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Office of Labor Relations Staff Report
Collective Bargaining Agreement
Between
King County
and
King County Coalition of Unions 
January 1, 2026 – December 31, 2028

SUBJECT:  2026-2028 Coalition Labor Agreement between King County and the King County Coalition of Unions – Appendices 080, 090, and 459 not previously included in Ordinance 2025-0332.

	CBA Descriptions:
	King County and the King County Coalition of Unions – Appendices 080, 090, and 459 not previously included in Ordinance 2025-0332.

	County Lead Negotiators:
	Angela Marshall, James Crowe, Andre Chevalier, Matthew Wood

	Union Lead Negotiators:
	Maria Williams, Michael Gonzales, Suzette Dickerson, Gabriel Valea



UNIT OVERVIEW:  

Coalition Labor Agreement. Since 2014, King County (“the County”) has been working with the Coalition of King County Labor Unions ("the Coalition") to bargain major components of working conditions, including wages and benefits, as a coalition rather than bargaining these major issues with each bargaining unit.

Appendix 080. Employees from the Department of Adult and Juvenile Detention represented by Washington State Council of County and City Employees, Council 2, Local 21AD (WSCCCE Council 2, Local 21AD). These employees include “Corrections Program Specialists” who help manage the inmate population and mitigate liability to the County through innovative processes of conflict resolution.  There are also several administrative professionals in this unit who assist intake and assignment procedures to ensure only those most applicable must serve time in jail.  These employees work tirelessly to provide inmate programming and services that keep the detention facilities functioning well.

Appendix 090. Employees from the King County District Court represented by Washington State Council of County and City Employees, Council 2, Local 21DC (WSCCE, Council 2, Local 21DC). These employees provide King County District Court with clerk, probation officer and probation mental health specialist support and services and provide non-judicial, day-to-day, direct support of Court operations.

Appendix 459. Staff employees from the Wastewater Treatment Division, Department of Natural Resources and Parks represented by Technical Employees' Association (TEA). These employees provide technical skills related to the planning, design, engineering and construction of King County’s wastewater treatment services.


BARGAINING HISTORY:

Coalition Labor Agreement. Ordinance 2025-0332 approved the Coalition Labor Agreement (CLA) between King County and the King County Coalition of Unions covering the period of January 1, 2026, through December 31, 2028. The CLA is comprised of 41 superseding articles, five non-superseding articles, 52 collective bargaining agreements unique to each bargaining unit that had ratified the CLA, and five memorandums of agreement. This second transmitted CLA is a product of continued good faith collective bargaining between the County and the unions that are signatory to the attached agreement. Each bargaining unit’s unique CBA terms are provided as an appendix to the CLA, with three appendices listed in the table of contents by the description of the bargaining unit’s appendix and their commonly identified contract binder code.  
The notable changes in the CLA compared to the 2021-2025 agreement included:
General wage increases proposed for 2026-2028. The parties negotiated the following General Wage Increases (GWI) and cost of living adjustments (COLA) for the duration of the agreement.
	2026 – GWI of 3.75 percent
	2027 – GWI of 3.75 percent
2028 – Inflation-based COLA[footnoteRef:2] [2:  COLA formula will be 95 percent of the average growth rate of the six prior bi-monthly year-over-year percentages in the Seattle-Tacoma-Bellevue Consumer Price Index through June of the year in which the COLA is applied. The 2028 COLA will note be more the 4 percent and not less than 3 percent.] 

*Consistent with the King County Council Labor Policies LAB 1-003, the Office of Labor Relations (OLR) considered the current economic climate, county reserves, and the cost of living increases in neighboring jurisdictions and other County unions when negotiating compensation. 

Organ Donor Benefit. Increased Organ Donor Leave from 5 days to 10 days. 
*Consistent with the King County Council Labor Policies LAB 1-003, this provision advances the Executive's goal of providing an equitable and sustainable economic package to county employees.

Vacation Leave Accrual. The CLA accelerates the vacation leave accrual rates for newly hired employees as follows:
		0-47 months of service – from 12 to 14 days of vacation per year
48-59 months of service – from 12 to 15 days of vacation per year
*Consistent with the King County Council Labor Policies LAB 5-010, this provision advances the Executive's goal of providing an equitable and sustainable economic package to county employees.
 	
Bilingual Pay. A new superseding article was included in the CLA that replaced outdated and inconsistent CBA language found across several County departments. Under the new Superseding Article 40, eligible employees whose job duties include the "desired" use of one or more specific non-English language or American Sign Language would receive a $1.00 per hour premium on actual hours worked. Positions must have specific non-English language(s) or ASL proficiency indicated as "desired" in the county job posting or other written notice for the position. The premium would be increased to $2.00 per hour for positions posted or notice as "requiring" the use of a specific non-English language or ASL. And, the Human Resources Department, the Office of Equity and Racial and Social Justice, and the Office of Labor Relations have developed centralized administrative guidance for departments while administering bilingual pay. 
*Consistent with the King County Council Labor Policies LAB 1-020, LAB 1-040, LAB 050, and LAB 060, this provision increases equity, consistency, and financial stewardship with standardized bilingual pay, including position designation, eligibility standards, and compensation amounts across departments. Language proficiency standards ensure that designated bilingual employees can accurately engage in in-depth conversations with comprehension, resulting in improved customer service to limited English-speaking people seeking to access County services and information.  


Appendix 080. The County and WSCCE, Council 2, Local 21AD commenced bargaining on July 1, 2025. The parties bargained in good faith to reach agreement on a successor collective bargaining agreement. On October 23, 2025, the parties reached a tentative agreement for a contractual period of January 1, 2026 – December 31, 2028.

