in 1 and 2 above are met.

4. Vacation leave hours. Except as provided under Section 10.1.G.2, the amount
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of donated vacation or BT time cannot exceed the donating employee’s leave accrual balance at the
time of donation.

5. Sick leave. An employee is limited to donating a total of 25 hours of accrued
sick leave per calendar year, provided the donating employee’s leave balance will be 100 hours or more

following the donation.

F. Comprehensive Leave Eligible Employee-to-Comprehensive Leave Eligible

Employee Donations.

1. A comprehensive leave eligible employee may donate a portion of their
accrued leave hours under Section 10.1.E.4 and 5 above, to another comprehensive leave eligible
employee.

2. Donation limits, as provided under Section 10.1.E.4 and 5 above, are
exclusive of donations to the Emergency Medical Leave Fund under Section 10.1.G, below.

3. No Reversion of Donated Leave. Donated vacation and sick leave hours
remain with the recipient and do not revert to the donor.

G. Comprehensive Leave Eligible Employee donations to an Emergency Medical

Leave Fund — Pilot Program.

1. The County will create a pilot program, whereby a comprehensive leave
eligible employee may donate a portion of their accrued vacation and/or sick leave hours to an
“Emergency Medical Leave Fund” that is managed by the Department of Human Resources. At the
County’s discretion, the pilot program can either be continued as a regular program or ended upon
30-day written notice to the Guild.

2. Vacation hours - An employee is limited to donating 80 hours of accrued

vacation per calendar year to this Fund unless the employee’s department director approves a greater
amount.

3. Sick leave hours - An employee can donate up to 25 hours of their accrued

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
January 1, 2023, through December 31, 2024

226C0124

Page 24




Docusign Envelope ID: B2B5AAOE-3BEE-42A5-A31A-14D996A00C84

o L NS I AW N -

N N N N N N N N N e e e e e e e e e
R N N N A WN= O O X NN R W N= O

sick leave per year to this Fund, provided the donating employee’s sick leave balance will be 100
hours or more following the donation.

4. Process and conditions to receive and use donated leave hours from the

Emergency Medical Leave Fund -

a. The comprehensive leave eligible employee must submit a request
to DHR for hours.

b. The maximum donation an employee can receive is up to 80 hours
based on the employee’s normally scheduled hours during the biweekly pay period (e.g., 80, 74, or 70
hours), or 80 hours for employees on the semi-monthly payroll period who are normally schedule for
40 hour workweeks, prorated for part-time employees.

¢. Hours will be distributed on a first come first serve basis and only
awarded prospectively (i.e., the leave will not be awarded retroactively to cover previous time in a
no-pay status).

d. Given there is only a finite number of dollars in the Emergency
Medical Leave Fund, there is no guarantee that hours will be awarded.

H. No reversion of donated leave - Donated hours and hours not used by the donee

within 60 calendar days of being awarded will be returned to the Emergency Medical Leave Fund
and do not revert to the donor.

1. Calculation of Donated Leave - All donated vacation and sick leave hours under the

Employee-to-Employee and Emergency Medical Leave Fund shall be converted to a dollar value
based on the donor’s straight time hourly rate at the time of the donation. The dollar value will then
be divided by the receiving employee’s straight time hourly rate to determine the actual number of
hours received and placed in the employee’s donated sick leave bank.

J. Donation of Vacation or Compensatory Hours to Nonprofit Organizations - The

executive may implement a process providing the opportunity for comprehensive leave eligible

employees to convert accrued vacation or accumulated compensatory hours, or both, into a cash
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donation. This process must conform to KCC 3.12.222, as amended.

K. Donation to an Account or Program to Benefit Children of Deceased Emplovee -

If an employee dies during employment, the executive may implement a process providing a one-
time opportunity to allow comprehensive leave eligible employees to convert either accrued vacation
or accumulated compensatory time hours, or both, to cash to benefit any children of the deceased
employee who are under 23 years old at the time of the employee’s death. This process must
conform to KCC 3.12.224, as amended.

10.2. Leave - Organ Donors - Comprehensive leave eligible employees shall be granted leave

for organ donation in accordance with King County Code 3.12.215, as amended. Comprehensive
leave eligible employees who are voluntarily participating as donors in life-giving or life-saving
procedures such as, but not limited to, bone marrow transplants, kidney transplants, or blood
transfusions up to a maximum of five (5) days paid leave without having such leave charged to
family leave, sick leave, vacation leave or leave of absence without pay; provided that the employee
shall;

A. Notification - The employee gives the Commander/designee reasonable advance
notice of the need to take time off from work for the donation of bone marrow, a kidney, or other
organs or tissue where there is a reasonable expectation that the employee’s failure to donate may
result in serious illness, injury, pain or the eventual death of the identified recipient.

B. Provider Certification - The employee provides written proof from an accredited

medical institution, organization or individual as to the need for the employee to donate bone
marrow, a kidney, or other organs or tissue or to participate in any other medical procedure where the
participation of the donor is unique or critical to a successful outcome.

C. Time off Subject to Agreement - Time off from work for the purpose set out above

more than five (5) working days will be subject to the terms of this Agreement.

10.3. Bereavement Leave.

A. An employee eligible for comprehensive leave benefits shall be granted up to five
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(5) working days, maximum of forty (40) hours (pro-rata for part-time) of bereavement leave due to
death of a member of their immediate family. Leave must be taken within eighteen (18) months from
the date of the death.

B. In the application of any of the foregoing provisions, when a holiday or regular day
off falls within the prescribed period of absence, it will not be charged against the employee’s sick
leave account nor bereavement leave credit.

C. Family Defined - Immediate family means the employee’s:

1. Spouse or domestic partner, or
2. Legal guardian, ward, or any person whom the employee has legal custody,
and
3. The following family members of the employee, the employee’s spouse, or
the employee’s domestic partner:
a. A child,
b. A parent (biological, adoptive, foster, stepparent, legal guardian, or a
person who stood or stands in loco parentis),
c. A grandparent,
d. A child-in-law,
e. A grandchild, or
f. A sibling.

10.4. Leave for Volunteer Service - Comprehensive leave eligible employees may use up to

three days of their 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. Employees requesting to use sick
leave for this purpose shall submit such request in writing, per the County’s leave request procedures,
specifying the name of the school and/or organization and the nature of the volunteer services to be
performed. Additionally, the employee’s supervisor may request in advance that the employee obtain

written proof of the service from the volunteer organization or school.
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10.5. Jury Duty - A comprehensive leave eligible employee notified to serve on jury duty
must inform their supervisor as soon as possible, but not later than two weeks in advance, regarding
the date the employee is required to report for jury duty. The supervisor may reassign the employee
to a shift and schedule that corresponds with jury duty. For purposes of this section, the shift and
schedule are the hours and days, respectively, the employee is required to report or be available for
jury duty. An employee eligible for comprehensive leave benefits who is ordered on a jury will be
entitled to their regular County pay; provided, that fees for such jury duty are deposited, exclusive of
mileage, with the Finance and Business Operations Division, of the Department of Executive
Services. The employee will report back to their Commander/designee when dismissed from jury
service.

10.6. Leave Examinations - An employee eligible for comprehensive leave benefits shall be

entitled to necessary time off with pay for the purpose of participating in County qualifying or
promotional examinations. This will include seeking an alternative position within the Sheriff’s
Office and/or time required to complete any required interviews.

10.7. Military Leave - Employees shall receive military leave in accordance with current
County policy, ordinance, state and federal law, as amended.

10.8. Paid Parental Leave (PPL) - PPL supplements a comprehensive leave eligible

employee’s accrued paid leaves to provide up to a total of twelve (12) weeks of paid leave for a
parent to bond with a new child.

A. Benefit Amount - An employee’s supplemental parental leave benefit is calculated

based on the employee’s accrued leave balances at the time of the birth, adoption, or foster-to-adopt
placement (“qualifying event”). In cases of adoption or foster-to-adopt placement, leave must be
taken within one year of the child’s birth or placement in the home. The employee will receive the
equivalent of their full salary for up to a total of twelve (12) weeks, when combined with the
employee’s accrued leave (except for one (1) week of sick leave and one (1) week of vacation leave).

The employee is permitted to use the supplemental leave first. Additionally, the employee may
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choose to take less than twelve (12) weeks of leave. Supplemental PPL leave is not subject to cash
out. An employee who does not return to work for at least six (6) months of continuous service
following the leave, will be required to reimburse the County for the supplemental leave funds
received.

B. Eligibility - The benefit is available to all comprehensive leave eligible employees
who have been employed with the County for at least six (6) months of continuous service at the time
of the qualifying event. If both parents work for the County, then each employee is entitled to up to
twelve (12) weeks of PPL.

C. Benefit Period - PPL must be used within twelve (12) months of the qualifying
event. An employee may use PPL on an intermittent or part-time basis, as long as it is consistent
with the department’s operational needs, and it is approved in writing by the employee’s supervisor
prior to the leave.

D. Concurrency - PPL leave will run concurrently with the County’s family and
medical leave, as well as federal and state family and medical leave laws, to the fullest extent
permitted by law.

E. Job Protection - PPL is protected leave. Barring layoffs, an employee’s job cannot
be eliminated while the employee is on leave. Further, no retaliatory action may be taken against an
employee for participating or planning to participate in the program.

F. Health and Leave Benefits - The employee will continue to receive all health

benefits and shall continue to accrue vacation and sick leave during the period of PPL. For purposes
of contractual overtime calculations, PPL shall be considered the equivalent of sick leave.

ARTICLE 11: MEDICAL, DENTAL, VISION, AND LIFE INSURANCE

11.1. The County will provide medical, dental, vision, life, long term disability and
accidental death and dismemberment insurance programs for the term of this Agreement, subject to
plans modifications by the Joint Labor Management Insurance Committee (JLMIC) during the term

of the Agreement. The Guild will sign-off on the 2023-2024 JLMIC benefits agreements and
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modifications thereto.

