
KING COUNTY 1200 I(ing County Courthouse
5 l6 'l'hird Avenue '

Seattle, WA 98 104

Signature Report
King County

August 30,2017

Ordinance 18566

Proposed No.2017-0227.1 Sponsors Kohl-Welles

1 AN ORDINANCE approving and adopting the collective

2 burgaining agreement negotiated by and between King

3 Corrnty anrJ V/ashington State Nurses Association

4 (Supervisors and Managers) representing employees in the

5 department of public health; and establishing the effective

6 date of said agreement.

7 BE IT ORDAINED BY THE COTINCIL OF KING COUNTY:

8 SECTION 1. The collective bargaining agreement negotiated by and between

9 King County and Washington State Nurses Association (Supervisors and Managers)

10 representing employees in the department of public health, which is Attachment A to this

tt ordinance, is hereby approved and adopted by this reference made a part hereof.
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Ordinance 18566

SECTION 2. Terms and conditions of said agreement shall be effective from

January I,2017,through and including December 31, 2019.

Ordinance 18566 was introduced on 512212017 and passed by the Metropolitan King
County Council on8l28l20l7,by the following vote:

Yes: 9 - Mr. von Reichbauer, Mr. Gossett. Ms. I.ambçrt, Mr, Dunn,
Mr. McDermott, Mr. Dembowski, Mr. Upthegrove, Ms. Kohl-Welles
and Ms. Balducci
No:0
Excused: 0

KING COUNTY COUNCIL
KING COUNTY, WASHINGTON

Chair

Clerk of the Council

APPRovED trris ¿u y ofunßEe. 2017

Dow Constantine, County Executive

Attachments: A. Agreement between King County and Washington State Nurses Association
Supervisors and Managers - Department of Public Health
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ORDINANCE I.85-66

ATTACHMENT A

AGR}.]II,MENT

BETWNBN
KING COUNTY

ând

\ryASHINGTON STATE NURSES ASSOCIATION
SUPERVISORS AND MANAGERS. DI1]PAIìTMI]NT OF PUBLIC HAÄLTH

PUBT,IC HNALTH, S!]ATTLE, & KTNG COTJNTY

PURPOSE

NONDISCRIMTNA'I'ION............ i*r,.,.,r..i,,r
ITECOC}NI'I]ON AND I}AIìGAINING UNIT Mþ]MBERSHIII AND DUES.....

MANAGI]MEN'I' R"IGTITS ...............

GRII1VANCE PITOCNDURE............

WORK STOPPAGES.

HOLIDAYS .........

ARTTCT.,E 10: SICK LEAVE AND ],AAVËS OF ABSENCE
ARTICLE 1I: BEREAVEMENT I,EAVB
ARTICLE 12: MEDICAL, DENTAL AND f ,IFE PI,,AN

AI{TICLE 13: HOURS OF WORK AND OVERTIME ..

.ARTICLE 14: WOIìK OIITSIDII OF CLASSIFICATION
ARTICLE 15: CONFERDNCECOMMITTEE...

ARTICLE 1:

ARÏ]CLE 2:

A.IITICLE 3:

ARTICI,E 4:

ARTICT-E 5:

ÂR:TIC]I.E 6:

AI{TICLE 7:

ARTICLE 8:

ARTICLE 9:
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ARTICLE 16:

ARTICLE 17:

AR'ffCT,Ii I8:

I(ashington State Nìtses Assr¡ciali<tn -
,Iantrury, I, 2017 through Decenher 31,
320C01 r7
Index

Strpervisors und Managers - DepctrÍment oJ'Public Ilealth
201 I

NIJRSING I'TìACTICE COMMTI'TË8.............

REDIICTION-IN-FORC]E/LAYOFF/RFHTRES (SUPERVISORS).....

R EDL'CTI ON-IN-FORCTE/LAYOFF/I{ËHIR ES (NURS E MANA GERS) .........

AI{ÎICI.E 19: SAVINGS CLAUSE
ARTICILE 20: WAIVER CLAUSE.

ARTICLB 21: SAFE'|Y STANDARDS............. ,,,,,.t,,,.,...,.,,

ARTICï.E 22; PRCIDLC'|IVIT'Y, PHRF'ORMANCE AND EMPLOYMENT PRACITICHS.....

ARTICLE 23: DE1ìINI]1ONS..................

ARTICI,E 24: 'I.ERM OF AGRHI,;MENT

ADDËNDUM A: SALARY SCI]EDUI,ES
MEMORANDUM O1l AGREEMIINT: Regarcling Insured Benefits.Tanuary 1,2017 through

December 3 1, 2018 For Represented Benellts-Eligible Employees

MEMOI{ANDUM O}' AGI{EEMENT: Elinrination of Meal Service in Jail Facilities

MEMORANDUM OF AGREEMENT: Goal Hill Garage and King Street Center Parking Rates for
Employees Using Personal Veliicles
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AGREEMENT

BET\ilEEN

KING COUNTY

and

WASHINGTON STATE NURSES ASSOCIATION

SUPERVISORS AND MANAGERS. DEPARTMENT OF PUBLIC HEALTH

PUBLIC HEALTH - SEATTLE & KING COUNTY

These Articles constitute an Agreement, terms of which have been negotiated in good faith

between King County (hereinafter referred to as the County) and the Washington State Nurses

Association (hereinafter referred to as the Association) for all employees in the Department of Public

Health - Seattle and King County (hereinafter referred to as Employer or the Department), defined by

the classifications listed in Addendum A of this Agreement. This Agreement shall be subject to

approval by ordinance by the County Council of King County,IV'ashington.

ARTICLE 1: PURPOSE

The intent and purpose of this Agreement is to promote the continued improvement of the

relationship between the Seattle-King County Department of Public Health and its employees by

providing a uniform basis for implementing the right of public employees to join organizations of their

own choosing, and to be represented by such organizations in matters conceming their employment

relations with the Seattle-King County Department of Public Health and to set forth in writing the

negotiated wages, hours and other working conditions of such employees in appropriate bargaining

units provided the County has authority to act on such matters. The objective of this Agreement is to

promote cooperation between the Employer and its employees. This Agreement and the procedures

which it establishes for the resolution of differences is intended to contribute to the continuation of

good employee relations.

ARTIÇLE 2: NONDISCRIMINATION

Sectíon 2.1 Gender-Neutral Languaga Whenever words denoting gender are used in this

Agreement, they are intended to apply equally to either gender.

ll/ashington State Nurs es Ass ociat ion' Superv is ors
January 1,2017 through December 31,2019
320C01 17
Page I

and Managers - Department of Public Health
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Section 2.2 Non-díscrÍminøtion The County and the Association further agree that they will

not discriminate against any nurse by reason of race, colot, age, sex, marital status, sexual orientation,

political ideology, creed, religiori, ancestry, national origin, veteran's status or the presence of any

sensory, mental or physical disability, urless based on a bona fide occupational qualification

reasonably necessary to the normal operation of the County.

Sectíon 2,3 Avenue of Redress. Complaints or charges under this Article shall be pursued

through appropriate equal employment opportunity agencies.

ARTICLE,3: RECOGNITION AND BÂRGÄINING UNIT MEMBERSHIP AND DUES

Sectíon 3.1 Børgaìning (Init. The County hereby recognizes the Association as the exclusive

collective bargaining representative for the purposes stated in RCW 41.56 of all employees employed

within the bargaining unit defined by the classifications listed in Addendum A to this Agreement. This

shall include all full-time regular, and part-time regular employees.

Sectíon 3.2 Non-d,iscríminatíon The County agrees that the Association has the right to

encourage all employees in the bargaining unit to become and remain members in good standing of the

Association, and the Association accepts its responsibility to fairly represent all employees in the

bargaining unit regardless of membership status. Neither party shall discriminate against any

employee or applicant for employment on account of membership in or non-membership in any union

or other employee organization.

Section 3.3 Payrott Deduction, The County agrees to deduct from the pay check of each

employee who has so authorized it, the regular monthly dues uniformly required of members of the

Association. The amounts deducted shall be transmitted monthly to the Association on bchalf of the

employees involved by the tenth (1Oth) of the month following the payroll deduction date.

Authorization by the employee shall be on a form approved by the parties hereto and may be revoked

by the employee upon request. The performance of this function is recognized as a service to the

Association by the County.

Sectíon 3.4 Association Membershíp, It shall be a condition of employment that within thirty

(30) days of the effective date of this Agreement all employees covered by this Agreement shall

become and remain members in good standing in the Association, or pay an agency fee to the

lltashington State Nurses Assocíation - Supervisors
January 1, 2017 through December 31, 2019
320C01 l7
Page 2

and Managers - Department of Public Health
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Association in lieu of membership. Each Employee covered by this Agreement and hired into the

bargaining unit on or after its effective date will, on the thirtieth day following the beginning of such

employment, become and remain a member in good standing of the Association, or pay an agency fee

to the Association in lieu of membership.

Sectìon 3.5 Dischnrgefor Føílure to Meet Assocíatíon Membershíp RequiremenÍs. Failure

by an employee to abide by the above provisions shall constitute cause for discharge of such employee;

provided that when an employee fails to fulfill the above obligation, the Association shall provide the

cmployee and ths County with thirty (30) days' written notification of the Association's intent to

initiate discharge action, and during this period the employee may make restitution in the amount

which is overdue.

If the employee has not fulfilled the above obligation by the end of the Association's thirty (30)

calendar day discharge notification period, the Association will thereafter notiff the Human Resources

Director of the Department of Executive Services in writing, with a copy to the Department Director

and the employee of such employee's failure to abide by Article 3 as applicable. In this notice the

Association will specifically request discharge of the employee for failure to abide by the terms of the

labor agreement between the County and the Association. The Association will indemni$, defend,

and hold the County harmless against any claims made and against any suit instituted against the

County arising out of action taken or not taken by or on behalf of the County under the provisions of

this Article.

Sectíon 3.6 Non-dßcrímínøtíon No employee shall be discriminated against for any lawful

Association activity, including serving on an Association committee or as local unit chairperson

outside of scheduled working hours.