Appendix 090. The County and WSCCE, Council 2, Local 21DC commenced bargaining on July 16, 2025. The parties bargained in good faith to reach agreement on a successor collective bargaining agreement. On October 8, 2025, the parties reached a tentative agreement for a contractual period of January 1, 2026 – December 31, 2028.

Appendix 459. The County and TEA commenced bargaining on March 19, 2025. The parties bargained in good faith in over a dozen bargaining related meetings to reach agreement on a successor collective bargaining agreement. On October 17, 2025, the parties reached a tentative agreement for a contractual period of January 1, 2026 – December 31, 2028. 


SUMMARY OF CHANGES FOR INCLUDED CLA APPENDICES:

Appendix 080: WSCCE, Council 2, Local 21AD - DAJD
· Accrual of compensatory time in lieu of overtime now capped at 80 hours annually.
*Consistent with the King County Council Labor Policies LAB 5-020 Overtime, by aligning Appendix 080 with other DAJD agreements.
· Change in wage ranges:
· 1 range increase for Administrative Office Assistant
· 2 range increase for Administrative Specialist I
· 2 range increase for Administrative Specialist II
· 2 range increase for Administrative Specialist III
· 1 range increase for Corrections Program Specialist
· 1 range increase for Personal Recognizance Investigator
*Consistent with the King County Council Labor Policies LAB 1-003 Model Employer and LAB 5-010 Compensation, the classification compensation range adjustments were based on market survey information for similar types of job classifications. This change demonstrates a commitment to ensuring compensation is competitive to recruit and retain qualified employees in the broader market, while also considering equity internally for employees similarly situated or who perform similar work.

Fiscal Impact The fiscal impact of the proposed agreement would be $150,000 to the General Fund for the duration of the agreement.


Appendix 090: WSCCE, Council 2, Local 21DC – King County District Court
· Change in wage ranges:
· 1 range increase for Administrative Office Assistant
· 2 range increase for Administrative Specialist I
· 2 range increase for Administrative Specialist II
*Consistent with the King County Council Labor Policies LAB 1-003 Model Employer and LAB 5-010 Compensation, the classification compensation range adjustments were based on market survey information for similar types of job classifications. This change demonstrates a commitment to ensuring compensation is competitive to recruit and retain qualified employees in the broader market, while also considering equity internally for employees similarly situated or who perform similar work.

Fiscal Impact The fiscal impact of the proposed agreement would be $50,000 for the duration of the agreement.


Appendix 459: TEA - DNRP
· Change in wage ranges:
· Wastewater Designer – Assistant 47 to 53
· Wastewater Designer 52 to 58
· Wastewater Designer – Senior 55 to 61
· Wastewater Designer – Lead 59 to 65
· Project Control Engineer I 55 to 58
· Project Control Engineer II 60 to 63
· Project Control Engineer III 64 to 67
· Project Control Engineer IV 68 to 71
· Project Control Engineer V 71 to 74
· Real Property Agent I 49 to 52
· Real Property Agent II 55 to 58
· Real Property Agent III 61 to 64
· Real Property Agent IV 67 to 70
· Wastewater Engineer – Entry 60 to 64
· Wastewater Engineer – Journey 64 to 68
· Wastewater Engineer – Senior 68 to 72
· Wastewater Engineer – Principal 71 to 75
· Water Quality Planner/Project Manager I 53 to 55
· Water Quality Planner/Project Manager II 58 to 60
· Water Quality Planner/Project Manager III 63 to 65
· Water Quality Planner/Project Manager IV 68 to 70
*Consistent with the King County Council Labor Policies LAB 1-003 Model Employer and LAB 5-010 Compensation, the classification compensation range adjustments were based on market survey information for similar types of job classifications. This change demonstrates a commitment to ensuring compensation is competitive to recruit and retain qualified employees in the broader market, while also considering equity internally for employees similarly situated or who perform similar work.
· New Addendum B: Revised Benefit Time (BT) Standard and Paid Sick Leave.
*Consistent with the King County Council Labor Policies  LAB 1-050 and LAB 1-060 Standardization and Impacts to Business Systems, the new Revised Benefit Time (BT) Standard will add consistency and standardization in BT accrual rates, usage, maximums, and all key BT paid leave and sick leave terms across WTD represented workgroups and this advances a Best-Run Government approach and standardization. These changes will also help make WTD an employer of choice, with a competitive and standardized BT paid leave available regardless of what bargaining unit the employee works in for WTD.
· Article 11 change in probation terms.
*Consistent with King County Labor Policies LAB 1-040 Employee Performance and Accountability, this change regarding employee probation will allow the County to extend probation when needed rather than also have to seek the approval of the employee and TEA, which is both cumbersome and also creates the potential for disagreement or mistakes when probation extensions are needed.

Fiscal Impact The fiscal impact of the proposed agreement would be $2,300,000 to the Water Quality Operating fund for the duration of the agreement.


FISCAL IMPACT:

A complete breakdown of the costs associated with these agreements can be found in the accompanying fiscal note, which has been reviewed by the Office of Performance, Strategy and Budget. Supplemental budget authority is not needed for the agreements.


INVITED:

· Angela Marshall, Interim Director, Office of Labor Relations, King County Executive Office
· Andre Chevalier, Interim Labor Relations Manager, Office of Labor Relations, King County Executive Office
· James Crowe, Labor Relations Negotiator - Senior, Office of Labor Relations, King County Executive Office
· Maria Williams, President and Director of Representation, Teamsters Local Union No. 117; Co-Chair, King County Coalition of Unions
· Michael Gonzales, Senior Business Agent, General Teamsters Union, Local 174; Co-Chair, King County Coalition of Unions
· Suzette Dickerson, Staff Representative, Washington State Council of County and City Employees, Council 2
· Gabriel Valea, Union Representative, Technical Employees' Association
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