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SUBJECT

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

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

SUMMARY

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


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

This is the first hearing on Proposed Ordinances 2018-0178 and 2018-0138 in the Committee of the Whole. At today’s hearing, Council staff will brief the Committee on the proposed MLA articles and the corresponding proposed changes to the King County Code. Tables 1 and 2 in the “Analysis” section below summarizes the proposed changes of both ordinances.

The next hearing on the proposed ordinances is scheduled for May 2, 2018. At that hearing, Council staff will brief the Committee on the 60 appendices/CBAs to the MLA. 

BACKGROUND 

Proposed Ordinance 2018-0178

First Total Compensation Memorandum of Agreement

In 2014, Council adopted Ordinance 17916, to approve King County’s first Memorandum of Agreement (MOA) between King County and the Coalition of King County Labor Unions (“the Coalition”) that addressed Total Compensation[footnoteRef:2] Coalition Bargaining. The first Total Compensation MOA required all compensation elements of CBAs to be reopened on January 1, 2015, or later, for the purpose of bargaining in union coalition a total compensation agreement that was effective January 1, 2017, or later. The reopener also required King County and the Coalition to discuss county initiatives such as “Employer of the Future” (currently known as “Investing in You”[footnoteRef:3]) and “Standards”[footnoteRef:4].  [2:  “Total Compensation” elements are wages, premiums, incentives, other monetary payments and all forms of leave and benefits.]  [3:  Legislative record: 2017-B0082, Attachment 1 -- “Investing in You” is the Executive’s initiative to invest in King County employees to deliver superior service and more value to King County residents. It focuses on six key areas: workplace culture, heath, well-being and safety, learning and growth, racial diversity and culturally response at all levels, business operations and systems and total compensation.]  [4:  According to Executive staff, “Standards” is a term commonly used in King County to refer to both common provisions and common human resources processes that are referenced in most CBAs.] 


The first Total Compensation MOA also authorized King County bargaining unit members whose bargaining unit ratified the MOA on or before August 15, 2014, to receive a flat lump-sum coalition participation premium payment of $500 per employee. According to the first Total Compensation MOA, the premium payment was in exchange for King County to bargain economic issues with participating unions as a coalition rather than as individual bargaining units in order to realize process efficiencies and savings in administrative costs for the county. According to Executive staff at the time, approximately $289,000 was estimated to be recovered each year in efficiencies resulting from coalition bargaining.[footnoteRef:5]  [5:  Legislative record: 2014-0391 Staff Report] 


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




Second Total Compensation Memorandum of Agreement

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

According to the second Total Compensation MOA, a successful MLA bargaining would bring greater efficiency to King County and would the support the Executive’s “Best Run Government” principles. It also notes that the MLA would meet King County and the Coalition’s joint interests in financial and operational stability and sustainability, and would help create a desirable, competitive and consistent employment package for the county’s highly capable workforce. According to the Executive’s Fiscal Note, the fiscal impact of the second Total Compensation MOA was estimated at approximately $39.5 million in the 2017-2018 biennium if the fiscal impact of paid parental leave[footnoteRef:6] ($6.5 million) was included.[footnoteRef:7]  [6:  Legislative record: 2016-0463 Staff Report -- Paid parental leave would supplement an employee’s accrued paid leaves to provide up to 12 weeks of paid leave for a parent to bond with a new child.]  [7:  Legislative record: 2016-0524 Staff Report ] 


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

Third Total Compensation Memorandum of Agreement

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

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

First Master Labor Agreement and its Appendices

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

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

Proposed Ordinance 2018-0138

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

ANALYSIS

Proposed Ordinance 2018-0178

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

According to the Executive, the Coalition’s individual appendices/CBAs would no longer include different provisions pertaining to human resources processes, leave benefits, and payroll practices. Prior to the MLA, some employees were covered by the 2000 Career Service Rules and others by the 2005 Career Service Rules or a combination thereof.[footnoteRef:8] The MLA provisions in the proposed ordinance would control and those provisions would be applied to the Coalition appendices/CBAs in many King County departments.  [8:  King County Charter Article 5 and King County Code 3.12.250 requires personnel guidelines to be adopted for the purpose of implementing the directives, policies and standards of King County.] 