Sectíon 3,7 Retígìous Exemptions. Employees covered by this Agreement who qualiff for

exemption from the requirement for Association membership based upon a good faith religious belief,

or bona fide religious tenets or teachings of a church or religious body, shall contribute an amount

equivalent to regular Association dues and initiation fees to a nonreligious charity or to another

charitable organization mutually agreed upon by the employee affected and the Association. The

employee shall provide the Association with a receipt as proof of payment to the non-religious charity.

I(ashington State Nurses Association - Supervisors and Managers - Department
January I, 2017 through December 31,2019
320C0t 17
Page 3
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Sectíon 3,8 Vísítation. A representative of Washington State Nurses Association may, after

notifying the Department Official in charge who is outside of the bargaining unit, visit the work

location of employees covered by this Agreement at any reasonable time for the purpose of

investigating grievances. Such representative shall limit hislher activities during such investigation to

matters relating to this Agreement. Department work hours shall not be used by employees or the

Representative of V/ashington State Nurses Association for the conduct of Association business or the

promotion of Association affairs.

Sectíott 3,9 Bargaínùry lhút Ros/c¿ Somi Annually, in the months of April and October,

Public Health Payroll will provide to the Association, via an Excel spreadsheet attachment to email, a

complete list of employees covered by this Agreement. The list will include the name, address,

telephone, status, FTE, rate of pay, job title and date of hire for present job classification for each

employee. In addition, the Employer will provide a monthly roster of terminations, to include dates of

termination and a roster of new hires including FTE's for new hires.

Sectíon 3.10 New Employee Oríentøtion The local Association unit chairperson or designee

will be allowed to meet during working hours for up to 30 minutes with a newly hired bargaining unit

employee within the new employee's first sixty (60) days of employment, to provide information on

the Association and the contract. The hiring manager will provide a copy of the hire letter to the

WSNA local unit chairperson within 15 days of the date of hire.

ARTICLE 4: MANAGEMENT RIGHTS

Sectíon 4,1 The right to hire, promote, discipline or discharge for just cause, improve

efficiency and determine the work schedules and location of Department Headquarters are examples of

management prerogatives. It is also understood that the Employer retains its right to manage and

operate its Departments except as may be limited by an express provision of this Agreement. This

Agreement shall not limit the right of the Employer to contract for services of any and all types,

provided that such contract shall not be used in lieu of, or to replace services traditionally and usually

performed by regular employees, except on a temporary basis, without prior discussion in a meeting

with an Association staff representative and the Conference Committee.

lltashíngton State Nurses Association - Supemisors
January 1,2017 through December 31, 2019
320C0t 17
Page 4

and Managers - Departmenl of Public Health
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ARTICLE 5: GRIEVANCE PROCEDURE

Management recognizes the importance and desirability of settling grievances promptly and

fairly in the interest of continued good employee relations and morale and to this end the following

procedure is outlined. To accomplish this, every effort will be made to settle grievances at the lowest

possible level of supervision. Employees will be free from coercion, discrimination or reprisal for

seeking a resolution of their grievances. The employee and the immediate supervisor are encouraged

to make every attempt to resolve the issue of concern in a timely manner prior to f,rling a formal

grievance,

Sectíon 5.1 DeJinítion. A grievance shall be defined as an alleged violation of any of the

express terms of this contract to include wages, hours and working conditions as specifically provided

herein.

Section 5.2 Process.

Step 1. Supervisor. A grievance shall be presented in writing by the aggrieved

employee (and his/her selected representative if the employee wishes) within ten (10) working days of

the occurrence, or the date the employee should have known of the occurrence, of such grievance to

the employee's immediate supervisor. The written gtievance shall state the act or omission which is

the basis for the grievance, the date of such act or omission, the Article and Section of this Agreement

the employee believes was violated or misapplied, and the remedy requested. The immediate

supervisor shall meet with the employee and his/her Association representative. The immediate

supervisor will contact the employee and an Association representative within ten (10) working days of

receipt of the written grievance, to schedule the mccting. Whenever possible, grievance meetings will

be held during the employee's regular.working hours. Every effort will be made to schedule this

meeting to occur within.twenty (20) working days of the receipt of the written grievance by the

immediate supervisor. The supervisor may issue a decision based upon the information available at the

time if the nurse is unable to attend a meeting in person within a reasonable period of time (60 days),

except for extraordinary circumstances (e.g., where a nurse has a medically verifiable injury or illness).

The supervisor shall notit/ the employee and the Association representative in writing of his/her

decision within ten (10) working days after the meeting. If a grievance is not pursued to the next level

Washington State Nurses Association - Supervisors and Managers - Department of Public Health
January l, 2017 through December 31, 2019
320C01r7
Page 5
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within ten (10) working days of this notification, it shall be presumed resolved.

Step 2. Division Manager. If after thorough discussion with the immediate supervisor

the grievance has not been satisfactorily resolved, the employee and his/her Association representative

shall then present the grievance to the Division Manager for investigation, discussion, and written

reply. The Division Manager or designee shall meet with the employee and his/her Association

representative. The Division Manager or designee will contact the employee and the Association

representative within ten (10) working days of receipt of the written grievance, to schedule the

meeting. Every effort will be made to schedule this meeting within twenty (20) working days of the

receipt of the written grievance by the Division Manager. Whenever possible, grievance meetings will

be held during the employee's regular working hours. The Division Manager or designee, aftet

consulting with the Department Director, shall make a written decision available to the aggrieved

employee with a copy mailed to the Association representative within ten (10) working days after the

meeting. If the grievance is not pursued to the next higher level within ten (10) working days from the

Association's receipt of the Division Manager's written decision, it shall be presumed resolved.

Step 3. Office of Labor Relations. If the decision at Step 2 has not satisfactorily

resolved the grievance, the Association may submit the grievance in writing to the Director of the

Offrce of Labor Relations in the King County Executive's Office. The Labor Relations Director or

designee shall meet with the employee and his/her Association representative. The Labor Relations

Director or designee will contact the employee and the Association representative within ten (10)

working days of receipt of the written grievance, to schedule the meeting. The hearing shall be

scheduled as soon as possible, but not later than thirty (30) days after receipt of the grievance.

Whenever possible, grievance meetings will be held during the employee's regular working hours.

The Labor Relations Director or designee, after investigation, shall make a written decision available

to the aggrieved employee with a copy mailed to the Association representative within ten (10)

working days after receipt of the Step 3 hearing. If the grievance is not pursued to the next higher

level within ten (10) working days from the Association's receipt of the Department Director's or

designee's written decision, it shall be presumed resolved.

Step 4. Mediation and/or Arbitration. Should the decision of the Labor Relations

Ilashington State Nurses Association -
January 1, 2017 through December 3i',
320C01 17
Page 6

Supenisors and Managers - Deparlment of Public Health
2019
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Director or designee not resolve the grievance, the parties, prior to submitting a dispute to arbitration,

may agree to select a neutral third party to serve as mediator. This agreement shall be reached within.

fifteen (15) days of receipt of the Step 3 response by the Association. If such agreement cannot be

reached, the Association may request arbitration within forty-five (45) days of receipt of the Step 3

decision. If mediation is undertaken and is not successful, the Association may request arbitration

within thirty (30) days after the mediator or one of the parties decla¡es impasse. The arbitration

request shall be submitted in writing to the Director of the Office of Labor Relations and must specifu:

a. Identification of section(s) of Agreement allegedly violatecl.

b. Details or nature of the violation.

c. Position of party who is referring the grievance to arbitration.

d. Questions which the arbitrator is being asked to decide.

e. Remedy sought.

Should arbitration be chosen, the committee shall then select a third disinterested party to serve

as an arbitrator. In the event that the parties are unable to agree upon an arbitrator, then the arbitrator

shall be selected from a panel of eleven (11) arbitrators furnished by the Federal Mediation

Conciliation Services. The arbitrator will be selected from the list by both the department

representative and the Association, each alternately striking a name from the list until only one

remains. The arbitrator shall be asked to render a decision promptly and the decision of the arbitrator

shall be final and binding on both parties.

In connection with any arbitration proceeding held pursuant to this Agreement, it is understood

as follows:

1. The arbitrator shall have no power to render a decision that will add to, subtract

from, or alter, change, or modiff the terms of this Agreement, and his/her power shall be limited to

interpretation or application of the express terms of this Agreement, and all other matters shall be

excluded from arbitration.

2. No matter may be arbitrated which the County by law, has no authority over, has no

authority to change, or has been delegated to any civil service commission or personnel board, as

defined in the Revised Code of Washington, Chapter 41.56.

Washington State Nurses Association - Supervísors
January 1,2017 through December 31,2019
i20c0t I7
Page 7

and Managers - Department of Publíc Health
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3. The cost of the arbitrator shall be borne equally by the Employer and the

Association, and each party shall bear the cost of presenting its own case. Each party shall bear the

cost of its own attorneys' fees regardless of the outcome of the arbitration.

The parties agree to otherwise abide by the award made in connection with any arbitrable

difference. Each party shall bear the cost of any witnesses appearing on that party's behalf.

Sectíon 5.3 Tíme Límits. Failure by an employee, the Association or the Employer to comply

with any time limitation of the procedure in this Article shall constitute withdrawal of the grievance;

provided, however, any time limits stipulated in the grievance procedure may be extended for stated

periods of time by the appropriate parties by mutual agreement in writing. V/orkdays referred to above

shall be defined as Monday through Friday, excluding observed holidays. If the grievant has not

received a response at Step I or Step 2 within the time frames listed, the grievant may elevate the

grievance to the next step.

Sectíon 5.4 Back Pay Awørds. Arbitration awards shall not be made retroactive beyond the

date of the occunence or non-occurïence upon which the grievance is based, that date being fifteen

(15) or less days prior to the initial filing of the grievance, unless the circumstances of the grievance

were not and could not have been known by the grievant.

Sectìon 5.5 Assocíation Grievances. A. contract grievance in the interest of a majority of the

employees in the bargaining unit shall be reduced to writing by the Association and may be introduced

at Step 2 of the contract grievance procedure to the Director of Public Health and be processed within

the time limits set forth herein.