11.2. A newly hired regular, probationary and term-limited temporary employee shall be
eligible for receipt of all benefits under the County’s medical, dental, vision, life insurance, long term
disability and accidental death and dismemberment insurance programs on the first day of the month
following the date the employee commences employment with the County.

ARTICLE 12: UNIFORMS

12.1. Uniforms - Employees shall be responsible for required uniforms and equipment issued
by the County. Upon presentation by the employee to the Commander/designee of evidence,
including the item itself, demonstrating the need for replacement, the Commander/designee may
issue a replacement item. The County will provide employees with all required uniforms and safety
equipment. The list of required uniform items and required safety equipment will be provided to the
Guild by the County and updated when changes are made.

12.2. The employee shall be held accountable for all uniforms, weapons and duty gear which
are issued to the employee by the County. Items which become worn out and/or items which become
lost or destroyed as a direct result of the performance of the employee’s duties, or as a result of an
occurrence not due to the employee’s intentional act or negligence shall be replaced by the County.
Accountable items of clothing or protective devices assigned to an employee which are lost or
mutilated as a direct result of that particular employee’s negligence shall be replaced by the
employee.

ARTICLE 13: MISCELLANEOUS

13.1. Mileage - Employees who have been authorized by the County to use their own
transportation for work purposes shall be reimbursed for mileage at the rate established by County
ordinance.

13.2. Weapons/Defense Tactics - All employees shall periodically qualify with a handgun

and any other weapon the County authorizes to be used on-duty in accordance with County policy as

scheduled by the County. In addition, all employees, upon written request, shall be provided one
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hundred (100) rounds of practice ammunition per month for their primary duty weapon, and
sufficient practice ammunition per month for any other weapon used in the line-of-duty, for practice
session(s). Distribution of ammunition shall be pursuant to County policy and provided to employees
bi-annually. All ammunition drawn by the employee shall be used by the employee.

13.3. Labor-Management Conference Committee (Committee) - The County and the Guild

shall establish a joint Committee which shall be comprised of participants from both the County and
the Guild. Each party shall have the sole right to select its participants. The function of the
Committee shall be to meet periodically to discuss issues of general interest and/or concern, as
opposed to individual complaints, for the purpose of establishing a harmonious working relationship
between the employees, the County and the Guild. Either the County or the Guild may request a
meeting of the Committee; however, the party requesting the meeting shall do so in writing listing the
issues they wish to discuss. Topics such as Civil Service, commission status, employee development,
Equity and Social Justice (ESJ), GOM (General Orders Manual), safety and health, and Standard
Operating Procedures (SOP) are examples of appropriate agenda items.

13.4. Leave of Absence for Guild Business - An employee elected or appointed to office in

the Guild which requires all of their time shall be given leave of absence up to one (1) year without
pay upon written application.

13.5. Guild Negotiating Committee - Employees who serve on the Guild Negotiating

Committee shall be allowed time off from duty to attend negotiating meetings with the County
provided that the members of the Guild Negotiating Committee shall be composed of two (2)
members or less; and provided further, that prior approval is granted by the County. Additional
members allowed time off to attend negotiations with the County are subject to agreement by the
County.

13.6. Guild Business - With prior approval of the Commander/designee, the Guild President/

designee may flex their work schedules or be allowed some reasonable time while on duty status to

consult with appropriate County officials and/or aggrieved employees. The Guild representatives
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shall indicate the general nature of the business to be conducted and request necessary time that will
not interfere with their regular duties to conduct Guild business. Guild representatives shall guard
against use of excessive time in handling such responsibilities and such business cannot generate
overtime. The Guild President/designee will not receive mileage for any travel associated with
conducting Guild business.

13.7. Mileage for Training - The County will pay mileage in accordance with Section 13.1

consistent with the County’s rules, for travel from home to mandatory training and then to assigned
work site when the most direct route possible is traveled and the employee lives no more than fifteen
(15) miles outside of the County boundaries. The County will pay mileage under the same
circumstances for travel from home to mandatory training and back home when the mandatory
training is scheduled on the employee’s furlough day.

ARTICLE 14: GRIEVANCE PROCEDURE

14.1. The County and the Guild recognize the importance and desirability of settling
grievances promptly and fairly in the interest of continued good employee relations and morale. In
furtherance of this objective, the County and the Guild shall extend every effort to settle grievances at
the lowest possible level of supervision.

14.2. Employees shall be unimpeded and free from restraint, interference, coercion,
discrimination or reprisal in seeking adjudication of their grievances.

14.3. A grievance shall be defined as a dispute as to the interpretation or application of this
Agreement.

14.4. The Guild shall not be required to press employee grievances if in the Guild’s opinion,
such lack merit. With respect to the processing, disposition and/or settlement of any grievance,
including hearings and final decision of any arbitrator, the Guild shall be the exclusive representative
of the employee.

14.5. Employees, whether Guild members or not, shall have no independent unilateral

privilege or right to invoke the grievance procedure.
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14.6. The disposition and/or settlement of any grievance or other matter in dispute as
determined by and between the Guild and the County shall be final and binding upon all parties to the
dispute.

14.7. STEP 1 — Unit Commander. A grievance shall be presented by the Guild within thirty

(30) calendar days of the occurrence of such grievance to the unit’s Commander. The grievance shall
be in writing, and shall specify the contract provisions the Guild argues have been violated, and the
factual basis underlying the alleged contract violation. The Commander shall meet with the Guild to
discuss the grievance within fifteen (15) calendar days of the receipt of the Step 1 grievance, obtain
all relevant facts, discuss the same with relevant personnel and attempt to resolve the matter. The
Commander shall present their written decision within fifteen (15) calendar days following the
discussion. If the Guild does not pursue the grievance to the next level within fifteen (15) calendar
days from the date of the written decision, it shall be precluded from further appeal.

14.8. STEP 2 — Sheriff. If the grievance has not been satisfactorily resolved, the Guild

representative shall advance the grievance to the Sheriff or Designee within fifteen (15) calendar
days. Any additional information shall then be presented to the Sheriff or Designee for discussion
within fifteen (15) calendar days from receipt of the Step 2 grievance. All letters, memoranda and
other written materials previously submitted to lower levels of supervision shall be made available
for the review and consideration at this level. The Sheriff or Designee shall meet with the Guild to
discuss the grievance within fifteen (15) calendar days of receipt of the advancement to Step 2. The
Sheriff or Designee shall make a written decision available to the Guild within fifteen (15) calendar
days following the discussion. If the Guild does not pursue the grievance to the next level within
fifteen (15) calendar days from the date of the written decision, it shall be precluded from further
appeal.

14.9. STEP 3 — Office of Labor Relations. If the grievance has not been satisfactorily

resolved, the Guild representative shall advance the grievance to the King County Office of Labor

Relations (OLR) Director or Designee within fifteen (15) calendar days of the Step 2 decision. Any
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additional information shall then be presented to the OLR Director or Designee for discussion within
fifteen (15) calendar days from receipt of the Step 3 grievance. All letters, memoranda and other
written materials previously submitted to lower levels of supervision shall be made available for the
review and consideration at this level. The OLR Director or Designee shall meet with the Guild to
discuss the grievance within fifteen (15) calendar days of receipt of the advancement to Step 3. The
OLR Director or Designee shall make a written decision available to the aggrieved employee and the
Guild within fifteen (15) calendar days of the Step 3 discussion. If the Guild does not pursue the
grievance to the next level within fifteen (15) calendar days from the date of the written decision, it
shall be precluded from further appeal.

14.10. STEP 4 — Arbitration. Either the County or the Guild may request arbitration

specifying the exact question which it wishes to be arbitrated, the Section of the Agreement violated
and the remedy sought provided such request has been initiated within thirty (30) calendar days from
the date of the Step 3 decision. The parties shall then select a neutral third party to serve as an
arbitrator. In the event that the parties are unable to agree upon a third party to serve as an arbitrator,
then the arbitrator shall be selected from a panel of seven (7) names furnished by the Federal
Mediation and Conciliation Service (FMCS) or PERC. The arbitrator shall be selected from the list
by both the County representative and the Guild representative each alternately striking a name from
the list until only one (1) name remains. The remaining name shall serve as the arbitrator. The
arbitrator, under voluntary labor arbitration rules of the American Arbitration Association, shall be
asked to render a decision promptly and the decision of the arbitrator shall be final and binding upon
all parties to the dispute.

14.11. The arbitrator shall have no power to add to, subtract from, disregard, modify or
otherwise alter any terms of this Agreement, or to negotiate new agreements, but shall have the
power only to apply and interpret the provisions of this Agreement in reaching a decision.

14.12. The arbitrator’s fee and expense shall be borne equally by the County and the Guild.

The court reporter’s fee and expenses, if mutually agreed upon in advance, shall be borne equally by
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the County and the Guild. Each party shall bear the full cost of its representation, including
attorneys, and any witnesses appearing on its own behalf regardless of the outcome of the arbitration.

14.13. Temporary, term-limited temporary and probationary employees are employed at will
and may be disciplined and discharged from employment at any time without the right to grieve.

ARTICLE 15: EMPLOYEE RIGHTS

15.1. All regular employees within the bargaining unit shall be entitled to the protection of

the provisions contained in Addendum D “Police Officers’ Bill of Rights”.
15.2. Rules and Procedures - The County shall furnish each employee with a copy of the

County’s Administrative and Personnel policies. The County shall make available at primary duty
assignments all basic rules and procedures related to the performance of the duties of that position.
15.3. Temporary, probationary and term-limited temporary employees are employed at will
and can be terminated from employment for any reason, at the discretion of the County, without right
of appeal or right to grieve under this agreement. Temporary, probationary and term-limited
temporary employees are not covered under the “Police Officers’ Bill of Rights”, referred to in 15.1,

or attached as Addendum D.
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ARTICLE 16: DURATION

16.1. Except for those provisions that state otherwise, this Agreement and each of its
provisions shall become effective upon ratification by the King County Council and shall cover the

time period January 1, 2022, through December 31, 2024.

