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METROPOLITAN KING COUNTY COUNCIL

LABOR, OPERATIONS AND TECHNOLOGY
STAFF REPORT

AGENDA ITEM:  3
DATE:  May 23, 2006
PROPOSED NO:  2006-0223
PREPARED BY:  David Randall
SUBJECT:  AN ORDINANCE approving and adopting the collective bargaining agreement negotiated by and between King County and Washington State Council of County and City Employees, Council 2, Local 21AD, representing employees in the department of adult and juvenile detention; and establishing the effective date of said agreement.
SUMMARY:  Proposed Ordinance 2006-0223 would approve a new collective bargaining agreement (CBA) with the Washington State Council of County and City Employees, Local 21 AD.  The agreements cover about 53 employees in eight job classifications in the department of adult and juvenile detention.  
Proposed Ordinance 2006-0223 was received by the Council on May 4, 2006.  The County received the signed labor agreement on March 23, 2006.

Old or Ongoing Contract Provisions:
Time period covered – The proposed agreements are for a two-year period from January 1, 2006 through December 31, 2007.  

Work performed/Classifications – The employees in this bargaining unit provide essential professional and support services to the Department of Adult and Juvenile Detention.  Classifications Specialists in this bargaining unit classify inmates and ensure proper housing assignments to maximize safety in the adult detention facilities.  They also ensure that inmates’ constitutional rights are protected, by hearing appeals of inmate disciplinary infractions.  Pretrial Investigators are responsible for providing reports that allow for pretrial release of inmates by the jails or the courts.  The employees in this unit also support inmate programs and services.
Labor Policies – The provisions of the contract appear to fall within adopted labor policies or classification and compensation project guidelines.  

Interest Arbitration – The unit is not eligible.
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.

Employee Discipline– The proposed agreement states that employees who have completed their probationary period shall not be disciplined or discharged except for just cause.  The County agrees to keep no secret personnel files and to notify employees prior to placing information in their personnel file.  At the employee’s request, materials relating to corrective counseling will be removed from the employee’s file after a twelve month period unless another act of misconduct has been committed during the twelve month period.  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. 
Work Week - The proposed agreement incorporates a five consecutive days on and two consecutive days off resulting in a 40 hour work week. 
Wage Adjustments – The contract 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, full-time employees 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.  The conversion to vacation provision of the proposed agreement has been in existence for some time.  It allows employees who use very little sick leave to convert some of their sick leave into vacation leave the following year.  The following table displays the conversion formula:
	Sick Leave Days Used/Year
	Sick Leave Days Converted to Vacation

	2 or less days
	16 hours

	More than 2 but less than 4 days
	1 day


Union Business Leave Bank – A provision that has been part of this agreement for some time is a leave bank for members to attend to union business.  Each regular employee shall have one hour of vacation leave deducted annually for the leave bank.  The accrued time in the leave bank is limited to a maximum of 300 hours.  When this limit is reached, employee donations will be discontinued until the accrued hours have dropped below 200 hours.  The department administers the bank but only the union decides who can use the business leave bank and under what circumstances.  Before members may use the leave bank, the County allows up to 10 hours per month of regular time to be used for union business.

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.

Bi-weekly payroll provision – The proposed agreement incorporates the ability to implement bi-weekly payroll.  
Family and Medical Leave Policy – The proposed agreement incorporates the standard provisions and reflects recent changes in state law.  
New Contract Provisions:
Wage Rates – The proposed agreement moves four job classifications to the standard ten-step hourly squared table at one range above their current range on the old “standardized” pay schedule.  Occupational Education and Training Coordinators move from range 54 to 55; Personal Recognizance Investigators move from range 52 to 53; Recreation Coordinators move from range 48 to 49; and corrections program specialists move from range 54 to 55.
Retiree Benefits – The proposed agreement adds a statement that the county will continue to allow retirees to purchase medical coverage, at the retiree’s expense, up to age 65, at the county rate unless negotiated differently with the Labor Management Insurance Committee.  This is consistent with current County-negotiated benefits for all bargaining units who participate in the Labor Management Insurance Committee. 
Limited Duty – The proposed agreement includes a new limited duty assignment policy whereby employees who are injured or temporarily disabled may be allowed to work in a limited duty status while recovering.

Mediation – The proposed agreement includes a new provision that either the county or union may request mediation or a grievance at any time prior to arbitration.  Either party can request mediation of any workplace issue or dispute provided that use of the mediation process will defer any grievance timelines set out in the proposed agreement, unless the parties agree otherwise in writing.

Job Sharing – The proposed agreement includes a new provision whereby two bargaining unit employees in the same job classification may share on full-time position at the discretion of the department director.
Overtime – The proposed agreement includes a definition of overtime and an acknowledgement that it is the department’s policy to minimize the use of overtime and overtime is not guaranteed.  Employees shall be paid at time-and-one-half for time in excess of 40 hours.  In lieu of overtime, an employee may request compensatory time.  The proposed agreement includes a maximum of 50 compensatory time hours that may be carried in an employee’s balance at any one time.  The previously adopted agreement included a maximum of 80 compensatory time hours that could be accrued over a one-year period.

Sideletter Agreement – The proposed agreement includes a side letter agreement that commits the parties to: (1) meet and confer to identify any limited duty assignments; (2) cooperate in establishing and maintaining a bargaining unit seniority list; and (3) the county will complete an ergonomic work station assessment and provide ergonomic equipment.  The Department reports that the provision of ergonomic equipment is already substantially completed. 
Fiscal Note:
The fiscal note indicates that there are two significant cost drivers for this proposed agreement: (1) standard COLA increases; (2) pay range increases for job classifications moving to the standard ten-step table; and (3) counting hours compensated, as opposed to hours actually worked, for purposes of computing overtime.  As Table One illustrates, the estimated cost to implement this proposed labor agreement is $288,458 in 2006 and $79,397 in 2007.  The current expense fund would pay for these proposed costs.

According to executive staff, funds were set aside in the adopted 2006 budget to cover the bargaining unit’s COLA and range increases and no supplemental request would be necessary.
Table One
Cost to Implement Proposed Ordinance 2006-0223

	Fund Title
	Fund Code
	Department
	2006
	2007


	CX
	10
	DAJD
	
$
288,458
	
$
79,397

	
	
	
	
	

	TOTAL
	
	
	
$
288,458
	
$
79,397


INVITED:  
Claudia Balducci, Labor Negotiator, Labor Relations, Department of Executive Services (DES)
Nancy Buonanno Grennan, Manager, Labor Relations, DES
Kathleen Oglesby, Labor Liaison, Executive Office
Diana Pengruber, Staff Representative, WSCCCE, Local 21-AD
ATTACHMENTS:  
1. Proposed Ordinance 2006-0223
2. Fiscal Note

3. Transmittal letter