ARTICLE 6: WORK STOPPAGES

Section 6.1 No lltork Stoppøges. The Employer and the Association agree that the public

interest requires the efficient and unintemrpted performance of Health Department services and to this

end pledge their best efforts to avoid or eliminate any conduct contrary to this objective. During the

life of this Agreement, the Association or its members shall not cause or condone any work stoppage,

strike, slow down or refusal to perform customarily assigned duties, sick leave absence which is not

bona fide, or other interference with County functions by employees under this Agreement, and should

same occur, the Association agrees to take appropriate steps to end such interference. Any concerted

I(ashìngton Stqle Nurses Association -
January I, 2017 through December 3i,,
320C01 r7
Page I
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action by any employees in the bargaining unit shall be deemed a work stoppage if any of the above

activities have occurred.

Sectìon 6.2 Assocíatíon's Responsibilifíes. Upon notification in writing by the Employer to

the Association that any of its members are engaged in a work stoppage, the Association shall

immediately, in writing, order such members to immediately cease engaging in such work stoppage

and provide the Employer with a copy of such order. In addition, if requested by the Employer, a

responsible offrcial of the Association shall order such Association members to cease engaging in such

work stoppage.

Section 6.3 Any employee participating in such work stoppage or in other ways committing an

act prohibited in this Article shall be considered absent without leave and shall be considered to have

resigned.

ARTICLE 7; JOB TITLES AND RATES OF PAY

Sectìon 7.1 lYage Rates.

a. The job titles of employees covered under this Agreement and the corresponding

rates of pay are set forth in Addendum A which is attached hereto and made apart of this Agreement.

2017 - Effective January 1,2017, all classifications under this Agreement shall receive

a2.25Yo General Wage Increase.

2018 - Effective January 1,2018, all classifications under this Agreement shall receive

a2.25% General Wage Increase.

2019 - Effective January I,2079, all classifications under this Agreement shall receive

a2.6Vo General Wage Increase.

Sectíon 7.2 Merit Pay Ptøn Eligibiliry. FLSA Exempt employees are eligible to receive merit

pay qtep increases pursuant to the King County Merit Pay Plan for the duration of this Agreement,

except that employees shall not be eligible for above-top-step merit pay.

Sectìon 7,3 Posítion Vacancies and Transfers. Except where reassignments are made by the

Employer, vacancies created within the job titles covered by this Agreement by virtue of separation or

newly created positions shall be posted for not less than ten (i0) consecutive days; provided, however,

the Employer retains the right to determine who, if anybody, shall be selected for andior transferred to

Washington State Nurses Association -
January 1, 2017 through December 31,
320C0t I7
Page 9

Supervisors and Managers - Department of Public Health
201 9
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said vacancy.

a. The Department recognizes that it is preferable to fill vacancies with qualified

employees from within the Department rather than by hiring persons from outside the Department.

The Department may identiff special skills and abilities and recruit extemally concurrently with

internal recruitment for these positions in order to hire in a timely mannef.

b. The Department shall announce all position vacancies with stated minimum

qualifications on the D epartment web site (www.kingcounty. gov/health).

c. lnterview screenecl applicants meeting minimum qualifications from within the

bargaining unit.

d. Make selections for promotional positions in accordance with appropriate personnel

regulations and ordinances.

e. When a transfer is approved by the hiring authority, the employee will be given a

specifìed effective date of transfer.

f. An employee who receives a voluntary lateral transfer will not be required to serve

another probationary period. However, a trial service period of up to three (3) months, or six (6)

months for supervisors and Ntuse Managers moving from a jail setting to a non-jail setting or vice

versa may be imposed. A supervisor who does not successfully complete the trial service period shall

be moved back into the supervisor's former position or an equivalent position if available. If no

position is available, the employee is eligible for recall rights as if laid off. A lateral transfer is defined

as the movement of an employee in the bargaining unit to another position within the same

classification within the bargaining unit.

g. An employee who receives an involuntary transfer may choose to be laid off and

placed on the recall list. If the employee accepts the transfer, the employee will not be required to

serve a probationary period.

Sectìon 7.4 Salary Step Pløcementfor Trønsfer. Employees who transfer from the jail to a

non-jail position of the same job title or from a non-jail to jail position shall remain at the same salary

step number of the applicable salary range. For example, a Personal Health Services Supervisor at

Step 7 on the jail salary range who transfers to a non-jail position shall be placed on Step 7 of the non-
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jail range.

Sectíon 7.5 Satary upon Reclassification or Promotíon. Anemployee who is promoted shall

be placed either in the first step of the new salary range or at the step which is nearest to but not less

than two steps more than the employee's former salary step, whichever is greater, but not to exceed the

top step of the new salary range. If an Assistant Personal Health Services Supervisor position is

reclassified to a Personal Health Services Supervisor classification, the wage rate of the incumbent

employee will be adjusted to the next step increase, similar to a promotion, When promotional

movement between job titles also involves a movement to or from the jail, salary step placemenf shall

first be determined per transfer procedures in the current job title, prior to determining the appropriate

promotional salary step placement.

Sectìon 7.6 Salary upon ReclassíJicatíon or Promotíon: Non-exempt PosítÍon to Exempt

Positíon. A non-exempt employee who is promoted to an exempt position shall be placed at the pay

step in the higher salary range resulting in an increase that constitutes an approximately five percent

(5Yo) increase above the former actual base rate of payl. In the event that the actual base rate of pay

and longevity pay, provided in Section 7.16 of this Agreement, at the time of promotion, exceeds the

new promotional rate (approximately five percent (5%) above the former actual base rate), the

employee shall be y-rated (frozen) at the former actual base rate of pay and longevity pay added. In no

event will an employee be placed above the maximum of the pay range.

Section 7.7 Míleage ReÍmbursement ønd Purkíng. An employee who is required by the

Employer to provide a personal automobile for use in Health Department business shall be reimbursed

for such use at the rate established by ordinance by the County Council, for all miles driven in the

course of Health Department business.

For those jail nurses who travel between jail facilities and use their personal automobile,

parking shall be provided downtown at the Department's expense. The Employer shall make parking

options available in close proximity to the jail for employees working evening and/or night shifts.

t Ar fo. hourly employees, former actual base rate of pay (current annualized base salary) are listed in Addendum A of this

Agreement.
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Sectíon 7,8 Pedormance Evaluatíons.

a. The Employer shall maintain a performance evaluation system relating to employees

covered by this Agreement. The performance evaluation system shall be used as a method in

measuring an employee's performance in accomplishing, in the most effrcient and effective manner,

the goals and objectives of the Employer as they relate to employees covered by this Agreement. The

performance evaluation system shall encompass performance expectations based upon the goals and

objectives of the position being evaluated. The performance evaluation system to be used by the

Employer will be prosented to the Nurse Practioe Committee for revierv and comment prior to

adoption.

b. The performance evaluation system devised by the Employer must, among any other

criteria determined by the Employer, encompass performance expectations based upon the goals and

objectives of the Employer, assigned duties, Employer policies and procedures, Employer operating

instructions, any written document promulgated by or adhered to by the Employer pertaining to

employees covered by this Agreement, or any work practices pertaining to employees covered by this

Agreement

c. The evaluation shall be prepared on a format devised by the Employer and presented

by an evaluator who has been instructed in the method of evaluation used and who has been

responsible for the supervision of the evaluatee's work.

d. The evaluation must be prepared prior to, and presented to the affected employee at

an evaluation conference which must be conducted by the person writing the evaluation. The

evaluatee has the responsibility to participate in the evaluation conference and to improve work

performance in any area where performance deficiencies are found to exist. The employee's direct

supervisor is responsible for providing ongoing feedback to employees. The goal of such feedback is

to assist the employee's efforts to improve such performance deficiencies.

e. The evaluation shall be signed and dated by both the evaluator and evaluatee to

signiff that the evaluation has been reviewed in conference and the evaluatee shall, upon request, be

given a copy of his/trer evaluation. The employee's signature indicates receipt of the evaluation, but

does not necessarily mean agreement. In addition, the evaluatee may, during said conference, or
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within two (2) weeks after the conference, comment in writing relative to the substance of the

evaluation either on the evaluation form or have hislher written comments affixed to the evaluation.

f. Employees shall be evaluated at least once during their probationary period and no

less than annually thereafter.

Sectíon 7.9 Professíonal Líabílìty Insurance. Employees covered by this agreement are

covered by the liability protection as provided in the King County Code for acts committed in good

faith and within the scope of the offrcial County duties.

Sectíon 7.10 Standby Dutyfor Non-Exempt Emplol,sst. Employees placecl on stanclhy drrty

for purposes of receiving calls during their off hours shall be compensated for such standby duty by

receiving ten percent (10%) of their straight-time hourly rate for all hours assigned. Employees will

record all calls while on standby and will submit an overtime or compensatory time request for all

hours actually worked.

Sectíon 7,II Lícensíng/CertíJication. All nurses must meet licensing and certification

requirements as a condition of hire and continued employment. Nurses working in positions at the

detention facilities (e.g., KCCF, MRJC) must obtain and maintain security clearances to those

facilities. Nurses failing to maintain necessary security clearances, licenses or certifications will be

demoted or terminated from employment. The Employer shall pay for the cost of the following fees

for all regular full-time and part-time Supervisors and Assistant Supervisors:

Renewal for Registered Nurse License

Renewal for Nurse Practitioner License

Renewal for ANA Certification

Application and renewal fees of state authorized prescriptive authority
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Sectíon 7.12 Advønce Step Hìre. Employees may be hired at up to Step 10 of the salary range

upon the approval of the Health Department Director. The Health Department agrees to use the

general criteria developed by the conference committee: The decision of the Director is not grievable.

Supervisory and/or management experience (general) two years : 1 step

with maximum of 3 steps

Program management, staffdevelopment and training QVQA,
evaluation, clinical teaching or other leadership experience (c.h'

theory - RN) 2yearc = I step with 2 step maximum

Master's degreeÆh.D./Doctorate of Nursing Practice: 1 step

Supervisory and/or management experience specific to setting 2 years :
I step with 4 step maximum

Section 7.13 ShíÍt Dífferentìaßfor Non-Exempt Employees. A bargaining unit employee

scheduled to work in a facility or site which is staffed for 24 hour operation and scheduled to work not

less than four (4) hours of his/her work shift during the evening shift or night shift, shall receive one of

the following shift differentials for all scheduled hours worked during each shift.

EveningShift

Nrsål shift

$2.50 per hour

$4.00 per hour

Other employees will receive the evening shift differential for all hours worked after the normal

business hours of 5:00 p.-., provided that employees who request a flex schedule shall not receive a

shift differential.