APPROVED this day of , 2025.

By:

King County Executive

Qonathtan Wslbin 12/31/2024
/ Jonathan Wilbur Date
President

King County Court Protection Guild
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CBA Code: 226 Union Code(s): K2
ADDENDUM A
to the
AGREEMENT
by and between
KING COUNTY, WASHINGTON
and
KING COUNTY SHERIFF’S OFFICE MARSHALS’ GUILD
(Representing King County Marshals)
January 1, 2022, through December 31, 2024
This Addendum is supplemental to the Agreement.

Job PeonleSoft STEP | STEP STEP STEP STEP
Class Jeo(;)pCeoge Classification 6 7 8 9 10
Code 00-12m | 13-24m || 25-36m | 37-48m | 49m +

2023
oo | 36.4745 | 373488 38.2452 [ 39.1631 | 40.1030
County
5103100 | 515101 Marshal
2024
o |137.9305 | 38.8427 39.7750 | 40.7296 | 41.7071

Wage Range - County Marshal pay range is reflected in the wage table above.

General Wage Increases (GWI) - The GWI for 2023 is Six percent (6%). The GWI for 2024 is

four percent (4.0%).

Step Movement - The above reflects the time period thresholds for initial step placement and

subsequent movement to the next step of the pay range for full-time regular employees. Part-time

regular employees will receive step increases based on the above longevity schedule pro-rated to

reflect their regular monthly work schedule.
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1 Lead Pay - Employees properly assigned, in writing, to the status of Lead, shall receive an
2 || hourly premium equal to seven and one-half percent (7.5%) of their hourly base rate of pay for all
3 || hours worked during the shift after being assigned as Lead. Leads can be assigned for any duration,
4 || as determined by the Commander/designee.
5 Longevity — base pay will be increased by the amount indicated upon completion of the
6 || required time working as a County Marshal.
7 10 years (120 months) 3%
8 15 years (180 months) 3% (For a total of 6%)
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
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ADDENDUM B
PAYMENT PRACTICES AND PAYROLL COMPLAINT PROCESS

1. Authorized Employee - The King County Sheriff’s Office will designate an employee

responsible for the investigation (“Authorized Employee”) and resolution of employee complaints
regarding the payment of wages. Written complaints will be submitted in accordance with King County
Sheriff’s Office policies. A response will be provided to the employee within ten (10) business days
from the date the complaint is received by the Authorized Employee. If the employee complied with the
King County Sheriff’s Office policies regarding timely submission of their pay request, and timely
resubmission as necessary, the Authorized Employee will award one hour of straight time pay for each
incident of overtime that is paid one pay period beyond the date noted in Paragraph 1 above, and may
issue an appropriate additional remedy for late payment beyond one pay period up to a total maximum
amount equal to the underlying pay at issue. If the employee does not agree with the resolution of the
complaint, the employee may, if within ten (10) business days of receipt of the response from the
Authorized Employee, submit the issue to the Payroll Review Board.

2. The Payroll Review Board - The Payroll Review Board will consist of one KCSO Chief

appointed by the Sheriff and one Guild representative from the bargaining unit representing the
employee who filed the complaint. The Authorized Employee will present to the Payroll Review Board
the facts relating to the complaint. If the Board finds that the employee complied with the King County
Sherift’s Office policies regarding timely submission of their pay request, and timely resubmission as
necessary, the Board will award one hour of straight time pay for each incident of overtime that is paid
one pay period beyond the date noted in Paragraph 1 above, if not previously awarded by the Authorized
Employee, and may issue an appropriate additional remedy for late payment beyond one pay period, if
not previously awarded by the Authorized Employee, up to a total maximum amount equal to the
underlying pay at issue. The decision of the Payroll Review Board to alter the resolution determined by

the Authorized Employee must be unanimous. A decision on each case presented to this Board must be
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issued within five (5) business days of the presentation by the Authorized Employee. The Authorized
Employee will communicate the decision of the Board to the employee who filed the complaint. If the
Payroll Review Board cannot reach a unanimous decision, the disputed claim may be presented to a
mutually agreeable third person, who need not be an arbitrator, for a decision. If the Payroll Review
Board is unable to agree on a third person, the winner of a coin toss will select the third person.

3. The remedies afforded in paragraphs 2 and 3 do not apply if there is a bona fide dispute
concerning the underlying pay.

4. Collective Bargaining Agreement - The Payroll Review Process is separate from and not

subject to the grievance process outlined in the collective bargaining agreements covering the employees
represented by the Guild. Matters submitted to the Payroll Review Board may not be submitted to the
collective bargaining agreement grievance process. Disputes arising out of the collective bargaining
agreement, that meet the contractual definition of a “grievance”, remain subject to the contractual
grievance process.

5. This agreement, along with the collective bargaining agreements as modified by this
agreement, and relevant current MOUs modifying the collective bargaining agreement, constitute the

full and complete agreement between the parties with respect to payment of wages in the County, and a
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ADDENDUM C
PERFORMANCE EVALUATION APPEAL PROCESS

If an employee challenges the fairness or accuracy of their annual performance evaluation, the
evaluation may be appealed by the employee in writing within 10 business days of the employee’s
receipt of such evaluation. It will then be discussed/reviewed between the supervisor and reviewer.
If a suitable solution cannot be reached, the employee may appeal to the Section
Commander/Manager of the unit. The employee may appeal the Commander/Manager’s decision to
the third step of the appeal process. At each step of the process, the employee shall have 10 business
days in which to appeal to the next step in writing (from the date of receipt of the decision, or
expiration of the timeframe). The Supervisor and Commander/Manager review should result in a
written determination within 10 days of receiving the issue, or the employee may appeal to the next
step.

The third and final step in the appeal process is a hearing before a panel of three that includes:
A department representative, labor representative, and a representative from the King County Office
of Alternative Dispute Resolution.

The employee must specifically point out to the panel which parts of the evaluation are being
appealed. A copy of the evaluation and identification of the specific portions of the evaluation that
are the subject of the appeal shall be provided via email to panel members in advance of the hearing,
as agreed by the panel. Additional documentation may be provided by the reviewer or appellant for
the panel’s consideration, and should be provided in advance of the hearing if possible.

Anyone involved in the review of the appeal may not sit on the panel. The employee shall be
solely responsible for presenting their perspective of the appraisal to the panel. The individual
responsible for evaluating the employee shall be solely responsible for presenting their perspective to
the panel.

The panel may issue an oral opinion at the time of the hearing, or deliver its opinion in writing

within seven working days to the parties via email. The panel reviews the relevant evidence and
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votes to either modify the appraisal or preserve the original appraisal.
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ADDENDUM D
POLICE OFFICERS’ BILL OF RIGHTS (attached)
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Ordinance 19890

INTEREST ARBITRATION

BEFORE NEUTRAL ARBITRATOR TIMOTHY WILLIAMS

THE MATTER OF THE INTEREST

ARBITRATION BETWEEN

KING COUNTY SHERIFF’S OFFICE COURT
MARSHALS GUILD

“UNION” OR “GUILD” INTEREST ARBITRATION

PERC CASE NO: 137289-I-23
AND
KING COUNTY,

“EMPLOYER” OR “COUNTY"”

—_— — — — — — — — — — — — ~— ~—

HEARING: June 26, 27, 28, July 25, 2024
BRIEFS RECEIVED: September 19, 2024
HEARING CLOSED: September 19, 2024

NEUTRAL ARBITRATOR:
Timothy D.W. Williams

UNION PARTISAN ARBITRATOR:

Brad McClennen

EMPLOYER PARTISAN ARBITRATOR:

Josh Marburger

REPRESENTING THE UNION:
James Cline, Attorney

Peter Haller, Attorney

REPRESENTING THE EMPLOYER:
Sasha Paul Alessi, Attorney
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APPEARING AS WITNESSES FOR THE UNION:
Sam Hooper, Sergeant
Mary Katherine Kremer, Labor Consultant

David Scontrino, Marshal

APPEARING AS WITNESSES FOR THE EMPLOYER:
Jessica Kline, Human Resources Manager
Leah Julius, Labor Compensation Analyst
Emmy McConnell, Executive Analyst
Lacey O’'Connell, Labor Relations Manager

Shane Watkins, Captain

EXHIBITS
EMPLOYER
1. General Fund Budget Crisis
2. Dow — Budget cuts are unavoidable after state’s failure 4-
26-237
3. General Fund Budget Reduction Targets 5-31-23
4. General Fund Mandatory Spending
5. General Fund Outlook 6-24-24
6. Court Marshals Court Protection Unit Overview
7. Court Protection Unit SOPs - 2023
8. Marshal Class Spec
9. KCSO Special Commission Blank

10. KCSO Vacancy Report 6-14-24

11. MOA Referral bonus for Deputies/Corrections
12. Extension of referral MOA

13. Former Marshals List 2014-2024

14. Marshal EE roster 6-16-24

15. Special Commission is not a certified position

16. Coalition Labor Agreement 2021-2024

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 2
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17.
18.
19.
20.
21.
22.
23.
24 .
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.

