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METROPOLITAN KING COUNTY COUNCIL

LABOR, OPERATIONS AND TECHNOLOGY
STAFF REPORT

AGENDA ITEM:  5
DATE:  June 13, 2006
PROPOSED NO:  2006-0261
PREPARED BY:  David Randall
SUBJECT:  AN ORDINANCE approving and adopting the collective bargaining agreement negotiated by and between King County and the International Federation of Professional & Technical Engineers, Local 17 (Professional & Technical – Roads Division), representing employees in the department of transportation; and establishing the effective date of said agreement.
SUMMARY:  Proposed Ordinance 2006-0261 would approve a new collective bargaining agreement (CBA) with the International Federation of Professional & Technical Engineers, Local 17.  The proposed agreement covers about 80 employees in 48 job classifications in the roads division of the department of transportation.  The proposed agreement is for a three-year period from January 1, 2006 through December 31, 2008.  
The executive has met the requirement to transmit the proposed collective bargaining agreement within 45 days after a tentative agreement was reached (K.C.C. 3.16.040).  The proposed agreement was received by the Council on May 26, 2006 and a tentative agreement was reached on May 5, 2006.

The proposed labor agreement appears to meet adopted labor policies with one exception.  The proposed agreement does not meet the labor policy on timeliness of labor contract negotiations (LP 1998-019).  This policy states that the goal of the county is to complete labor negotiations prior to the expiration of the labor agreement.  The previous labor agreement expired on December 31, 2005 and a tentative agreement was reached on May 5, 2006.  While a draft tentative agreement was reached in January 2006, discussions continued to refine some of the language in the agreement and to verify the accuracy of the seniority lists and job classification lists that are attached to the proposed agreement.  
The proposed labor agreement appears to meet most of the classification and compensation project policies, objectives and guidelines for executive branch employees.  All covered bargaining unit employees have been allocated to job classifications established in the Classification/Compensation Project, and all covered positions are on the standard ten-step squared pay schedule.  The proposed agreement does not appear to meet the county’s standard practice of hiring new employees at step one of the assigned range when they are newly appointed to a position.  Under the proposed agreement, new employees begin at step two or a higher-even numbered step at management’s discretion. 

The proposed agreement retains this provision from the previously adopted labor agreement that utilizes only the even-numbered steps of the ten step schedule.  
New Contract Provisions:
Executive Leave – The proposed agreement revises an existing provision of three days of executive leave per year.  The new provision is changed to apply only to those who are non-probationary employees in a bargaining unit position for the majority of a year.  Additional executive leave may be granted at the discretion of management, but no employee will receive more than ten days per year.
Lateral Transfer – The proposed agreement includes a new provision that grants bargaining unit employees the opportunity to make a lateral transfer to a vacant bargaining unit position of the same job classification.

Old or Ongoing Contract Provisions:
Work performed/Classifications – The proposed agreement covers two bargaining groups of employees working in the roads division of the department of transportation.  Employees work in various functions related to planning and oversight of county road projects to ensure the safety and efficiency of this network of roads.
Approximately 20 employees in 12 job classifications work in the planning bargaining unit.  These employees are responsible for transportation planning, communications, grants and contracts oversight.  An additional 60 employees in 36 job classifications work in the professional bargaining unit.  These employees are responsible for project/program management, technical/information systems and business and finance oversight. 
Salary Schedule – Similar to the previously adopted labor agreement, the proposed labor agreement grants employees a rate of step progression at two-steps per year through the pay range.  In the proposed agreement, the existing step progression language is revised to describe the progression more clearly, that is, the even-numbered steps of the county’s ten-step squared pay schedule.  Employees in the planning unit would progress annually to the next even-numbered steps to step ten.  Employees in the professional unit would progress annually to the next even-numbered steps to step four; and, thereafter, would progress to the next even-numbered step on the basis of merit (as defined by an annual performance appraisal).
Employee Discipline/Performance – The proposed agreement states that employees who have completed their probationary period shall not be disciplined or discharged except for just cause.  Progressive discipline will be emphasized.  
Employees in the professional bargaining unit are under a merit pay plan that requires annual performance appraisals for step increases above Step 4, and provides for merit pay above the top step for employees with outstanding performance ratings.  Performance appraisals for the planning unit are required for those employees who are eligible for merit pay above the top step, and may be conducted for other employees.  
Employee performance is monitored and evaluated on an ongoing basis by managers and supervisors.  The Department has used performance improvement plans in this bargaining unit in the past to successfully correct employee performance issues.  There is no formal annual performance evaluation form, although the contract does not preclude implementation of an evaluation program.
Merit Pay – The proposed agreement includes a provision for employees who are at the top step of their salary range to receive merit pay of either 2.5 percent or 5.0 percent above the top step, at the county’s discretion.  Employees must have achieved a performance rating of “outstanding” in two consecutive years to receive merit pay.