The above differential shall be considered part ofthe Supervisor's regular rate for purposes of

overtime pay calculations.

The above shift differential shall apply to time worked as opposed to time off with pay and

therefore, for example, the differential shall not apply to sick leave, vacation, holiday pay, funeral

leave, etc.

The evening shift period shall normally encompass the hours from 2:30 p.m. to 10:30 p.m. The

night shift period shall normally encompass the hours from 10:30 p.m. to 6:30 a.m.
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Sectíon 7.14 Jail Premium. Employees assigned to the Jail Health Services shall receive a

rate of pay that is l5% (fifteen percent) higher than the salary range for other non-jail positions. The

Jail Health Services rate thus becomes a "base" or "regular" rate of pay for this assignment and is

included in the computation for overtime and is payable for paid leave and holiday pay.

Sectíon 7.15 Íl/eekend Premìumþr Non-Exempt Employee,t A weekend premium shall be

paid for all hours of work on weekends at the rate of $4.00 per hour. This premium shall not be

included in the base rate of pay for purposes of determining paid leave benefits. The weekend begins

r,vith the night shift on Friday and through evening shift on Sunday.

Sectíon 7.16 Longevíty Premíu¡ra Full-time regular and part-time regular employees shall

receive the following longevity premiums based upon their length of service with the Department:

after 8 years (96 months) of service'

after 10 years (120 months) of service

after 12 years (144 months) of service

after 15 years (180 months) of service

after 77 years (204 months) of service

after 20 years (240 months) of service

2Yo above the employee's Step

3Yo above the employee's Step

4Yo above the employee's Step

5o/o above the employee's Step

6o/o above the employee's Step

7Yo above the employee's Step

Sectíon 7.17 Salary Upon Successful Completion of Probation. Full-time and part-time

regular employees will advance to the next higher step upon completion of probation.

ARTICLE 8: VACATIONS

Sectìon 8.1 Creditetl Hoursfor Accrual. Arurual vacations with pay shall be granted to

eligible employees computed at the rate shown in Section 3 for each hour on regular pay status. In

2077, one additional vacation day will be added to the vacation bank of all employees covered by this

Agreement and also employed by the County on the date the tentative agreement was reached with

King County. In 2018, two additional vacation days will be added to the vacation bank in the first full

pay period of 2018 for all employees covered by this Agreement employed on the date the tentative

agreement was reached with King County. The three additional vacation days referenced above are

granted on a one-time only basis only and do not establish an ongoing status quo obligation to continue
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providing extra vacation hours past January l, 201 8.

Sectìon 8.2 Regutar Pøy Støtus. 'oRegular Pay Status" is defined as regular straighrtime

hours of work plus paid time off such as vacation time, holiday time off and sick leave.

Section 8.3 Accrual Rates. The vacation accrual rate shall be determined in accordance with

the rates set forth below:

Vacation

Earned Per

Hour

Years of

Service

Working
Days Per

Year

Hours

(HRs.)

.0460 0-4 t2 96

.0577 5-7 l5 t20

.0615 8-9 t6 128

.0769 10-15 20 160

.0807 t6 21 r68

.0846 t7 22 t76

.088s 18 23 184

0923 t9 24 r92

.0961 20 25 200

.1000 2l 26 208

.1 038 22 27 216

.1076 23 28 224

.1115 24 29 232

.i153 25 30 240

Sectiott 8.4 Accuntulation and (Jse of Vacøtion Eligible employees shall accumulate

vacation from the date of entering Health Department service and may use accumulated vacation with

pay after six (6) months on regular pay status with Employer approval.

Sectíon 8.5 Maxímum Accrual

a. An employee may accumulate a vacation balance which shall not exceed 480 hours

at the end of any calendar year. Any hours in excess of 480 at the end of any calendar year shall be

removed from the employee's vacation balance.

b. Exceptions to Section 8.5(a) can be made pursuant to King County Code section
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3.12.190E (cyclical work loads, work assignments or other reasons.as may be in the best interests of

the county) and when the Employer cancels an employee's previously scheduled vacation which has

been approved by the Health Department and the Department Director concurs in such exception. The

exception cannot be continued for more than three (3) months.

Sectíon 8.6 For Non-Exempt Employees. The minimum vacation allowance to be used by an

employee shall be one hour or, at the discretion of the head of the department, such lesser amount as

may be approved by the department head or designee. This Section does not apply to exempt

employees.

Sectìon 8,7 Vøcatíon Payoff upon Termination. An employee who terminates employment

after more than six (6) months service shall be paid in a lump sum for any unused vacation accrued,

not to exceed the maximum year-end balance. Upon the death of an employee in active service, such

payment will be made to the estate of the deceased employee.

Section 8.8 Vacatíon Usefor Medical Reøsons. Where an employee has exhausted hislher

sick leave balance, the employee can use vacation for further leave in excess of that leave already

provided in Article 10 Sick Leave and Leaves of Absence, Section 8, Family and Medical Leave, with

prior approval of the Department Directo¡. In all other instances, employees must use all accrued

vacation prior to beginning a leave of absence unless an exception is approved by the Department

Director.

Section 8.9 VøcøtÍon Requests. All vacation time shall be approved in advance in writing to

the employee. A good faith effort will be made to provide the approval in a timely mariner.

Seclíon 8./0 Ernployees may donate vacation time consistent with the provisions of County

Code.

1. Any full-time regular employee or part-time regular employee, who is employed at

least half-time and receives vacation and sick leave may donate a portion of his or her accrued vacation

leave to a full-time regular employee or part-time regular employee who is employed at least half-time

and receives vacation and sick leave. Such donation will occur upon written request to and approval of

the donating and receiving employees' department director(s), except that requests for vacation

donation made for the purposes of supplementing the sick leave benefits of the receiving employee

Ilashington Slate Nurses Association -
January I, 2017 through December 3J,,

320C01 17
Page 17

Supervßors and Managers - Department
20t9

Health



I
2

3

4

5

6

7

8

9

l0

11

12

l3

l4

15

t6

17

18

19

20

2t

22

23

24

25

26

27

28

shall not be dcnied unless approval would result in a departmental hardship for the receiving

department.

2. Thenumber of hours donated shall not exceed the donor's accrued vacation credits

as of the date of the request. No donation of vacation hours shall be permitted where it would cause

the employee receiving the transfer to exceed his or her maximum vacation accrual.

3. Donated vacation leave hours must be used within ninety (90) calendar days

following the date of donation. Donated hours not used within ninety (90) days, or due to the death of

the reoeiving employee, shall revert to the donor. Donated vacation leave hours shall be excluclecl from

vacation leave payoff provisions contained in this chapter. For purposes of this section, the first hours

used by an employee shall be accrued vacation leave hours.

4. All vacation hours donated shall be converted to a dollar value based on the donor's

straight time hourly rate atthe time of donation. Such dollar value will then be divided by the

receiving employee's hourly rate to determine the actual number of hours received. Unused donated

vacation and sick leave shall be reconverted based on the donor's straight time hourly rate at the time

ofre-conversion.

5. All donations of vacation made under this section are strictly voluntary. Employees

are prohibited from soliciting, offering or receiving monetary or any other compensation or benefits in

exchange for donating vacation or sick leave hours.
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ARTIC.LE 9: HOLIDAYS

Sectíon 9.1 Holidays Observed,

. The following days or days in lieu thereof shall be recognized as legal holidays without salary

deduction:

New Year's Day January lst

Martin Luther King, Jr. Day Third Monday in January

Third \4onday in FebruaryPresidont's Day

Memorial Day Last Monday in May

Independence Day July 4th

Labor Day First Monday in September

Veteran's Day November 1lth

Thanksgiving Day Fourth Thursday in November

Day after Thanksgiving

Christmas Day December 25

Two (2) Personal Holidays

WheneVer any legal holiday falls upon a Sunday, the following Monday shall be a legal

holiday. Whenever any legal holiday falls upon a Saturday, the preceding Friday shall be the legal

holiday.

Sectìott 9.2 To minimize disruption of public services, the Employer may, on an individual

basis, substitute the fourth Monday of October as Veteran's Day in lieu of the day enumerated as such

in the above list.

Sectíon 9.3 Qualilicøtions for Holìdøy Pøy, Toqualifu for holiday pay, employees covered

by this Agreement must have been on pay status their normal work day before or their normal work

day following the holiday; provided, however, employees returning from non-pay leave starting work

the day after a holiday shall not be entitled to pay for the holiday preceding their first day of work.

This restriction (proviso) would not apply to a leave of absence of four (4) days or less or a leave of
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absence requested by the Department.

SectÍon 9.4 Holídøy Premìum Payfor Non-Exempt Employees, Employees who work on a

holiday shall be paid for the holiday at their regular rate of pay and, in addition, they shall either be

paid at the rate of one and one-half (l-l/2) times their regular rate of pay for the hours worked or be

granted time off at the rate of one and one-half Q-llz) times the hours worked (compensatory time).

Compensation in the form of compensatory time must be agreeaòle to both the affected employee and

the Department Director or his/her designee. This section does not apply to exempt employees.

Section 9.5 Personal Holidays.

a. Employees shall be granted two personal holidays per year. The first holiday shall

be granted to all eligible employees employed by King County on the first of October and the second

holiday shall be granted to all eligible employees employed on the first of November.

b. Personal Holidays shall be administered through the vacation plan and can be used

in the same manner as any eamed vacation day.

Sectìon 9.6 Holiday Pay for Non-Exempt Employees on Alternative lVork Schedules,

Employees scheduled to work an alternative work week, such as four ten-hour days, shall be granted

no more than ninety-six (96) holiday hours per year. Regular part-time employees scheduled to work

twenty (20) or more hours per week shall be granted a proportionate amount of holiday hours. For

instance, an employee scheduled to work twenty hours per week shall be granted one half, forty-eight

(48) hours, of the ninety-six (96) holiday hours. This section does not apply to exempt employees.

Sectíon 9.7 Pro-ration of Holiday BeneJíts (íncludìng Personøl Holìdays). Benefit eligible

employees who are assigned to work less than 40 hours per week on a regular basis shall accrue these

holidays on a pro-rated basis, based on their regularly scheduled hours of work.