PSERS Contribution Rates - DRS

RCW 41.56.430 -Legislative Declaration
RCW 41.56.465 - Factors to be considered
Expired Court Marshal CBA 2021-2022

RCW 41.56.030 - Uniformed Personnel Definition
Court Marshals PERC Certification Letter
Lankford KC Corrections IA Award
Lankford SnoCo Marshals IA Award 2017
2024 KCSO Budget Cuts

General Fund Property Tax Revenue Decreases
KC Court Marshals Wage Study

Court Marshal Proposal costing

KC 14-day Proposal

Stipulated TAs for 2023-2024 CBA
Marshall screening stats

O’ Connell email 2/9/23

O’ Connell email 1/30/23

County Comps Job Descriptions

Alameda SAN Deputy Posting

Alameda County Payroll Cont 2019-2023
Santa Clara Deputy Sheriff Class Spec
San Bernardino Deputy Sheriff Class Spec
LA County Deputy Sheriff Class Spec
Kitsap SOP 106

Kitsap SOP 300

Kitsap Job posting

KING COUNTY MARSHALS'

GUILD/KING COUNTY INTEREST ARBITRATION AWARD,
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UNION
I. Introduction and Overview

A. Issues and Proposals
1. Certification Letter
2. Guild 14-Day Proposal
3. King County Proposal

B. Arbitration Laws, Legislation, and Regulations
1. RCW 41.56.430 Definitions
2. RCW 41.56.430-492 Uniformed Personnel
3. PERC Impasse Resolution Rules—WAC Chapter 391-55
4. SB 6092-2015-16 Bill History
5. Session Law
6. Bill Digest
7. Senate Bill Report (Original)
8. Senate Bill Report
9. Engrossed Senate Bill Report
10. Engrossed House Bill Report
11. Final Bill Report

C. Contracts and Resources
1. Marshals CBA 2021-2022
2. PSERS Rules
3. PSERS Employer Contribution Rate
4. 2004 - 2005 KC Court Protection Guild Appendix A
5. 2006 - 2008 KC Court Protection Guild Appendix A
6. 2009 - 2010 KC Court Protection Guild Appendix A
7. 2011 - KC Court Protection Guild Appendix A
8. 2012 - 2016 KC Marshals Addendum A
9. 2017 - 2020 KC Marshals Addendum A
10. 2021-2022 KC Marshals Addendum A

D. King County Profile
1. King County Economic Profile
2. King Population Density
3. Demographic Trends in King County
4. King County Census Quick Facts

E. King County Court Protection Unit and its Work

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 4
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10.

11.

Overview of King County Court Protection Unit
Washington Court General Rule 36

King County Sheriff’s Office Organizational Chart
Marshals’ Organizational Chart

Court Protection Unit SOP

Weekly Briefing

2021.07.29 - King County courthouse attack
followed years of concerns

2021.08.04 - KC courthouse workers plan rally
amid mounting concerns about building safety
2021.08.06 King County Courthouse employees
demand safety measures after attack on colleague
2021.08.25 Potential jurors refuse to come to
King County Courthouse over safety concerns

2023.06.15 - Safety concerns linger with
reopening of King County Courthouse

II. Comparability

1.

~ o O b W

2024.06.21 - La Familia sports Pub shooter
sentenced to life in prison (KIRO)

2024.06.21 - Convicted killer sentence to life
for 2021 triple murder outside Des Moines bar
(KOMO)

KING-5 Video (2024.06.21)
Reserved
Reserved
Reserved

Reserved

B. Comparability Factors

1.

a s w N

Abstract of The Employer Size-Wage Effect on
JSTOR (1997)

“The employer size wage effect” (1988)
“Occupational Pay by Establishment Size (1998)
Abstract on Firm size and wages 1999
2024.03.29 - Wage Series Part 7 — Does Size
Matter

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 5
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6. 2023.08.03 - Use of the OFM Population Numbers -
Why Size Matters

7. WA Deputy Sheriff Wages ranked by Population 2024

8. WA City Police Wages ranked by Population 2023

9. WA Corrections Deputy Wages ranked by Population
2024 (For IA Corrections Deputies)

10. Population - King with 15 Largest California
Counties

11. Population - King with Guild Comparables

12. WA Police Wages Ranked by AV

13. 2021.04.09 - Wage Series Part 10 - Does Assessed
Valuation Matter

14. 2024.04.08 - Wage Series Part 8 - Does Assessed
Valuation Matter

15. Historical AV for King County

16. Historical King County Assessed Valuation
Aggregate Increases 2013-2023

17. Historical King County Assessed Valuation
Increases 2013-2023

18. AV - King with 15 Largest California Counties

19. Assessed Valuation - King with Guild Comparables

20. King Guild Comparables AV per Capita 2023

21. Washington Census Areas Map

22. Statewide Deputy Sheriff Wages by Region

23. Statewide Police Settlements Trends by Region

24. Statewide Wages by Region with Seattle CMSA (No
King) - Counties over 70K - Average 25 Year BA
Corrections Deputy wages

25. California MSA Map

26. Map of California Comparables

27. Median household income

28. Other Census Bureau Data

C. Guild Comparable Position Descriptions
1. Guild Comparables Position Titles Report
2. Alameda - Deputy Sheriff Services As Needed Job

Description

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 6
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3 Orange — Sheriffs special officer 1

4 Orange - Sheriffs special officer 2

5. Riverside - Court Deputy

6 San Diego - Deputy Sheriff

D. Guild Comparable CBA and Wage Data

1. Alameda Deputy Sheriffs 2012-2025

2 Alameda — SAN 2023-2024 Wage schedule

3. Alameda Administrative Code on Holidays

4 Orange County 2019-2023 Sheriffs Special Officer
Unit CBA

5. Orange County 2023-2026 Sheriffs Special Officer
Unit CBA

6. Orange County - Special Officer 2020

7. Orange County - Special Officer 2023

8. Orange — Title Schematic by Title Description Eff
05.03.2024

9. Riverside Sheriff Assoc LEU 2019-2024 CBA

10. Riverside - Clas:- & Salar. 2019 Jul 04

11. Riverside - s y 2023 July 27

12. Riverside - Clas:- & Salar. 2024 Mar 21

13. Riverside - s y 2022 Jul 28

14. San Diego County DSA 2023-2026

15. San — Deputy Sheriff 2023-2025 Wage
Diego

E. Employer Proposed Comparables

1. Employer 2023 comparable analysis

2. Population of Employer Comparables (Compared to
King and California Counties

3. Assessed Valuation of Employer Comparables
(Compared to King and California Counties)

4, Historical AV for King County with Average of
Employer WA comparables Sales Tax Revenue King
and Employer WA Comps

5. Sales Tax Revenue King and Employer WA Comps
Kitsap Security Officer Class Spec

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 7
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7. Kitsap Court Security Officer Lead

8. 2022-2024 Courthouse Employees CBA & Wage
Schedule

9. Snohomish Marshal Job Description

10. 2023-2024 AFSCME Master CBA
11. 2023 wages Classified Salary Schedule

12. 2024 wages Airport, Fleet, Roads and Solid Waste
Supervisors Rate Table

13. Thurston Court Security Officer Class Special
14. Thurston Court Security 2023-2025 CBA w-Wages
15. Yakima Court Deputy Job Description

16. Yakima 2023-2025 DOS Court Deputies and Court
Deputy Sergeants CBA

17. King and Guild Comparables Retirement Benefit
Details 2024 King County and Guild Comparables
Wages with Retirement Benefits 2023

18. King County and Guild Comparables Wages with
Retirement Benefits 2024

19. 2023 Hourly Wage Guild Comparables with Guild
Proposed Wage and Longevity

ITI. Wages
A. Wage Comparisons
1. Analysis of Guild Comparables
1. Base Hourly Wage - Guild Comparables 2024
2. Base Hourly Wage - Guild Comparables 2024
3. CA POST Certificates Education Equivalent

Table
4. Longevity Graph - Guild Comparables 2024
5. Longevity Details - Guild Comparables 2024
6. Education Graph - Guild Comparables 2024
7. Education Graph - - Guild Comparables 2024
8. Education with Longevity Graph - Guild
Comparables 2024
9. Career Wage Guild Comparables 2023

10. Career Wage Guild Comparables 2024

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 8
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11. Net Hourly Wage - Guild Comparables 2023

12. Net Hourly Wage - Guild Comparables 2024

13. Hours of work — Guild Comparables 2023

14. Annual Hours Graph - Guild Comparables 2024

15. Holiday Hours Details -Guild Comparables 2024

16. Annual and Holiday Hours Graph - Guild
Comparables 2024

17. King and Guild Comparables Retirement Benefit
Details 2024 King County and Guild Comparables
Wages with Retirement Benefits 2023

18. King County and Guild Comparables Wages with
Retirement Benefits 2024

19. 2023 Hourly Wage Guild Comparables with Guild
Proposed Wage and Longevity

20. 2024 Hourly wage Guild Comparables with Guild
Proposed Wage and Longevity

21. 2023 Net Hourly Wage Guild Comparables with
Guild Proposed Wage and Longevity

22. Career Wage Report Applying Guild Proposal to
Guild Comparables 2023

23. Career Wage Report Applying Guild Proposal to
Guild Comparables 2024

B. Internal Equity
1. Industry Deputy Differentials and King County

Differentials

1. Guild Comparables - Court Officer as a
percentage of Deputy Sheriff wage (without San
Diego) 5 year no degree

2. Guild Comparables - Court Officer as a
percentage of Deputy Sheriff (without San
Diego) 25 year BA

3. County Comparables — Court Officer as a
percentage of Deputy Wage (without Kitsap) 5
years No Degree

4, County Comparables - Court Officer as a
percentage of Deputy Sheriff wage - (without

Kitsap) 25 Year BA

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 9
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5. King Marshal wage as percentage of Deputy wage
at 5 year No Degree