Work Week – The proposed agreement includes a standardized 40-hour work week, although three employees have a 35-hour workweek.  These three employees are hourly (overtime-eligible under Fair Labor Standards Act) and receive the same hourly rate as would be paid to a 40-hour employee in the same job classification.  The proposed agreement establishes a 35 or 40 hour work week for overtime eligible (hourly) employees.  The same hourly rate applies for either work week. The overtime rate is paid for hours worked in excess of 40 hours to employees who are eligible for overtime in accordance with the Fair Labor Standards Act (FLSA).  Employees who are exempt from the FLSA overtime requirement are paid based on a 40 hour full-time schedule and do not receive overtime pay.
Wage Adjustments – The proposed agreement provides for the standard Cost of Living Adjustment (COLA) of 90 percent of the CPI-W, September to September.  There is a floor of two percent as a minimum increase and a ceiling of six percent maximum wage increase.  

Holidays– The proposed agreement incorporates standard holidays.  In addition, employees eligible for benefits shall receive two additional personal holidays.

Vacation Accrual - Vacation accrual is based on a 40-hour work week and the accrual rate is the standard. 

Sick Leave – Sick leave accrual is based on a 40-hour work week and its accrual rate is standard.  
Educational Reimbursement – The County agrees to pay for tuition and books for classes related to the Department’s work if the employee receives a grade of C or better.  The County may also pay for job-related workshops, conferences and seminars.

Contracting-out – The proposed agreement include a provision whereby the county agrees not to contract-out work normally done by the bargaining unit.

Interest Arbitration – The unit is not eligible.
Bi-weekly payroll provision – The proposed agreement incorporates the ability to move employees to a bi-weekly payroll, but the impact must be bargained.
Technology Impact – The impact of new technology that impacts working conditions, wages and hours must be bargained.

Family and Medical Leave Policy – The proposed agreement incorporates the standard provisions and reflects recent changes in state law.  
No Work Stoppage – The proposed agreement includes a section that the union agrees not to cause or condone work stoppage.  Any employee who commits a work stoppage shall be considered absent without authorized leave and shall be considered to have resigned.

Fiscal Note:
As Table One illustrates, the estimated cost to implement this proposed labor agreement is $298,276 in 2006, $133,981 in 2007, and $153,743 in 2008.  The fiscal note indicates that the cost driver for this proposed agreement is the standard COLA increase.
According to executive staff, funds were set aside in the adopted 2006 budget to cover the bargaining unit’s COLA and no supplemental request would be necessary to implement this proposed agreement.
Table One
Cost to Implement Proposed Ordinance 2006-0223

	Fund Title
	Fund Code
	Department
	2006
	2007


	2008



	County Road
	1030
	DOT
	
$
243,115
	
$
109,204
	
$
125,311

	Transit Operating
	4641
	DOT
	
$
55,161
	
$
24,777
	
$
28,432

	TOTAL
	
	
	
$
298,276
	
$
133,981
	
$
153,743


INVITED:  
Karen Place, Labor Negotiator, Labor Relations, Department of Executive Services (DES)
Nancy Buonanno Grennan, Manager, Labor Relations, DES
Kathleen Oglesby, Labor Liaison, Executive Office
Whitney Hupf, Union Representative, IFPTE, Local 17
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