ARTICLE 10: SICK LEAVE AND I,EAVES OF'ABSENCE

Sectíon I0,I Definitions.

A. Child means a biological, adopted, or foster child, a stepchild, a legal watd, or a

child of a person standing in loco parentis who is: (1) Under eighteen years of age; or (2) eighteen

years of age or older and incapable of selÊcare because of a mental or physical disability,

B. Grandparent means a parent of a parent of an employee.
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C. Parent means a biological parent of an employee or an individual who stood in loco

parentis to an employee when the employee \¡/as a child.

I). "Parent-in-law" means a parent of the spouse or domestic partner of an employee.

E. "Spouse" means the married partner of an employee'

F. o'Domestic partner" means a Washington State Registered Domestic Partnership as

defined in RCW 26.60.030.

Section 10,2 Accraal Røte, A uniform plan for sick leave with pay shall be granted to eligible

Health Department employees, All benefit eligible employees shall accrrre sick leave henefits at the

rate of .04616 hours for each hour on regular pay status, up to a maximum of eight hours per month.

Employees will accrue sick leave on an hourly basis to begin from the date of hire in a leave-eligible

position. There shall be no limit to the number of sick leave hours an employee may accrue. Should

an employee resign in good standing, separate for non-disciplinary medical reason, or be laid oü and

return to County employment within two years, all accrued sick leave hours will be restored.

Sick leave credit may be used for the following reasons:

a. Illness or i4jury which has incapacitated the employee from performing regular

duties.

, b. Disability due to pregnancy and'/or childbirth.

c. Medical or dental appointments.

d. Pursuant to RCV/ 49.12.270, accrued sick leave or other paid time off including

vacation or personal holidays - at the employee's discretion - may be used to care for: A child of the

ernployee who has a health condition that requires treatment or supervision; a spouse, domestic

partner, parent, parent-in-law, or grandparent of an employee who has a serious health condition or an

emergency condition.

Sectíon 10.3 Family ønd Medical Leøve.

a. Effective January 1, 2018, all employees shall be transitioned to "concurrent" King

County Family Medical Leave (KCFML) benefits provided in accordance with Ordinance 18191, as

amended, which provides all eligible county employees with up to eighteen weeks of family and

medical leave, which is paid or unpaid depending upon the employee's paid leave accruals.

llashington State Nurses Association -
January 1,2017 through December 31,
320C0117
Page 21

Supervisors
2019

and Managers - Department of Public Health



I

2

3

4

5

6

7

I
9

10

11

t2

13

t4

15

t6

17

18

t9

20

2l
,,)

23

24

25

26

27

28

b. Prior to January 1,2018, all employees shall receive "consecutive" KCFML

benef,rts, which provides up to eighteen weeks of unpaid leave will be granted in a rolling twelve (12)

month period (a rolling twelve (12) month period as measured backwards from the date an employee

starts Family and Medical Leave). Family and Medical Leave benefits shall be as provided in the King

County Family and Medical Leave Ordinance (KCC 3.12.220 and Personnel Guidelines 14.4.5) and

administered in accordance with the King County Personnel Guidelines. The County agrees to

maintain existing Family and Medical Leave benefits during the terms of this Agreement. The

employing Department will maintain its contribution for health benefits for the employee during the

period of family and medical leave. Employees may use sick leave and other paid leave for family

medical reasons as provided by federal law, King County Code (KCC 3.12.220) and the Washington

Family Care Act (RCW 49.12.265 - 49.12.370) and amendments thereto. As between KCC3.12.220

and the Washington Family Care Act (WFCA), where the IVFCA provides greater benefits to the

employee, the provisions of the WFCA shall govern. Otherwise, KCC 3.12.220 shall apply. Effective

January 1,2018, all terms in Section 10.3 (b) shall expire and be replaced by Section 10.3 (a).

Section 10.3.1 FMLA Leave to Carefor an Actíve Duty National Guard or Reseme Member.

Pursuant to federal law, nurses are entitled to up to twelve (12) weeks of unpaid leave duringany 12-

month period because of any qualifying exigency as defined by the Department of Labor arising out of

the fact that the spouse, son, daughter, or parent of the nurse is on active duty in the National Guard or

Reserves in support of a contingency operation. Examples of qualifying exigencies includê issues

arising from a covered military member's short-notice deployment, making or updating financial and

legal arrangements to address a covered military membet's absence, or attending military events and

related activities.

Section 10.3.2 FMLA Leave to Carefor an Injared Service Member, Pursuant to federal

law, nurses are entitled to twenty-six (26) weeks of unpaid leave in a l2-month period to care for a

spouse, son, daughter, parent or next of kin (nearest blood relative) of a covered service member with a

serious injury or illness when the injury or illness is incurred by an active duty member of the military

while in the line of duty. A covered service member is a current member of the Armed Forces,

including a member of the National Guard or Reserves, who is undergoing medical treatment,
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recuperation or therapy, is otherwise in outpatient status, or is otherwise on the temporary disability

retired list for a serious injury or illness. Any FMLA leave used for reasons other than to care for a

qualified service member shall count toward the 26-week limit in a l2-month period.

Section 10.4 Abuse of Síck Leave. Abuse of sick leave shall be subject to progressive

discipline pursuant to King County Public Health's Attendanoe Management Policy dated May 2,201I

(PER 18-2 DPH DP).

Section 10.5 Reímbursement Upon Retirement/Restoratìon of Síck Leave Credit

a. Upon rotiroment, thirty-five percent (35%) of an employee's unltsed sick leave credit

accumulation can be applied to the payment of health care premiums, or to a cash payment at the

straight time rate of pay of such employee in effect on the day prior to his/her retirement. Upon the

death of an employee, either by accident or natural causes, thirty-five percent (35%) of such

employee's accumulated sick leave credits shall be paid to hislher designated beneficiary.

b. If an employee resigns in good standing, is separated for non-disciplinary medical

re¿Nons, or is laid off, and retums to County employment within two years, accrued sick leave credit

shall be restored.

Section 10.6 Traíning Leøves. The Employer and the Association agree that continuous

upgrading of employee skills and knowledge is beneficial to providing quality health care services to

the public. Therefore, employees covered by this Agreement are encouraged to take advantage of

opportunities available for continuing study and self-improvement. To this end it shall be a policy of

the Health Department where feasible and at the discretion of the Department Head to allow

employees covered by this Agreement time off with or without pay and with or without related

expenses to attend professional meetings and/or Association meetings and conferences which focus on

job-related practice.

It is hereby agreed that Article 10, Section 5, does not, in any way, interfere with the

department head's authority to grant or deny leave with or without pay and with or without related

expenses.

Sectìon 10.7 Contìnuíng Education Time. The Employer shall provide all employees with a

minimum of five (5) days of paid leave annually for purposes of attending professional meetings,
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seminars and classes to earn continuing education. For purposes of this section, professional meetings

shall be defined as: short-term conferences for professional growth and development of the individual

nurses related to nursing, and/or meetings and committee activities of the professional association at

the national, state or district level which are designed to develop and promote the programs of the

professional association in improving the quality and availability of nursing service and health care or

training. Conferences or portions of conferences relating solely to union business are not considered

professional meetings.

Section 10,8 Leøves of Absence. Leaves of absence shall be administerecl in accorclance with

the Employer Personnel Guidelines.

Sectìon 10,9 Leaves of Absence Requests, All leaves of absence are to be requested in writing

as far in advance as possible, stating all pertinent details and the amount of time requested. An

employee shall not lose accrued years of seniority when granted an unpaid leave of absence for up to

one year. Unpaid leaves of absence for 30 calendar days or less shall not result in a loss of service

credit or an adjustment to the service date.

Section 10.10 Military Leøve. Pursuant to RCW 38.40.060 Military Leaves for Public

Employees, every officer and employee of the state or of any county, city or other political subdivision

thereof who is a member of the Washington national guard or of the army, navy, air force, coast guard,

or marine corps reserve of the United Stateso or of any organized reserve or armed forces of the United

States shall be entitled to and shall be granted military leave of absence from such employment for a

period not exceeding twenty-one (21) days during each year beginning October 1st and ending the

following September 30th. Such leave shall be granted in order that thc pcrson may report for required

military duty, training or drills, including those persons in the National Guard. Such military leave of

absence shall be in addition to any vacation or sick leave to which the offtcer or employee might

otherwise be entitled, and shall not involve any loss of efficiency rating, privileges, or pay. During the

period of military leave, the officer or employee shall receive from the state, or the county, city, or

other political subdivision his or her normal pay.

Sectíon 10.10J Milìtary Spouse Leøve, Pursuant to state law, RCW 49.77.030, during a

period of military conflict a nurse who is the spouse of a member of the armed forces of the United
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States, or the National Guard or Reserves, who has been notified of an impending call or order to

active duty, or has been deployed, is entitled to a total of fifteen (15) days of unpaid leave per

deployment. Fifteen days of unpaid leave will be granted after the military spouse has been notified of

an impending call or order to active duty and before deployment or when the military spouse is on

leave from deployment. Any combination of leave without pay, compensatory time, vacatiotr leave,

sick leave and/or personal holiday may be used, at the nurse's discretion. Nurses must provide the

employer with notice, within five (5) business days of receiving offrcial notice of an impending call or

order to active duty or of a leave from deployment, or of the nurse's spouse's intention to take such

leave under the circumstances stated above.

Sectíon 10,11 Jary Duty, An employee shall suffer no monetary loss while on jury duty. The

amount of any compensation derived from jury duty during the employee's normal work schedule,

except for transportation allowance, shall be deducted from the gross pay due the employee for such

period; provided that an employee excused by the court on any day of such duty falling within his/her

normal (non-evening, non-night) work schedule shall notify his/her supervisor and if so directed report

for work for the balance of his/Ìrer normal shift.

An employee who is scheduled off work during a period when called to serve jury duty will not

suffer a loss of income as a result of serving jury duty. An employee who is scheduled to work either

evening or night shifts while on jury duty shall not be required to report to work on any day when jury

duty, including travel time, requires three or more hours of attendance. An employee who does not

work hislher scheduled evening or night shift due to jury duty shall not suffer a loss of income as a

result <lf serving on jury duty. An employee shall be relieved of regular dutics a minimum of sixteen

(16) hours prior to reporting to serve jury duty. Similarly, there must be a minimum of sixteen (16)

hours between the time the employee is dismissed from jury duty and the time the employee must

report for regular duties.