6. King County Court Officer as a percentage of
Deputy Sheriff 5 year No Degree Wage
Historical - with County Proposal

7. King Marshal wage as a percentage of Deputy
wage at 25 YR BA

8. King County Court Officer as a percentage of
Deputy Sheriff 25 year BA Wage Historical -
With County Proposal

9. King County Marshals and Deputy Historic
Settlements

10. Wages - Marshals and Deputy Sheriffs 2007-2024

11. Deputy and Court Officer Historical Wages with
2023 and 2024 Proposals

12. Deputy and Court Officer Historical Wages with
2023 and 2024 Proposals

2. Industry Correction Differentials and King County

Differentials

1. Guild Comparables Court Officer as a
Percentage of Corrections Officer Pay

2. Riverside 2024 Wage Schedule

3. Industry Standard: Court Officers and
Corrections Officers

4. Court Officer and Corrections Officer
Differential 5 Year No Degree

5. King Court and Corrections wage as a
percentage of Deputy wage at 5 yr ND

6. Deputy, Correction and Court Officer
Historical Increases 2007-2024

7. Kittitas Security Officer paid as Corrections
Corporal Chelan County Campus Security
position

8. Jefferson Court Deputy paid as Corrections
Officer

9. Chelan County Campus Security position

3. Other Recent King County Pay Differentials

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 10
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C. CPI

sw N

1. King Marshals and Screeners Recent Settlement
Trends

2. King Marshals and Coalition Recent Settlement
Trends

CPI 5 Year Table 2016-2024
April 2024 CPI Indices
Seattle CPI W June 2017-2023

King Marshals Wage increases and June Seattle
CPI-W from prior year

5. Aggregate Marshal Wage Increases with Prior Year
CPI Graph 2018-2024

6. Washington Police Settlement Trends 2021-2025
graph with CPI

7. Signature date graph 2022-2025

8. 2022 Settlement chart by date

9. 2023 Settlement chart by date

10. 2024 settlement chart by date

11. CPI History: All Cities W 1973-now

12. CPI History: Annual 1973-now Seattle CPI-W

13. CPI History Annual 1973-now Seattle CPI-W - data

14. Recent PERC Interest Arbitrations

15. Historically High Inflation Level of Ias Memo

D. Other Factors
1. Housing and Income Comparisons

1. Median Household Income - Comparables Guild

2. Median Household Income - Comparables County

3. 5 Year No Degree Court Officer Wage as a
Percentage of Median Household Income - Guild
Comps

4. 25 year BA Court Officer Wage as a Percentage
of Median Household Income - Guild Comps

5. 5 Year No Degree Court Officer Wage as a
Percentage of Median Household Income -
Employer Comparables

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 11
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6. 26 Year BA Court Officer Wage as a Percentage
of Median Household Income - Employer Comps
7. Median Household Income v. Wages
8. Comparable 25 Year BA Wages as a percentage of
Median Household Income (Applying Guild and
County Proposals)
9. NAR 2023 Q4 Median Home Prices
10. Median Home Prices - Guild Comparables Current
11. Median Home Prices - Employer Comparables
Current
12. King County Marshal Home Affordability: Median
Home Price and Annualized Corrections Officer
5 Year Wages
13. Aggregate Percent Increase in King County
Median Home Price and Court Officer 5 Year
Wages
14. King County Court Officer Home Affordability”
5 Year Wages as a Percent of King County
Median Home Price
15. King County Marshal and Guild Comparables Home
Affordability: 5 Year Current Wages as a
Percent of Median Home Price
16. King County Court Officer and County
Comparables Home Affordability: 5 Year Current
Wages as a Percent of Median Home Price
2. Wage proposal vs. Tax Base
1. Growth in Assessed Valuation v. King County
Wage Proposal
2. Growth in Sales Tax Revenues v. King County
Wage Proposal
3. County Marshal Applicants
1. Applicants
4, Local Labor Market
1. Seattle v. King County Marshals Wages
2. Seattle Marshal Position Description
E. Economy

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 12
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1. National Economic Conditions

1. May BLS Jobs Report

2. Employment Situation Summary - 2024 MO5
Results

3. June Federal Reserve Press Release
Federal Reserve June 2024 Summary of Economic
Projections

5. Transcript of June 2024 Chair Powell Press
Conference

6. BEA GDP Q1 2024 News Release

7. ‘Envy of the World” - US Economy Expected to
Keep Powering Higher

8. US Business Activity Grows as Europe Recovery
Slows

9. Stubbornly High Rents Prevent Fed from
Finishing Inflation Fight

10. Inflation Victory Is Proving Elusive,
Challenging Central Banks and Markets

11. The Fed’s Challenge: Has It Hit the Brakes
Hard Enough?

12. NYT June Jobs Report Article

13. NYT June 7: Wage Growth Exceeds Forecasts,
Potentially Deterring Fed Rate Cuts

14. NYT April 2024: Is the Boom—and-Bust Business
Cycle Dead?

15. Historical unemployment 1973 to present

16. Unemployment data with WSJ Economists
Predictions through December 2025

17. GDP with Wall Street Journal Economists
projections through 2026

2. State Economic Conditions

1. ESD Monthly Employment Report

2. LAUS Map 0424

3. The Monthly Employment Report

4. Washington leads as top state economy

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 13
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5. Economic Forecast — Calendar Year Summary
Tales

6 June 2024 Preliminary Economic Forecast

7 Economic & Revenue Update

8. WA Monthly employment Report

9 County Average Hourly Wage 2022

3. Local Economic Conditions

1. ESD - King County profile

2. King County Office of Economic and Financial
Analysis: Employment Trends in King County

3. 2024 King County Economic and Revenue Forecast
KC Economic and Revenue Forecast Update

4. March 2024 KC Economic and Revenue Forecast
Update

5. King County ECONPULSE Q1 2024 Report
Seattle Times: “How Seattle’s economy is
managing in this uncertain season”

7. Seattle Times: “Seattle fared better than
expected in the pandemic economy”

8. Seattle Times: “Good and not-so-good news for
Seattle’s Economy so far in 2023”7

9. Geekwire: “Seattle’s economic strength helps
propel it to No. 6 in new ranking of top 1,000
global cities”

10. Oxford Economics Global Cities Index 2024

F. County Budget

1. King County Sales Tax Revenue

2. King County Assessed Valuation Aggregate
Increases 2013-2023

3. King County General Fund Budget 2023-2024
Sheriff’s Budget 2018-2024 (Adopted and
Actual)

5. 2018-2024 Sheriff Wages & Benefits
2018-2024 Marshals Budget

7. 2018-24 Marshals Compensation Budget

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 14
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8. Marshals Compensation as Percent of County and
Sheriff Budgets
IV. Longevity
1. Guild Longevity Proposal
2. Longevity Graph - Guild Comparables 2024
3. Longevity Details - Guild Comparables 2024
4. PSERS Plan 2 DRS
5. Tables showing Longevity Worksheet
6. Pers Benefit with and without Employee
Longevity Over Time
7. Summary of Longevity Impact Loss over Time
without Guild’s Longevity Proposal
UNION REBUTTAL
R1 MSRC 2023 County Revenue Guide
R2 2022 DOR Tax Reference Manual
R3 Washington State Local Tax Reference Guide
R4 Washington Tax Levy Manual
R5 MSRC Article on Levy Lid Lifts
R6 DO Summary of Washington Property Taxes
R7 R 82.14.450
RS RC 82.14.340
R9 W 458-19
R10 King County Total Levy and Levy rate historical
R11 King Levy Due 2017-2023 (3 Reports)
R12 King Levy Rate 2018-2023
R13 General Fund Revenues
R14 General Fund Revenues — Property Taxes
R15 Debt Balances
R16 State Auditor Assessment of King County
R17 ARP funding uses
KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 15
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R18 ARP funding with General Fund Revenue 2019
R19 2023 Financial statement

R20 End of Year Fund Balances

R21 King SAO Finance Report 2022

R22 LERC Ability to Pay Monograph

R23 Alameda County Recruitment Notice for Deputy Sheriff
SAN position 11/2020-7/2023

R24 Alameda County Salary Ordinance Amendments to
unrepresented Sheriff SAN position

R25 Bureau of Economic Analysis - Regional Price Parities
2022 (current data)

R26 Latest RPP data for CA and WA released December 2023

R27 2020 Standards for Delineating Core Based Statistical
Areas - Federal Register Part IV

R28 Revisions to Source Data for Regional Price Parities
R29 Memo Regarding Changes in RPP data - June 2023

R30 Weighting Comparables using RPP - King and Guild
Comparables - Court Deputy Hourly with RPP

R31 Weighting Comparables using RPP - King and County
Comparables - Court Deputy Hourly with RPP

R32 Ca State Controller - Alameda Cty Deputy Pay

BACKGROUND
Washington statute provides interest arbitration for
uniformed personnel as a method to resolve labor disputes while
prohibiting the right to strike. RCW 41.56.430 sets forth the

importance of the services provided by uniformed personnel which

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 16
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makes an interruption of those services not acceptable. The

language of that provision reads:
The intent and purpose of chapter 131, Laws of 1973 is to
recognize that there exists a public policy in the state of
Washington against strikes by uniformed personnel as a
means of settling their labor disputes; that the
uninterrupted and dedicated service of these classes of
employees is vital to the welfare and public safety of the
state of Washington; that to promote such dedicated and
uninterrupted public service there should exist an
effective and adequate alternative means of settling
disputes.
RCW 41.56.450 provides the “alternative means of settling

4

disputes,” stating that when the “parties remain at impasse, then
an interest arbitration panel shall be created to resolve the
dispute.” King County and the King County Marshals Guild are in
the process of negotiating their 2023 - 2024 collective bargaining

agreement (CBA). By letter dated August 14, 2023, PERC indicated

that the Parties were at impasse on two issues:

° Wages

° Creation of Longevity Premium (E 22)
PERC concluded the letter by finding “the parties are at impasse
and will certify the above issues to interest arbitration” (E 22).