Proposed Ordinance 2018-0138

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

MLA Structure 

The MLA contains 31 “superseding” articles and seven “non-superseding” articles. Superseding articles would take the place of the individual appendix/CBA articles on the same topic with some exceptions.[footnoteRef:9] The non-superseding articles may or may not replace the article on the same topic in the individual appendix/CBA. Tables 1[footnoteRef:10] and 2 below summarizes the superseding and non-superseding articles of the MLA as well as the King County Code changes in Proposed Ordinance 2018-0138 that would require non-represented employees to follow the same MLA provisions, if applicable.  [9:  Exceptions include carve-outs, clarifications and deferrals, related topics and exclusions.]  [10:  MLA Superseding Articles 1 Collective Bargaining Agreements Superseding, 30 Savings Clause and 31 Duration are not listed in Table 1 since they were either mentioned elsewhere in the staff report or it was boiler plate contract language.] 


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

Table 1. Superseding MLA Articles 

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

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

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

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

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

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

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

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






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

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

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

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

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

Paid parental leave may be used on an intermittent basis.

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

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



Lines 592-593







Lines 586-587 

 


Lines 618-620 



Lines 635-636



Lines 637-639

	Article 8
	Bereavement Leave[footnoteRef:11] [11:  According to the MLA, nothing in this Article supersedes benefits outlined in the Professional and Technical Employees, Local 17 (Transit Chiefs, Collective Bargaining Agreement and Transit Supervisors and Superintendents, Collective Bargaining Agreement) contract.] 

	Employees eligible for comprehensive leave benefits are entitled to five working days, with a maximum of 40 hours (pro rata for part-time) per qualifying death of a member of the employee’s immediate family[footnoteRef:12]. [12:  “Immediate family” means the employee’s spouse or domestic partner, and the parent, grandparent, child, son or daughter-in-law, grandchild, sibling of the employee, employee’s spouse or the employee’s domestic partner, or an employee’s legal guardian, ward or any person over whom the employee has legal custody.] 






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

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


Lines 560-561




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

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

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

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

	Article 10
	Holidays, Eligibility[footnoteRef:13] [13:  This article does not apply to employees with benefit time.] 

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


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

Lines 1010-1015

	Article 11
	Family Medical Leave Act / King County Family Medical Leave[footnoteRef:14] [14:  King County Family Medical Leave applies only to the bargaining units whose labor agreements include the King County Family Medical Leave benefit.] 

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

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

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

Leave can be continuous or intermittent when medically necessary. 

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

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

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

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

	Article 13
	Supported Employment[footnoteRef:15] [15:  The Supported Employment Article applies only to bargaining units whose unions include supported employees.] 

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

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

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

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

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

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

Resulting pay for reclassifications would be as follows:

Higher pay grade – First step of the pay range in new classification or the step that is at least five percent above the former rate of pay, whichever is greater.

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

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

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

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

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

	Article 15
	Special Duty[footnoteRef:16] [16:  “Special Duty Assignment” means when an employee in a regular position is temporarily assigned to a classification with a higher rate of pay, and the higher-level duties comprise the majority of the work performed for a minimum of 30 calendar days.] 

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

Up to five years – Assignments must be approved by the director of Human Resources for the following reasons:
· To perform a significant or substantial body of work such as a non-routine project or related to the initiation or cessation of a county function, project or department;
· To backfill a regular position when an employee is on an extended leave of absence for a medical reason or absent due to military service or because of a special duty or other assignment;
· To staff or backfill staff on a grant-funded, capital improvement or IT system project.
	3.15.140
	Adds language to mirror Article 15 of the MLA.
Lines 1232-1341

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

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

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

	TLT employees would not be used to supplant regular full-time equivalent (FTE) or career service positions[footnoteRef:18].  [18:  “Career Service Position” means Career service position" means all positions in the county service except for those that are designated by Section 550 of the charter.] 

	3.12.010
	No change

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

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

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

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

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

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

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

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

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

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

	Article 24
	Reimbursement for Personal Transportation[footnoteRef:19] [19:  This does not supersede benefits outlined in the Transportation Article in the Department of Assessments, Public, Professional & Office-Clerical Employees and Drivers, Teamsters Local 763] 

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

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

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

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

Step Three – Director of Office of Labor Relations/labor negotiator will meet and/or discuss the grievance with the union within 15 calendar days of the receipt of the step three grievance.