Sectíon 10.12 llellness Incentive, FLSA non-exempt employees within the bargaining unit

who, in a calendar year ending on December 3lst each year, use less than thirty-three (33) hours of

sick leave may convert sixteen (16) hours of unused, accrued sick leave to two (2) vacation days to be

used in the following year.
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Sectíon 10,13 Donation of Síck Leave. Employees may donate sick leave consistent with the

provisions of County Code (KCC 3.12.223 (B).)

1. Any full-time regular employee or part-time regular employee who is employed at

least half-time and receives vacation and sick leave may donate a portion of his/her accrued sick leave

to a full-time regular employee or part-time regular employee who is employed at least half-time and

receives vacation and sick leave, upon written notice to the donating and receiving employees'

department director(s).

2. No donation shall be permitted unless the donating employee's sick leave accrual

balance immediately subsequent to the donation is one hundred (100) hours or more. No employee

may donate more than twenty-fïve (25) hours of hislher accrued sick leave in a calendar year.

3. Donated sick leave hours must be used within ninety (90) calendar days. Donated

hours not used within ninety (90) days or due to the death of the receiving employee shall revert to the

donor. Donated sick leave hours shall be excluded from the sick leave payoffprovisions contained in

this Agreement,.and sick leave restoration provisions contained in this Agreement. For purposes of

this.section, the first hows used by an employee shall be accrued sick leave hotrs.

Sectton 10,14 All donations of sick leave made under this section are strictly voluntary.

Employees are prohibited from soliciting, offering or receiving monetary or any other compensation or

benefits in exchange for donating vacation or sick leave hours.

Section 10.15 Sick leave hours donated shall be converted to a dollar value based on the

donor's straight time hourly rate at the time of donation. Such dollar value will then be divided by the

receiving employee's hourly rate to determine the actual number of hours received. Unused donated

vacation and sick leave shall be reconverted based on the donor's straight time hourly rate at the time

ofre-conversion.

Sectíon 10.16 Domestíc Violence Leave. Pursuant to RCV/ chapter 49.76, if nurses are

victims of domestic violence, sexual assault or stalking, they may take reasonable leave from work,

intermittent leave or leave on a reduced leave schedule to seek related legal or law enforcement

assistance or seek treatment by a healthcare provider, mental health counseling or social services

assistance. Nurses who are family members of a victim may also take reasonable leave to help such
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family member obtain similar treatment or help. This leave is unpaid unless the nurse uses any

available paid time off (sick leave, vacation, etc.). The nurse must provide advance notice of his/her

need for such leave. In the event of an emergency or unforeseen circumstances precluding advance

notice, the nurse or his/her designee must provide the Employer notice of the need for such a leave no

later than the end of the first day that the nurse takes suoh leave. If the Errployer requests, the nurse

may be required to provide verification of the need for such leave and farnilial relationship (e.g., a birth

certificate, police report, court order, or documentation from the victim's clergy member, victim

advocate, attorney or healthcare provider). For the purpose of this section, "family member" includes

a nurse's child, spouse, parent, parent-in-law, grandparent, or a person with whom the nurse has a

dating relationship.

Section 10.17 Paid Parental Leave Benefit.

A. Effective January 7,2017, all employees are eligible for Paid Parental Leave

benefits, which supplement an employee's accrued paid leaves to provide up to a total of twelve weeks

of paid leave for a parent to bond with a new child.

B. An employee's supplemental leave benefit is calculated based on the employee's

accrued leave balances at the time of the birth, adoption, or foster-to-adopt placement ("qualifying

event"). The employee will receive the equivalent of his or her base rate of pay for up to a total of

twelve weeks, when combined with the employee's accrued leave (except for one week of sick leave

and one week of vacation leave, or the equivalent for Benefit Time).

C. The employee is permitted to use the supplemental leave first. Additionally, the

employee may choose to take less than twelve weeks of leave.

D. Supplemental Paid Parental Leave is not subject to cash out.

E. An employee that does not return to work for at least six months of continuous

service following the paid parental leave, will be required to reimburse King County for the

supplemental paid parental leave funds received.

Eligibility. The benefit is available to all leave eligible employees who have been employed

with the County for at least six months of continuous service at the time of the qualifuing event. If

both parents work for King County, then each employee is entitled to up to twelve weeks of Paid
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Parental Leave.

Benefit Period. Paid Parental Leave must be used within twelve months of the qualifuing

event. An employee may use Paid Parental Leave on an intermittent or part-time basis, as long as it is

consistent with the department's operational needs, and it is approved in writing by the employee's

supervisor prior to the leave.

Concurrency. Paid Parental Leave will run concurrently with King County's family and

medical leave, as well as federal and state family and medical leave laws, to the fullest extent permitted

by law effective January 1,2018.

Job Protection. Paid Parental Leave is protected leave. Barring required budget cuts or

layoffs, an employee's job cannot be eliminated while the employee is on leave. Further, no retaliatory

action may be taken against an employee for participating or planning to participate in the program.

Health Benefits. The employee will continue to receive all health benefits and shall continue

to accrue vacation and sick leave during the period ofPaid Parental Leave.

ARTICLE 11: BEREAVEMENT LEAVE

Sectíon 11.1 Annual Entitlement. Ftll-time regular employees shall be entitled to three (3)

working days (twenty-four hours) of bereavement leave per occunence due to death of members of

their immediate family; this is not car¡ied over into subsequent years, but starts anew each January 1.

Sectíon 11.2 Use of Síck Leavefor Bereavement Purposes. Employees who have exhausted

their bereavement leave shall be entitled to use up to three days of sick leave (twenty-four hours) for

each instance when death occurs to a member of the employee's immediate family. One day of sick

leave per occufrence may be used for the attendance of a funeral of other than a close relative or a

significant person living in the employee's household.

Sectíon 11.3 Pro-røtø Benetítfor Part-tìme Employees. Part-time regular employees shall be

entitled to bereavement leave in the same proportion as the number of hours worked is to the number

of hours scheduled for a full-time position.

Sectìon 11.4 DeJinitíon of Immedìate Famþ. For purposes of this article, a member of the

immediate family is construed to mean persons related by blood or marriage or legal adoption as

follows or other relative or significant person living in the employee's household:
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' Children

' Children of spouse or domestic partner

. Parents

' Parents of spouse or domestic partner

. Siblings

' Siblings of spouse or domestic partner

' Grandchildren

. Grandohildren of spouse or domestic partner

. Grandparents

' Grandparents of spouse or domestic partner

. Spouse or domestic partner

. Legal guardian

ARTICLE 12: MEDIÇAL. DENTAL AND LIFE PLAN

Section 12. King County presently participates in insured medical, dental, vision, and life

insurance programs. The plan designs and plan features for the insured benefits are negotiated in the

Joint Labor Management Insurance Committee (JLMIC) comprised of representatives of the County

and labor organizations, including the Union. The JLMIC benefits agreement for 2077 and 2018 is

attached as a Memorandum of Agreement. The Union has agreed to sign the benefits agreement and

be bound by its terms and conditions, including any changes the JLMIC makes pursuant to the benefit

agreement.

Section 12.1 Continuation of the Pløn. Medical/Dental and Life Insurance benefits shall be

as negotiated through the County Joint Labor Management Insurance Committee which negotiates

with collective bargaining representatives of County employees as a group.

Section 12.2 Benetít Eligíbílity. Full-time regular, part-time regular, provisional, probationary

and term limited employees shall be eligible for receipt of all benefits under the County's medical,

dental, vision, disability and life insurance programs as determined by the County Joint Labor

Management Insurance Committee.

Sectíon 12.3 Ptan Changes. In the event the JLMIC negotiates a change in medicâI, dental,
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vision or life insurance plans which result in a decrease in benefits or increase in costs for nurses, the

County will meet to discuss the impact of the changes. It is further understood that in the event that

the Union elects to not agree to the successor Agreement to the 2017-2018 JLMIC benefits agreement

attached as a Memorandum of Agreement, the rurion agrees to be bound by whatever benefit changes

the JLMIC agrees to for a successor benefits agreement beginning 2019 and until such time that the

Union has bargained an altemative benefits agreement with the County.

Section 12.4 Industríøl Insurønce. Employees covered by this Agreement shall be covered by

the County Industrial Insurance Plan and any supplement thereto as provided by County ordinance.

ARTICLE 13: HOUR$ OF WORK AND OVERTIME

Section 13J illork Day, Eight (8) hours shall constitute a normal day's work and five (5)

consecutive days a normal week's work.

Section 13.2 lllork Week. The basic work week shall begin at 12:00 a.m. Sunday and end at

I 1:59 p.m. Saturday. Each scheduling unit may establish a flex-time work schedule within these

hours. In such a flex-time schedule, the daily and weekly work schedule shall be that which is

mutually agreeable to the employee and the immediate supervisor.

Sectíon 13,3 Overtìmefor Non-Exempt Employees. All work performed, at the direction of

the employee's Manager, over forty (40) hours in any one (1) work week or over eight (8) hours in one

(1) work day, or over ten (10) hours per day depending on the employee's regular schedule, shall be

considered as overtime and shall be paid for at the overtime rate of one and one-half (l'll2) times the

regular rate of pay, or upon request of the employee and approval of the Manager, compensatory time

off at one ancl one-haff (1-112) times" Compensatory time balances shall not exceed 80 hours.

Sectíon 13.4 FLSA Exempt. Employees allocated to the classification of Nurse Manager

(including Nurse Manager' Jail) and, effective January 1,2014, employees allocated to the

classification of Personal Health Services Supervisor (Clinic) are exempt from the overtime provisions

of the Fair Labor Standards Act ("FLSA") and are not overtime eligible.

Sectìon 13,5 Executíve Leavefor FLSA Exempt Employees, FLSA Exempt Employees are

eligible to receive Executive Leave pursuant to the King County Executive Leave Pay and Leave

Practices for Executive Administration and Professional Employees (Executive Policy PER 8-l-2).
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Sectìon 13.6 l{ork Schedules. When management deems it necessary, work schedules other

than a Monday through Friday schedule may be established and hours other than 40 per week may be

established. The Employer acknowledges its obligation to,noti$ WSNA and negotiate significant

changes of work schedules, prior to implementation.