Thus, consistent with the statutory requirements, each Party
selected a partisan Arbitrator and Timothy Williams was selected
as the “neutral chair.” A four-day hearing was conducted with a
transcript provided to the Parties and to the arbitration panel.
The Parties determined to present their final closing arguments in

the form of a brief and the briefs were timely received. During

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 17
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the hearing an extensive set of documents was presented. As a
result, the Arbitrator requested and received an extension to
November 22 for filing the final award. This document constitutes
the final award and is presented within the time extension granted

by the Parties.

DISCUSSION

King County and King County Sheriff’s Office Court Marshals
Guild are in the process of negotiating the January 1, 2023 through
December 31, 2024 labor agreement. All matters of negotiation
have been resolved (E 30) except two issues that are before the
Panel. Both issues involve a matter of wages. The County proposes
to maintain the current wage structure and to increase wages by 4%
on January 1, 2023, and another 4% on January 1, 2024. These

increases will result in the following wage schedule:

Year Step 6 Step 7 Step 8 Step 9 Step 10
1/1/23 $35.7854 $36.6441 $37.5236 $38.4242 $39.3463
1/1/24 $37.2168 $38.1099 $39.0246 $39.9611 $40.9202

The Guild proposes to increase wages by 8% on January 1, 2023,
and another 8% on January 1, 2024. The wage schedule resulting

from these increases is as follows:

Year Step 6 Step 7 Step 8 Step 9 Step 10
1/1/23 $37.16 $38.05 $38.97 $39.90 $40.86
1/1/24 $40.13 $41.10 $42.08 $43.09 $44.13

KING COUNTY MARSHALS’ GUILD/KING COUNTY INTEREST ARBITRATION AWARD, P 18
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The Guild also proposed adding a new longevity schedule to

the existing wage provision. This provision reads as follows:

Longevity/Retention Schedule - The County agrees to a

schedule that serves as a Longevity - Retention Schedule as
follows:

Six (6) Years 2% o Dbase pa

Nine (9) Years 3% £ Dbase y

Twelve (12) Years 4% o base pa

Fifteen (15) Years 5% f Dbase y

The County is opposed to including this new provision in the

CBA contending that any new money should be put into the regular

salary schedule.

Washington statute provides guidance to the arbitration panel

for the task of rendering a decision for the salary schedule with

wage

That

increase and concerning the potential longevity proposal.
guidance is found as follows:

RCW 41.56.465

Uniformed personnel—Interest arbitration panel-—
Determinations—Factors to be considered

(1) In making its determination, the panel shall be
mindful of the legislative purpose enumerated in RCW
41.56.430 and, as additional standards or guidelines to aid
it in reaching a decision, the panel shall consider:

(a) The constitutional and statutory authority of the
employer;

(b) Stipulations of the parties;

(c) The average consumer prices for goods and
services, commonly known as the cost of living;

(d) Changes in any of the circumstances under (a)
through (c) of this subsection during the pendency of the
proceedings; and
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(e) Such other factors, not confined to the factors
under (a) through (d) of this subsection, that are normally
or traditionally taken into consideration in the

determination of wages, hours, and conditions of
employment.

(2) For employees listed in RCW 41.56.030(7)! (a)
through (d), the panel shall also consider a comparison of
the wages, hours, and conditions of employment of personnel
involved in the proceedings with the wages, hours, and
conditions of employment of like personnel of like
employers of similar size on the west coast of the United
States.

The panel emphasizes that it has been carefully mindful of
the statutory criteria as it reviewed the evidence and arguments
of the Parties. Ultimately, the discussion will focus on the
arguments and evidence that were found to weigh most heavily in
the decision. The fact that a contention or point is not discussed
does not mean that it was not considered. It does mean that it
was not determined to be a major factor in arriving at the final
award. Both Parties set forth strong arguments in their briefs
and the ones found most pertinent involve the matter of

comparability, cost-of-living increases and internal equity. This

discussion continues by analyzing each of these.

1 There is a Reviser's note attached to the statute: “RCW 41.56.030 was
alphabetized pursuant to RCW 1.08.015(2) (k), changing subsection (7) to
subsection (14). RCW 41.56.030 was subsequently amended by 2011 1st sp.s. cC
21 s 11, changing subsection (14) to subsection (13). RCW 41.56.030 was

subsequently amended by 2020 c 298 s 1, changing subsection (13) to
subsection (14).”
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Comparability

Washington statute provides interest arbitration for
uniformed personnel as an alternative to a prohibited work
stoppage. The Marshals provided court security and are uniformed
personnel within the King County Sheriff’s Department. As such,
an impasse on unresolved issues at the bargaining table must be
submitted to interest arbitration. Comparability is one of the
criteria that the Arbitrator is required to use in resolving the
impasse. Specifically, the panel is charged with comparing “wages,
hours, and conditions of employment of personnel involved in the
proceedings with the wages, hours, and conditions of employment of
like personnel of like employers of similar size on the west coast
of the United States.”

In the instant case, the Parties do not agree on the set of
comparables. The Marshals’ 1list consists of four counties in
California while the County’s 1list includes one of the four
California counties and multiple counties from Washington. At
hearing and in their briefs the Parties provided extensive analysis
of what constitutes an appropriate set of comparables.

The statute provides that the comparables must be Y“like
personnel of like employers of similar size on the west coast.”
Typically, the construct of like personnel does not pose a problem.
City police are compared with City police, county deputy sheriffs

with county deputy sheriffs and firefighters with firefighters.
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The County Marshalls, however, pose a special problem in that court
security 1s provided with a wide range of different options. There
is no generally accepted, single approach. At times regular deputy
sheriffs may be used or court security will be a function of
corrections. In either case, there will be no court marshals.

Arbitrator Howell Lankford, in the only earlier interest
arbitration case involving Washington court marshals, expressed
this problem as follows:

The final variable, “like personnel,” is usually the least

problematic of the three. Usually, “like personnel” simply

instructs the Arbitrator to compare police with police,
corrections with corrections, and fire with fire. That is
because both the legal authority and the actual work of most
interest-arbitrable classifications do not wvary much from
employer to employer. Unfortunately, as far as this record
shows, there 1is no widespread agreement that courthouse
security should be assigned to commissioned court marshals.

There are many answers to the question “How shall we assure

security in and around the courthouse?” (E 24, P 6)

The other two variables that Arbitrator Lankford was
referencing are that the comparables must be similar sized
jurisdiction and must be west coast. Similar size has regularly
been interpreted by arbitrators as plus or minus 50% (up to 50%
bigger or 50% smaller). The Panel emphasizes, however, that the
size of the location and its geographic position are useful only
if there are “1like personnel.”

An additional issue is what Arbitrator Langford referenced as

“The apparent hole in the statutory language” (E 24, P 3). RCW

41.56.465, paragraph (2) requires the panel to consider
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comparability for uniformed personnel in similar seized west coast
jurisdictions. This 1is required for “employees listed in RCW
41.56.030(14) (a) through (d).” the pertinent parts of RCW
41.56.030(14) read as follows:
(14) "Uniformed personnel" means: (a) Law enforcement
officers as defined in RCW 41.26.030 employed by the governing
body of any city or town with a population of two thousand
five hundred or more and law enforcement officers employed by
the governing body of any county with a population of ten
thousand or more;.. (i) court marshals of any county who
are employed by, trained for, and commissioned by the county
sheriff and charged with the responsibility of enforcing
laws, protecting and maintaining security in all county-owned
or contracted property, and performing any other duties

assigned to them by the county sheriff or mandated by judicial
order;..

Court marshals are not identified in (a) through (d) but
rather are found in (i). Ultimately, Arbitrator Lankford explained
that this was not a problem for his work since neither Party made
an issue out of it and, simply set forth what each believed to be
the appropriate comparators. He concluded that the Parties’
decisions to go forward with evidence and arguments on comparators
constituted a stipulation upon which he could proceed (E 24, P 4).

But the stipulation upon which Arbitrator Lankford preceded
is not present in the instant case. King County strongly argues
that while comparability should be considered as part of “Such
other factors, not confined to the factors under (a) through (d)

of this subsection, that are normally or traditionally taken into
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”

consideration..,” greater latitude should be allowed in terms of

choosing appropriate comparators. The County states:
However, that RCW does not apply in this interest
arbitration because, as argued above, Court Marshal is not
an “employee listed in RCW 41.56.030(14) (a)-(d) which is
required to make that consideration mandatory. This does
not mean that comparability of employers should not be
considered, it simply means that the statutory limitation
of only considering employes that have a population that is
plus or minus 50 percent does not apply to this interest
arbitration. (E Br, P 12)

The Union contends that there was no legislative intent to
restrict the wuse of comparability as part of an interest
arbitration proceeding involving Court Marshals. Thus, the effort
by the County to use comparators from the State of Washington that
ignore the plus or minus 50 percent population principal should
be ignored by the panel.

The panel concludes that the best approach to addressing the
two comparability issues described above is to look specifically
at those jurisdictions proposed by each of the Parties. The Guild
proposes Alameda, Orange, Riverside and San Diego counties in
California. All four are within the plus or minus 50 percent
population requirement. Riverside is also on the Employer’s list
of comparables and, therefore, the Arbitrator will accept that one
without comment. The Arbitrator finds the other three deficient
over concerns about “1like personnel.”

San Diego County uses regular sheriff’s deputies to provide

court security. The fact that court security is a separately
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listed function in the class specification does not change the
fact that they are simply sheriff’s deputies. The class
specification indicates that the employees filling this position
“perform a variety of general law enforcement functions consisting
of patrol, court services, investigations, arrest, apprehension,
supervision, and control of incarcerated persons, and to perform
related work as required” (U II C 6, P 1).

