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Office of Labor Relations Staff Report



	CBA:
	Professional and Technical Employees, Local 17 (Staff Finance - Department of Community and Human Services)[447] (Appendix 66)

	County Negotiator.:
	Andre Chevalier

	Union Negotiator:
	Lorelei Walker



UNIT OVERVIEW (agency(s), union, number and types of ees, description of key services provided)

[bookmark: _GoBack]The proposed Ordinance would approve and adopt a memorandum of agreement between King County and PROTEC 17 (Union) establishing a new bargaining unit of approximately 22 employees in the Department of Community and Human Services (DCHS) Finance and Administration Section and Regional Housing and Community Development. The employees are classified as Business and Finance Officer I and II and Fiscal Specialist I, II, and III job classes.  The new unit will be added to Master Labor Agreement as Appendix 66.

This new DCHS Staff Finance Bargaining Unit was established and recognized by the Public Employment Relations Commission via PERC Decision 12974 – PECB.

	In brief, the work performed by the DCHS Staff Finance Unit includes assisting with the overall management of daily accounting and budget functions within DCHS.  Review of financial records, data and reports from the Oracle Enterprise Business Solutions (EBS) and Oracle Business Intelligence (BI) and other internal systems to ensure the accuracy of revenues and expenditures. Creating accounting transactions including preparing, processing and reviewing invoices; identifying, initiating, and preparing journal entries; and other accounting transactions as needed. Assisting with monitoring contracting agencies’ financial performance by performing site visits to ensure compliance with contract requirements, all applicable federal, state and county regulations, and Generally Accepted Accounting Principles. Preparing monthly and quarterly billings and monitor revenues for grant programs. And review and process support vouchers; including entering into client databases, paying invoices via Oracle EBS, and verifying for program reimbursement, and mileage reimbursement requests.

BARGAINING HISTORY (start, mediation, TA, Unit ratification)
Negotiations commenced May 2019
Tentative Agreement October 2019
Union Ratification November 2019




SUMMARY OF KEY CHANGES (describe the change, the why, the cost as appropriate)

1. Contract Term
This is a new collective bargaining agreement that will operate as an Appendix under the Master Labor Agreement. Appendix will be effective upon Council ratification until December 31, 2020, concurrent with the Master Labor Agreement term.
2. Compensation Changes
a. General Wages (COLA)
2020: Effective January 1, 2020, a GWI of 3% divided into 1.5% added on January 1, 2020 and the final 1.5% added in the pay period that includes July 1, 2020.
The agreement also provides a $500 participation premium to all employees who are represented by the Union and who are employed with the County on January 1, 2020.
The fiscal impact of this Agreement is detailed in the Executive’s Fiscal Note for the proposed ordinance is summarized in the table below.  The increased cost is due to the application of the $500.00 per employee payment consistent with the terms of the Total Compensation Agreement (2019-2020).
	EXPENDITURES FROM:

	Fund Title
	Fund
Code
	Department
	2020

	
	1070
	DCHS
	$1,805

	
	1080
	DCHS
	$1,805

	
	1120
	DCHS
	$3,009

	
	1143
	DCHS
	$1,204

	
	1480
	DCHS
	$602

	
	2240
	DCHS
	$1,204

	
	2460
	DCHS
	$3,009

	
	
	
	

	TOTAL:  
	Increase FM previous year
		$12,637	

	TOTAL:  
	Cumulative
		$12,637	



b. Classification(s) Wages (if any)
No change.
c. Add-to-Pay(s) (if any)
No change.
d. Insured Benefits (JLMIC, other)
JLMIC.

3. Changes to Hours of Work (what has changed)
Establishes the standard workweek expectation and method for approval, modification, and revocation of alternative work schedules such as 4/10 or 9/80 or telecommute arrangements with notice.
4. Changes to Working Conditions (due to law, operational needs)
Provides for a merit based layoff process with those with the lowest performance merit subject to layoff first. DCHS will determine the classifications subject to layoff and layoff scope. The layoff process for this bargaining unit is informed by the Workforce Management Manual (April 2018). 
To determine merit for purposes of layoff, DCHS will review and compare recent performance evaluations, commendations, and any disciplinary records.  Where two or more employees within a class are of substantially equal merit, bargaining unit seniority shall determine the order of layoff as between those employees with the lowest senior laid off first.
5. Miscellaneous Changes (e.g., Janus, union security, grievance process, management rights)
· Article 1: Union Recognition. Standardized with MLA and compliant with Janus decision. 
· Grievance Process. Per MLA.
· Management Rights. Effective management rights article, including clear authority around probation extensions and terminations.

INVITED (negotiator, union representative, agency representative)

Andre Chevalier (King County, Labor Negotiator)
Lorelei Walker (PROTEC 17, Union Representative)
Elizabeth Causby-Miles (DCHS, HR Manager)
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