Section 13.7 Alternatíve l(ork Schedules. It is hereby agreed that the Employer may, upon

agreement with the employee, implement altemative work schedules affecting employees covered by

this Agreement. Employees, individually or in groups, may request an alternative work schedule. The

request will be reviewed to see if it meets the business needs of the site. If the request is denied, the

basis for the denial (an explanation of how-why the schedule does not meet the business needs of the

site) will be provided in writing to the employee. Additionally, the employee is entitled to have the

decision on the request reviewed at one step on the organization chart above the employee's

supervisor, provided a request for such review is made in writing within ten (10) business days of

receipt of the initial decision.

An alternative work schedule is defined as any schedule of hours of work other than the

traditional five eight-hour days within a seven day work week. Examples of altemative work

schedules include but are not limited to:

. 4 l0-hourwork days;

. a 9/8-off alternating work week schedule. (The record keeping time sheet for this

schedule must be the one which meets the FLSA standards dividing between two work weeks mid shift

on the fifth day of work which is either 8 hours or a day off¡.

In adrninistering the four (a) day, forty (40) hour work week, the following wÖrking conditions

shall prevail:

a. Overtime shall be paid for any hours worked in excess of the established work day of

at least eight (8) hours or overtime shall be paid for any hours in excess of forty (40) hours per week;

b. Vacation benefits shall be accrued and expended on an hourly basis;

c. Sick Leave benefits shall be accrued and expended on an hourly basis;

d. Holidays shall be granted in accordance with Article 9 of this Agreement;

e. Employee participation shall be on a voluntary basis.
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Section 13.8 Paíd Statusfor Negotiation Team Members. Each employee who participates in

bargaining as part of the WSNA bargaining team during the respective employee's work hours shall

remain on County paid status for no more than one hundred fifty (150) hours of County paid release

time for the bargaining sessions resulting in a labor agreement. If negotiations exceed one hundred

frftV (150) hours, V/SNA will be responsible for requesting additional paid status hours for its

negotiation team members employed by the County.

ARTICLE 14: WORK IDE OF' CI,ASSIF'ICATION

Sectìon 14.1. Paymcntfor úYork Out of CløssiJicatíon, Whenever an employee is assigned in

writing by proper authority to perform all the duties and accept all of the responsibility of an employee

at a higher paid classification he/she shall be paid at the rate established for such classification while

performing such duties and accepting such responsibility. The rate of pay will be determined as for a

promotion, in accordance with Article 7 .6 or 7 .7, as appropriate, of this Agreement. Proper authority

shall be a supervisory employee in the line of organizationoutside of the bargaining unit, and if hislher

position is to be filled, proper authority shall be his/her supervisor. Employees assigned to perform the

duties ofNurse Manager as an Out of Classification assignment are not overtime eligible and shall be

eligible to receive Executive Leave pursuant to the King Cbunty Executive Leave Pay and Leave

Practices for Executive Administration and Professional Employees (Executive Policy PER 8-1-2).

Sectíon 14.2 Anemployee assigned to a ffaining position (training status) shall be under the

supervision and guidance of her/his immediate supervisor, and shall not remain in the training position

for more than twenty (20) consecutive normal working days.

ARTICLE 15: CONFERENCE COMMITTEE

The Health Department jointly with the elected representative of the employees covered by

Addendum A of this Agreement shall establish a Supervisors' Conference Committee to assist with

mutual problems regarding supervisory issues, and for the purpose of discussing and facilitating the

resolution of all problems which may arise between the parties other than those for which another

procedure is provided by law or by other provisions of this Agreement. The fiurction of the committee

shall be limited to an advisory rather than a decision-making capacity. Such committee shall be on a

permanent basis and meet as mutually agreed, and shall consist of three representatives of
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adminishation and three representatives of the employees. Washington State Nurses Association

representatives may attend meetings upon invitation or after giving prior notification to the Committee.

When an issue is presented by the employee representatives of the Association at a Conference

Committee, and the issue is not resolved or has not been addressed to the satisfaction of the

Association within 30 calendar days, the Association may reduce the substance of the issue to writing

indicating that it had been discussed in the Conference Committee and thereafter forward the issue to

the Director of Public Health. The Director shall personally or through his/her designated

representative respond in writing to the issue raised by the Association within 15 calendar days

clarifying the position of the Department relative to the issue raised.

ARTICLE 16: NURSING PRACTICE COMMITTEE

A. Nursing Practice Committee may, atthe request of the Association, be established within

the Seattle-King County Department of Public Health. The purpose of this Committee is to discuss

possible methods and means to enhance nursing practice and patient care. The Committee is an

appropriate forum to discuss definition of levels of practice. The Committee shall be composed of two

(2) supervisory employees covered by this Agreement, five (5) non-supervisory employees covered by

the Washinglon State Nurses Association Staff Nurses Agreement who shall be appointed by each of

the Association's Local Units, and two (2) representatives of the Department Head, preferably the

Chief of Nursing Services and a District Administrator. The Nursing Practice Committee shall meet

monthly. Each Committee member shall be entitled to all paid hours for the purpose of attending the

monthly meeting, and when necessary, not more than one paid hour for preparation for same each

month. Such meetings shall be scheduled in advance and so as to minimize conflict with regularly

assigned duties. The Committee shall prepare an agenda and keep minutes of all meetings. A copy of

the agenda and minutes shall be forwarded to the Department Head as well as to each District

Administrator. Upon requesto employees may review the minutes of the meeting.

The Committee will not discuss matters subject to collective bargaining and shall function in a

consultative capacity rather than a decision-making capacity.

Issues left unresolved may be presented by the employee or supervisory representatives in

writing to the Department Director with a proposed resolution. The Director, or his/her designee, shall
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respond in writing to the issue within thirty (30) calendar days.

ARTICL,E 17: REDUCTION-IN-FORCE/LAYOFF/REHIRES-(SUPERVISORSI

Section 17.1 Delinítíons. The following definitions shall apply for the purposes of

administering this Article:

a. Seniority is the employee's total unintemrpted time in the bargaining unit, measured

as total non-overtime compensated hours.

b. Layoff is the involuntary termination of employment due to reduction in force or

rcduction of work hours.

c. Classification is a group of positions that are sufficiently similar in their duties,

responsibilities and authority that the same descriptive title may be used to designate each position

allocated to the classification. The classifications covered by this Agreement a¡e Assistant Personal

Health Services Supervisor, Personal Health Services Supervisor and Nurse Manager.

d. Qualifïed means the employee possesses the required knowledge, skills and abilities

to competently perform the duties of a position; including required licenses and./or certifications, and

would be eligible to be appointed to the position as a new hire.

e. Break in Service is a voluntary quit, retirement or termination for just cause.

Authorized paid and unpaid leaves of absence are not breaks in service.

Section 17.2 Whenthe Department determines there is a need to reduce or eliminate the

working hours of the workforce, the Department shall identify by job classification and work site

which positions(s) are to be reduced or eliminated.

Sectlon 17.3 Anincumbent employee in a position to be elirninated shall be notified at least

thirty days prior to the effective date. The notice will include information about the options provided

in this Section. A copy of the notice will be provided to the Association at the same time as the notice

to the affected employee. The employee shall be allowed fourteen calendar days to elect one of the

following options:

a. The employee may accept appointment to a vacant position within the bargaining

unit for which the employee is qualif,red. In the case of an involuntary decrease in hours, an affected

employee shall be given first right of refusal over the decreased hours before such position is posted.
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The Department must offer a vacant bargaining unit position to a qualified employee subject to layofl

if the position is at the same salary range as the position from which the employee is laid off, and if the

Department intends to fill the position.

b. The employee may voluntarily demote to a vacant bargaining unit position in a job

classification with a lower maximum pay rate, provitled the ertrployee is qualified and the Department

intends to fill the position.

c. The employee may elect to be laid off.

d. The employee may displace (burnp) the least senior employee in fhe same joh

classification, provided the employee is qualified for the position. A Supervisor may bump the least

senior employee in the Assistant Supervisor job classification, provided the Supervisor is qualified for

the Assistant Supervisor position, if there is no other employee in the Supervisor job classification with

less seniority than the employee to be laid off. For bumping purposes, there is no distinction between

Jail and Non-jail positions.

e. A member of this bargaining unit may bump the least senior employee in a job

classification within the Staff Nurses bargaining unit represented by the Association, provided, 1) the

employee has completed a probationary period in that classification, 2) the employee has the required

qualifications for the position, 3) the employee has greater seniority than the least senior employee in

that job classification, 4) there is no position in this bargaining unit into which the employee can bump

and 5) there is no more than a two year break in service between the last work day in a Staff Nurseso

cateer service position, and the first work day in a career service position covered by this Agreement.

For purposes of bumping into the Staff nurses bargaining unit, seniority shall be as defined in the Staff

Nurses Agreement, and as attained by the employee on his/her last work day in a Staff Ni¡rses career

service position; A Nurse Practitioner without prescriptive authority shall not bump a Nurse

Practitioner with prescriptive authority.

Sectíon 17.4 Whenthe Department determines to eliminate multiple positions, the incumbents

in the positions to be eliminated shall select their options under Section 2 above in the following

procedure:

a. The employees will designate a first, second and third choice among the options;
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b. Option choices will be allocated in order of seniority, the most senior employee

having priority; provided, however, bumping choices will be allocated according to c. below:

c. It is the intent for bumping to proceed in reverse seniority order, with the least senior

employee the one to be displaced first. No employee may be bumped ahead of the least senior

employee in the same job classification.

d. An exception to c. above may be authorized by the Department Directoro with notice

to the Association, only if bumping out of order is required to retain essential skills or qualifications.

Section 17.5 Once the employee has selected an option, the selec.tion may not he changerl

except by approval of the Department Director or designee.

Section 17,6 The Chief of Nursing Services shall determine which positions an employee

subject to layoff is qualifïed to select as an option. This decision shall be final; however, an employee

may request and the Chief of Nursing Services may agree to allow an employee to bump into a

position for which he/she has not been deemed qualifïed, and serve a six months' probation period.

The determination whether an employee is qualified will assume an appropriate orientation to the new

position.