The evidence also indicates that Alameda County provides
court security with regular sheriff’s deputies. While there is a
position called the deputy sheriff SAN (service as needed), the
description is an employee that “provides limited law enforcement
services.. on a services-as-needed basis.” These employees are
only used to “provide supplemental law enforcement surfaces to
meet temporary fluctuation in staffing needs” (U IIC2). The daily
requirements of court security <could hardly Dbe considered
“temporary fluctuation.” And further evidence indicates that
there are 97 regular deputies assigned to Court Services (UR 32).

For Orange County, the Guild submitted a position called
Sheriff’s Special Officer and this position 1is not a regular
sheriff’s deputy. An employee in this position “patrols and
provide security for properties against theft and illegal entry;
enforces laws, ordinances, rules and regulations at County or
special district facility, John Wayne Airport, or in County Jail

facilities; perform special duty assignments and other work as
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required” (U II C 3). There 1s no mention of court security
services in the description of this position. More important, the
license and certification for this position is not that of a
regular sheriff’s deputy, the basic peace officers’ certificate is
not required. A person in this position does not have arrest
powers but must call for a law enforcement officer if an arrest is
needed.

As previously noted, both Parties have included Riverside
County as a comparable. It has a position called “Court Deputy.”
While there are certainly differences between King County Court
Marshals and Riverside County Court Deputies, there are enough
similarities to make this a viable comparator (U II C 5).

Ultimately the panel finds that only Riverside County
provides court security with a position similar to Court Marshals.
The panel does not find appropriate making a comparison where court
security is performed by regular deputy sheriffs. Obviously, such
a comparison will place Court Marshals behind since regular deputy
sheriffs in all of the data make a higher wage. The Orange County
position is flawed because it does not rise to the same level as
that of a King County Court Marshal and it’s questionable whether
or not it actually performs court security duties.

Which brings us to the point of looking at the County’s
proposed list of comparables. The County fully acknowledges that

this list, except Riverside County in California, does not make
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the plus or minus 50 percent population requirement. Four
Washington counties were found to be comparable when applying two

A\Y

criteria: “a) commissioned by a county sheriff and b) focused on
courthouse security as a primary duty” (E Br, P 9). Those counties
are Snohomish, Thurston, Kitsap, and Yakima. All four are
significantly smaller than King County. With the possible
exception of Kitsap County, the panel found that these counties
have “like personnel.”

The statute requires that “the panel shall also consider a
comparison..” What the statute does not do is mandate how that
comparison should be applied to each individual case. Should the
Party in the interest arbitration proceedings strive for an average
of the comparators? Would there be cases where the appropriate
position would be to lead the comparators? Perhaps conditions are
such that slightly behind would be appropriate. The panel finds
that these questions and concerns are particularly important when
we have a comparator of one that fully meets the statutory
definition. Additionally, these questions are significant when
considering the two problem areas related to court marshals
previously discussed.

The basic conclusion of the panel is that the Court Marshals
are not behind comparators when they are not being compared to

regular sheriff deputies. The panel will return to the matter of
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the comparators and provide a more complete analysis at a later

point in this discussion

Cost of Living

The panel is required to consider the impact on wages of the
“average consumer prices for goods and services, commonly known as
the cost of living.” The Guild asserts and the panel agrees that
in “collective bargaining for a January wage increase, the prior
year’s June CPI number, released in July, is the relevant indicator
for wage settlements” (U Br, P 31).

2009 was vyear one for the Guild bargaining unit and a
collective bargaining agreement with a negotiated wage schedule.
CPI data shows that from 2009 through 2021 contractual wages
regularly exceeded the Seattle CPI-W by 5% to 10% -- the bargaining
unit stayed ahead of cost of 1living (E 27, P 14 & 15). That
reality changed substantially in 2022 (June 2021) where the cost-
of-living increase was 6.3% and the wage increase was 2%. 2023
(June 2022) saw another big increase in the Seattle CPI-W of 9.5%
and 4.5% 2024 (June 2023). The result, as acknowledged by the
County, 1s that even with a 4% plus 4% wages increase, Guild wages
in 2023 and 2024 will fall below the increase in Seattle CPI-W (E
27, P 15).

Clearly, these facts established a justification for a wage
increase greater than 4% and 4%. The panel will look more closely

at the impact of the Seattle CPI-W latter in this decision.
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Internal Equity

The panel 1is directed by statute to consider “Such other
factors.. that are normally or traditionally taken into
consideration in the determination of wages...” The Guild strongly
argues that one of those “other factors” should be internal equity.
Wages for the Guild should be compared to wages for other interest
arbitration eligible bargaining units which would include deputy
sheriffs and corrections officers. The Guild points out that in
2017, 5-year wages of Marshals were 79% of deputy sheriffs and the
County’s proposed wage increase and would leave the Marshals in
2024 at 67% (U Br, P 49). Similar attrition occurs regarding
corrections which would see a reduction from 94% of corrections
pay to 88% (U Br, P 50).

The panel finds that while the evidence does show attrition
compared to other King County interest arbitration eligible
bargaining units, much of that attrition can meet justified when
looking at the issues of recruitment and retention. The sheriff’s
department is hiring and has had a difficult time filling all of
its open positions. Testimony of County witnesses is quite clear
that while there it has been no recruitment problem for court
marshals there has been one for deputy sheriff, corrections officer
and detention officer (Tr 277). In the past, this problem has
been sufficient as to justify the creation of an employee referral

bonus of 355000 (E 11).
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The panel notes that where an employer is having a recruitment
and retention problem, significant wage increases are likely to
follow. In the alternative, where an employer 1s having no
retention problems and recruitment generates multiple qualified
candidates for any open position, there will not be a lot of
incentive for the Employer to raise the wages of the group. The
growing gap between the wages of King County Court Marshals and
King County deputy sheriffs and King County corrections officers
appear to be Jjustified based on the disparity in matters of

recruitment and retention.

Longevity

The Guild proposes a new wage provision which consists of a
longevity steps to the salary schedule; longevity wage increases
at year six, nine, twelve and fifteen. The Guild contends there
are four good reasons to support adding this provision to the CBA:

(1) it is a Dbenefit provided in a number of comparable
jurisdictions; (2) the senior officers who remain with the

department provide a demonstrated value to the Employer; (3)
internal equity strongly supports such an award; and (4)
employee retention would be improved. (U Br, P 56)

The County sees the matter quite differently and argues that
the comparability data does not support adopting a longevity
provision nor do the demographic realities related to the Court
Marshals. The Company points to the fact that the four comparables
proposed by the Guild have only one with a longevity provision

which does not work very well for the Court Marshals.
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..if applied to the demographics of the current court
marshals, who at hire have a median age of 55.7 years old,
the premium would kick-in at a median marshal age of 75.7
years old, and the second would kick-in at a median marshal
age of 80.7 years old. (E Br, P 22)

The evidence indicates that from 2014 to 2024 the average age
at hire was 55.38 and the average age and employment ended was
59.09 with an average tenure of 2.86 years (E 13). For most of
the court marshals, this was work after retirement and after the
start of a pension.

Proof of this “second career” status is found in the

demographic data of the employees that belong to the

bargaining unit. Of the Court Marshals that left employment
during the prior 10 years between 2014-2024, the median age
at hire was 58.5 years. For the currently employed Court

Marshals, the median age at hire is 53.6 years. This was

also confirmed by testimony of Court Marshal Dave Scontrino

who stated, ™“We typically were looking for people in a

retired status from what’s called a LEOFF 2 position, regular

employment as a full-time police officer. They could retire,
draw their LEOFF 2 retirement pension and then come to work
for us as a marshal.” Marshal Scontrino was himself retired
from another career prior to becoming a court marshal.

[citations omitted] (E Br, P 6 & 7)

However, Marshall Scontrino’s testimony is significant in
that he fully acknowledges that “we typically are looking for
people in a retired status from what’s called a LEOFF 2 position”
(Tr 121). However, he goes on to testify that things are changing,
“we’ve got a newer group, we have a lot of young people that come
in that are in their thirties and there looking for a different

avenue rather than law enforcement on the street for various family

reasons or whatever personal reasons, they’ve decided to go this
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direction and make their career as far as the marshal” (Tr 121 &
122) .

The Panel has determined to award a longevity provision but
one that is set at 10 years and 15 years. For those employees who
do make more of a career out of the Court Marshal position, there
are certainly values to the Employer from their longevity, a value
for which a wage adjustment is Jjustified. On the other hand, for
those employees that are already on a pension when they are hired
and whose tenure is quite short, the longevity provision will have

no meaning nor any cost to the County.

sSummary

The Panel has determined to award a 6% increase January 1,
2023 and a 4% increase January 1, 2024. The CPI data alone 1is
sufficient to warrant the 6% increase. Additionally, the panel
will provide language for a long Javed the premium and that will
include a longevity wage increase of 3% after completing 10 years
has a Marshal and another 3% after completing 15 years.

This decision was not much influenced by comparability data
as there was so little of it. However, the Panel was fully aware
that regional price differences impact the ability to make a valid
comparison regarding wages. Money 1is not intrinsically valuable;
its value is only in what it can be exchanged for. Thus, a smaller
wage may actually be a larger wage in terms of what it buys. The

other counties in Washington which have a like position to Court
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Marshals are simply too small to make a valid comparison. However,
both the Guild’s evidence and that of the County clearly
established that King County is the most expensive place to live
in the State of Washington. As such, and given its size, wages
provided the King County Court Marshals should be greater than
those provided by any other County. The panel believes 6% and 4%
achieves that goal (E 27, P 2).

Finally, the Employer specifically indicated that it was not
making an inability to pay argument but it did want the panel to
be conscious of the fact that there were serious financial
limitations. The Guild, on the other hand, provided extensive
financial evidence and arguments as to why the County fully had
the ability to pay what the Guild was proposing. Ultimately, the
panel believes that the award is justified by the evidence and
arguments and that it does not create financial harm for the

County.