Step Four – Should the decision of the director or labor negotiator at step three not resolve the matter, the parties may arbitrate the dispute utilizing the process outlined in the MLA. 
	N/A
	N/A

	Article 27
	Discipline and Sunset Clause[footnoteRef:20] [20:  Nothing in this Article is intended to supersede the Teamsters Local 174 and the Service Employees International Union Local 925 contracts.] 

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

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

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

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

	Article 29
	Coalition of Unions Incentive Pay
	All members of the bargaining units that participated in MLA bargaining as of October 5, 2017 and ratified their CBA by January 31, 2018 would receive an additional .05 percent general wage increase effective January 1, 2018.

Note: In January 2018, the Coalition received a 1.75 percent general wage increase and a one percent premium for reaching a tentative agreement on the MLA per the 2017-2018 Total Compensation MOA. The MLA, if approved by Council, would provide an additional 0.5 percent general wage increase for the Coalition bringing the total wage increase to 3.25 percent for 2018.
	3.12.130
	No change

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





Table 2. Non-Superseding MLA Articles

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

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

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

	Article 33
	After Hours Support[footnoteRef:21] [21:  “After Hours Support” means off duty time during which hourly employees may be required to be on standby ready and able to report to work, called-out to report back to the employee’s workplace, or technical call out to work remotely through technological means and is not required to report back to the workplace.] 

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

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

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

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

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

	Article 34
	Sick Leave[footnoteRef:22] [22:  This article does not apply to employees with benefit time (BT). The BT program has two elements to it:  one is BT and the other is Extended Sick Leave (ESL).  Both programs are for benefit eligible employees and built on a specific accrual rate table. This program recognizes the need for scheduled time away from the job (vacation and holidays) for personal reasons and for occasions when the employee must be away because of illness or injury.  BT is administered with the understanding that:  a) BT is intended to constitute wages earned for services rendered, and b) because business needs may constrain employees’ ability to utilize leave, BT may be cashed out annually, up to 120 hours.  ] 

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

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


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

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

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

	3.12.220
	Lines 641-644







Line 655




Lines 658-659



Lines 667-670










Lines 674-676

	Article 35
	Vacation Leave[footnoteRef:23] [23:  This article does not apply to employees with benefit time.] 

		Months of Service
	Hourly Accrual Rate
	Approximate Days/Year

	0
	0.04620
	12.01200

	60
	0.05770
	15.00200

	96
	0.06160
	16.01600

	120
	0.07700
	20.02000

	192
	0.08080
	21.00800

	204
	0.08470
	22.02200

	216
	0.08850
	23.01000

	228
	0.09240
	24.02400

	240
	0.09620
	25.01200

	252
	0.10010
	26.02600

	264
	0.10390
	27.01400

	276
	0.10780
	28.02800

	288
	0.11160
	29.01600

	300
	0.11540
	30.00400



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

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

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










Lines 498-499 



Lines 500-502

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

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

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



 
Fiscal Impact

According to the Executive’s Fiscal Note (Attachment 5), the fiscal impact of Proposed Ordinance 2018-0178 (excluding the appendices/CBAs) would be approximately $5.2 million for 2018. The General Fund impact would be $2 million. The fiscal impact of Proposed Ordinance 2018-0138 would be approximately $540,000 for 2018 (Attachment 6). The General Fund impact would be $257,000.

Council staff analysis is ongoing.
 
ATTACHMENTS

1. Proposed Ordinance 2018-0178 and Attachment A, King County and King County Coalition of Unions Master Labor Agreement (the 60 supplemental attachments are available at \\council2\Shared\Committees\Committee of the Whole\2018-0178_Supplemental_Attachments  
2. Proposed Ordinance 2018-0138
3. Transmittal Letter to Proposed Ordinance 2018-0178
4. Transmittal Letter to Proposed Ordinance 2018-0138
5. Fiscal Note to Proposed Ordinance 2018-0178
6. Fiscal Note to Proposed Ordinance 2018-0138

INVITED

1. Megan Pedersen, Director, Office of Labor Relations
2. Denise Cobden, Professional and Technical Employees, Local 17, King County Coalition of Unions
3. Dustin Frederick, Public Safety Employees Union, King County Coalition of Unions
4. Michael Gonzales, General Teamsters Union, Local 174, King County Coalition of Unions
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