AWARD
The Parties 2023-2024 CBA shall include all the language that
the Parties have tentatively approved to date. The compensation
rates under that agreement shall include a retroactive across the
board increase of 6% January 1, 2023 and a retroactive 4% January

1, 2024.
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The following longevity provision should be placed in
Addendum A with any resulting wage increase taking place the first

full pay period following the date of this decision.

Longevity — base pay will be increased by the amount indicated

upon completion of the required time working as a Court Martial.

o°

10 years (120 months) 3
15 years (180 months) 3

o°

This interest arbitration award is respectfully submitted on

the 22nd day of November, 2024, by,

MD&JUW

Timothy D.W. Williams

Arbitrator
Josh Marburger Dl >
Josh Marburger (Nov 22, 2024 16:16 PST) Brad McClerinen (Nov 22, 2024 18:50 PST)
Josh Marburger Brad McClennen
County Partisan Arbitrator Union Partisan Arbitrator

Note: the signatures of the partisan arbitrators signify their
acceptance of the award and not necessarily their agreement with
the discussion, which was written entirely by the neutral
arbitrator.
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Ordinance 19890
APPENDIX D

March 5, 1990/ae Introduced by: Paul Barden
0641F/CM/pb/ae
Proposed No.: 89-595

MOTION NO. 7 8;5 4

A MOTION establishing a Police Officer's Bill of
lRights for all persons ip the f%eld of public law
enforcement; and rescinding Motion No. 1169.

WHEREAS, it shall be the policy of King County that all
persons in the field of public law enforcement, juvenile and
adult detention shall be entitled to the protection of the
provisions contained herein of what shall hereafter be referred
to as the "Police Officer's Bill of Rights."

NOW, THEREFORE BE IT MOVED by the Council of King County:

The King County Police, Juvenile and Adult Detention and
Correction Officers' Bill of Rights shall have the following
provisions:

A. Every employee who becomes the subject of an internal
investigation shall be advised at the time of the interview
that s/he is suspected of:

1. committing a criminal offense;

2. misconduct that would be grounds for termination,
suspension, or other disciplinary action; or

3. that s/he may not be qualified for continued
employment with the Department.

B. Any employee who becomes the subject of a criminal
investigation may have legal counsel present during all
interviews. This representation by counsel is confined to
counseling and not actual participation in the investigation.

A criminal investigation as used herein shall be interpretgd as
any action which could result in the filing of a criminal
charge. A major investigation as used elsewhere in this motion
shall be interpreted as.any action which could result in
dismissal from the Department or the filing of a criminal

charge.

King County Sheriff’s Office Marshals’ Guild - County Marshals - King County Sheriff’s Office
January 1, 2017 through December 31, 2020
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7854

C. The employee under investigation must at the time of
an interview be informed of the name of the officer in charge
of the investigation and the name of the officer who will be
conducting the interview.

D. The employee shall be informed in writing of the
nature of the major investigation and whethers/heis a witness
or suspect before any interview commences, including
information necessary to reasonably apprise him/her of the
allegations of such complaints.

E. The interview of an employee shall be at a reasonable
hour, preferably when the employee is on dhty unless the
exigencies of the interview dictate otherwise. Whenever
possible interviews shall be scheduled during the normal work
day of the county.

F. The employee may request that a major investigation
interview be recorded, either mechanically and/or by a
stenographer. There can be no‘"off—the-record“ questions.

Upon request, the employee under a major investigation shall be
provided an exact copy of any written statements/hehas signed
or of a verbatim transcript of any interview.

G. Interviewing shall be completed within a reasonable
time, and shall be done under circumstances devoid of
intimidation or coercion. In all major investigation
interviews the employee shall be afforded an opportunity and
facilities to contact and consult privately with an attorney of
his/her own choosing before being interviewed. The employee
shall be entitled to such reasonable intermissions as s/he
shall request for personal necessities, meals, telephone calls,
and rest periods.

H. A1l interviewing shall be limited in scope to
activities, circumstances, or events which pertain to the
employee's conduct or acts which may form the basis for
disciplinary action under one or more of the categories

contained in Paragraph 2 herein.
2
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2 I. The employee will not be threatened with dismissal or

3 other disciplinary punishment as a guise to attempt to obtain his/
4 her resignation, nor shall s/he be subject to abusive or

5  ||offensive lTanguage or intimidated in any other manner. No

6 promises or rewards shall be made as an inducement to answer

7 questions.

8 Motion No. 1169 is hereby rescinded.

9 PASSED this 5 TH day of Meurch , 19D

10

11 : KING COUNTY COUNCIL

19 KING COUNTY, WASHINGTON
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King County Sheriff’s Office Marshals” Guild - County Marshals - King County Sheriff’s Office
January 1, 2017 through. December 31,2020
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ELECTRONIC RECORD AND SIGNATURE DISCLOSURE

From time to time, King County-Department of 02 (we, us or Company) may be required by law
to provide to you certain written notices or disclosures. Described below are the terms and
conditions for providing to you such notices and disclosures electronically through the DocuSign
system. Please read the information below carefully and thoroughly, and if you can access this
information electronically to your satisfaction and agree to this Electronic Record and Signature
Disclosure (ERSD), please confirm your agreement by selecting the check-box next to ‘I agree to
use electronic records and signatures’ before clicking ‘CONTINUE’ within the DocuSign
system.

Getting paper copies

At any time, you may request from us a paper copy of any record provided or made available
electronically to you by us. You will have the ability to download and print documents we send
to you through the DocuSign system during and immediately after the signing session and, if you
elect to create a DocuSign account, you may access the documents for a limited period of time
(usually 30 days) after such documents are first sent to you. After such time, if you wish for us to
send you paper copies of any such documents from our office to you, you will be charged a
$0.00 per-page fee. You may request delivery of such paper copies from us by following the
procedure described below.

Withdrawing your consent

If you decide to receive notices and disclosures from us electronically, you may at any time
change your mind and tell us that thereafter you want to receive required notices and disclosures
only in paper format. How you must inform us of your decision to receive future notices and
disclosure in paper format and withdraw your consent to receive notices and disclosures
electronically is described below.

Consequences of changing your mind

If you elect to receive required notices and disclosures only in paper format, it will slow the
speed at which we can complete certain steps in transactions with you and delivering services to
you because we will need first to send the required notices or disclosures to you in paper format,
and then wait until we receive back from you your acknowledgment of your receipt of such
paper notices or disclosures. Further, you will no longer be able to use the DocuSign system to
receive required notices and consents electronically from us or to sign electronically documents
from us.

All notices and disclosures will be sent to you electronically



Unless you tell us otherwise in accordance with the procedures described herein, we will provide
electronically to you through the DocuSign system all required notices, disclosures,
authorizations, acknowledgements, and other documents that are required to be provided or made
available to you during the course of our relationship with you. To reduce the chance of you
inadvertently not receiving any notice or disclosure, we prefer to provide all of the required
notices and disclosures to you by the same method and to the same address that you have given
us. Thus, you can receive all the disclosures and notices electronically or in paper format through
the paper mail delivery system. If you do not agree with this process, please let us know as
described below. Please also see the paragraph immediately above that describes the
consequences of your electing not to receive delivery of the notices and disclosures
electronically from us.

How to contact King County-Department of 02:

You may contact us to let us know of your changes as to how we may contact you electronically,
to request paper copies of certain information from us, and to withdraw your prior consent to
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previous email address, your new email address. We do not require any other information from
you to change your email address.

If you created a DocuSign account, you may update it with your new email address through your
account preferences.

To request paper copies from King County-Department of 02

To request delivery from us of paper copies of the notices and disclosures previously provided
by us to you electronically, you must send us an email to cipriano.dacanay@kingcounty.gov and
in the body of such request you must state your email address, full name, mailing address, and
telephone number. We will bill you for any fees at that time, if any.

To withdraw your consent with King County-Department of 02

To inform us that you no longer wish to receive future notices and disclosures in electronic
format you may:



i. decline to sign a document from within your signing session, and on the subsequent page,
select the check-box indicating you wish to withdraw your consent, or you may;

ii. send us an email to cipriano.dacanay@kingcounty.gov and in the body of such request you
must state your email, full name, mailing address, and telephone number. We do not need any
other information from you to withdraw consent.. The consequences of your withdrawing
consent for online documents will be that transactions may take a longer time to process..

Required hardware and software
The minimum system requirements for using the DocuSign system may change over time. The

current system requirements are found here: https://support.docusign.com/quides/signer-guide-
signing-system-requirements.

Acknowledging your access and consent to receive and sign documents electronically

To confirm to us that you can access this information electronically, which will be similar to
other electronic notices and disclosures that we will provide to you, please confirm that you have
read this ERSD, and (i) that you are able to print on paper or electronically save this ERSD for
your future reference and access; or (ii) that you are able to email this ERSD to an email address
where you will be able to print on paper or save it for your future reference and access. Further,
if you consent to receiving notices and disclosures exclusively in electronic format as described
herein, then select the check-box next to ‘I agree to use electronic records and signatures’ before
clicking ‘CONTINUE’ within the DocuSign system.

By selecting the check-box next to ‘I agree to use electronic records and signatures’, you confirm
that:

e You can access and read this Electronic Record and Signature Disclosure; and

e You can print on paper this Electronic Record and Signature Disclosure, or save or send
this Electronic Record and Disclosure to a location where you can print it, for future
reference and access; and

« Until or unless you notify King County-Department of 02 as described above, you
consent to receive exclusively through electronic means all notices, disclosures,
authorizations, acknowledgements, and other documents that are required to be provided
or made available to you by King County-Department of 02 during the course of your
relationship with King County-Department of 02.
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