Section 17.7 Employees who are laid off shall be placed on a recall list for a period of two

years from the date of layoff. Employees shall be recalled to openings in the classification from which

laid off in seniority order, the most senior to be recalled first. Refusal of a job offer that is the same

FTE, same shift, classification and site may be grounds for removal from the recall list. The

Department will offer positions to qualified and available employees on the recall list before making

any offers to persons outside the Department.

Sectìon 17.8 The Department and/or Human Resources Division, Department of Executive

Services may offer additional layoff options in accordance with the King County Workforce

Management Plan, including but not limited to, placement in other King County positions as provided

in the Workforce Management Plan or other County policies.

ARTICLE 1S: RE,DUCTIgN-IN-FORCE/LAYOFF/REHIBES INURSE MANAGERS)

Section 18,1 Definítìons, The following definitions shall apply for the purposes of

administering this Article :
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a. Seniority is the employee's total unintemrpted time in the bargaining unit, measured

as total non-overtime compensated hours.

b. Layoff is the involuntary termination of employment due to reduction in force or

redr¡ction of work hours.

c. Classification is a group of positions that are suffrciently similar in their dutics,

responsibilities and authority that the same desuiptive title may be used to designate each position

allocated to the classification. The classifications covered by this Agreement are Assistant Personal

Health Services Supervisor, Personal Health Servie,es Supervisor and Nluse Manager.

d. Qualified means the employee possesses the required knowledge, skills and abilities

to competently perform the duties of a position; including required licenses and/or certifications, and

would be eligible to be appointed to the position as a new hire.

Sectìon /8.2 When the Department determines there is a need to reduce or eliminate the

working hours of the workforce, the Department shall identify by job classification and work site

which positions(s) are to be reduced or eliminated.

Sectìon 18,3 LøyofÍÍor Nurse Manøgers, An incumbent employee in a position to be

eliminated shall be notified at least thirty days prior to the effective date. The notice will include

information about the options provided in this Section. A copy of the notice will be provided to the

Association at the same time as the notice to the affected employeè. The employee shall be allowed

fourteen calendar days to elect one of the following options:

a. The employee may accept appointment to a vacant position within the bargaining

unit for which the employee is qualificd. In the case of an involuntary decrease in hours, an affected

employee shall be given first right of refusal over the decreased hours before such position is posted.

The Department must offer a vacant bargaining unit position to a qualified employee subject to layoff,

if the position is at the same salary range as the position from which the employee is laid ofi and if the

Department intends to fill the position.

b. The employee may elect to be laid off.

Sectíon 18,4 Bumpíngfor Nurse Manøgers. (Note: For bumping purposes, there is no

distinction between Jail and Non-Jail positions.) A Nurse Manager slated for lay off may displace
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(bump) the least senior employee in the classification of Nurse Manager, provided the employee is

qualified for the position. A Nurse Manager may bump the least senior employee in the Supervisor job

classification of Assistant Personal Health Services Supervisors and Personal Health Services

Supervisors, provicled the Nr¡rse Manager, 1) the employee has completed a probationary period in that

classification, 2) the employee has the required qualifications for the position, 3) the employee has

greater seniority than the least senior employee in that job classification, 4) there is no position in this

bargaining unit into which the employee can bump. For purposes of bumping into the Assistant

Personal Health Services Supervisors and Personal Health Services Srrpervisors positions, seniority

shall be as defined in the Assistant Personal Health Services Supervisors and Personal Health Services

Supervisors bargaining unit collective bargaining agreement, and as attained by the employee on

his/her last work day in a Supervising Nurse career service position.

Section /8..1 Once the employee has selected an option, the selection may not be changed

except by approval of the Department Director or designee.

Sectíon 18.6 The Chief of Nursing Services shall determine which positions an employee

subject to layoffis qualified to select as an option. This decision shall be final; however, an employee

may request and the Chief of Nursing Services may agree to allow an employee to bump into a

position for which he/she has not been deemed qualified, and serve a six months'probation period.

The determination whether an employee is qualified will assume an appropriate orientation to the new

position.

Section 1.8.7 Employees who are laid off shall be placed on a recall list for a period of two

years frorn the date of layoff. Employees shall be recalled to opcnings in the classification from which

laid off in seniority order, the most senior to be recalled first. Refusal of a job oflbr that is the same

FTE, same shift, classification and site may be grounds for removal from the recall list. The

Department will offer positions to qualified and available employees on the recall list before making

any offers to persons outside the Department.

Sectíon 18.8 The Department and/or Human Resources Division, Department of Executive

Services may offer additional layoff options in accordance with the King Cgunty Workforce

Management Plan, including but not limited to, placement in other King County positions as provided
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in the Workforce Ma¡ragement Plan or other County policies.

ARTICLE 19: SAVINGS CLAUSE

Should any part hereofor any provision herein contained be rendered or declared invalid by

reason of any existing or subsequently enacted legislation or by any tlecree of a corrt of competent

jurisdiction, such invalidation of such part or portion of this Contract shall not invalidate the remaining

portions hereof; provided, however, upon such invalidation the parties agtee to meet within thirty (30)

calendar days and negotiate such parts or provisions affected. The remaining parts or provisions shall

remain in full force nnd offeot.

ARTICLE 20: WAIVEB CLAU.SE

The parties acknowledge that each has had the unlimited right within the law and the

opportunity to make demands and proposals with respect to any matter deemed a proper subject for

collective bargaining. The results of the exercise of that right and opportunity a¡e set forth in this

Agreement. Therefore, the Employer and the signatory organization, for the duration of this

Agreement, each agree to waive the right to oblige the other party to bargain with respect to any

subject or matter not specifically referred to or covered in this Agreement.

ARTICLE 21: STANDARDS

Sectíon 21.1 Safe lYorkìng ConditÍons. Safe working conditions shall be provided in

compliance with the Washington Indushial Safety and Health Act (WISHA).

Sectíon 21.2 WISHA Støndards. All work shall be performed in a competent manner in

accordance with the Washington Industrial Safety and Health Act (WISHA).

ARTICLE 22: PRODUCTIVITY. PERFORMANCE AND EMPLOYMENT PRAÇTICES

Sectíon 22.1 Delivery of services in the most efficient, effective and courteous manner is of

paramount importance in the Health Department. As a consequence, the parties hereby recognize the

Health Department's right to determine the methods, processes and means of providing service, the

rights to increase or diminish operations, in whole or in part, the right to increase, diminish or change

department equipment, including the introduction of any and all new, improved or automated methods

or equipment, the assignment of employees to specific jobs, the determination ofjob content and/or job

duties and the combination or consolidation ofjobs.

Ilas hìngton Slate Nurs es Supervisors and Managers - Department of Public Health
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Sectíon 22.2 The Association recognizes the Employer's right to establish and/or revise

performance standards. Such standards may be used to determine acceptable performance levels,

prepare work schedules, and to measure the performance of each employee or groups of employees. In

establishing new and/or revising existing performance standards, the Employer shall, within a

reasonable time period prior to implementation, place said ohanges on an agenda of the Conference

Committee for discussion.

Section 22.3 Jurísdìction of Nursíng Care Qualþ Assurance Commßsìon. The Employer

recognizes that each Registered Nurse and each Licensed Pracfical Ntlrse in the hargaining unit is

licensed to practice by the State of Washington pursuant to RCW Chapter 18.79 and must practice in

conformity with the rules and regulations promulgated by the Washington State Nursing Care Quality

Assurance Commission which is solely empowered by law to promulgate and interpret such rules and

regulations.

It is recognizedthatAdvanced Registered Nurse Practitioners (ARNPs) must also practice in

conformity with the rules and regulations promulgated by the Washington State Board of Pharmacy.

It is understood by the parties that a Registered Nurse must notiff the Nursing Offrce when

action is taken by the Board of Nursing affecting his/her license. Nurses working in positions at the

detention facilities (e.g., KCCF, MRJC) must obtain and maintain security clearances to those

facilities.

Section 22.4 Progressíve Discíplìne The principal objective of any disciplinary action short

of termination shall be to improve the performance and efficiency of an employee. To that end,

appointing authorities will utilize a system of progrcssivc discipline. Examples of progressively severe

disciplinary actions include:

a. Oral reprimand

b. Written reprimand

c. Suspension

d. Dismissal

The type and level of disciplinary action will be determined by the nature and severity of the

behavior and/or performance deficiency leading to disciplinary action. The nurse shall have the right
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to the attendance of a representative at disciplinary and/or investigatory meetings.

Seclion 22.5 Personnel File, The employees covered by this Agreement may examine their

personnel files in the Department's Personnel Office in the presence of the Personnel Officer or

designcc. No other persognel files will be recognized by the Employer or the Association. Materials

to be placed into any employee's personnel file relating to job performance or personal conduct or any

other material that may have an adverse effect on the employee's employment shall be brought to

his/her attention with copies provided to the employee for hislher signature. Employees who challenge

r¡raterial in their persomel files are permittcd to inscrt matcrial related to the ohallenge.

At the employee's request, materials relating to corrective counseling will be removed from the

employee's file after a twelve (12) month period, unless another act of misconduct has been committed

during the twelve (12) month period.

ARTIÇLE 23: DEFINITIONS

Sectíon 23.1 "Career semíce employee" means a county employee appointed to a career

service position as a result of the selection procedure provided for in King County Code, Chapter 3, as

amended, and who has completed the probationary period.

Sectíon 23.2 "Cøreer servíce posítiont' means all positions in the county service except for

those which are designated by Section 550 of the charter as follows: All elected officers; the county

auditor, the clerk and all other employees of the county council; the county administrative offïcer; the

chief offircer of each executive department and administrative office;the members of all boards and

commissions; administrative assistants for the executive and one administrative assistant each for the

county administrative officer, the county auditor, the county assessor, the chief officer of each

executive department and administrative office and for each board and commission; a chief deputy for

the county assessor; one confidential secretary each for the executive, the chiefofficer ofeach

executive department and administrative offrce, and for each administrative assistant specified herein;

all employees of those officers who are exempted from the provisions of this chapter by the state

constitution; persons employed in a professional or scientific capacity to conduct a special inquiry,

investigation or examination; part-time and temporary employees; administrative interns; election

precinct officials; all persons serving the county without compensation; physicians; surgeons; dentists;
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medical interns; and student nurses and inmates employed by county hospitals, tuberculosis

sanitariums and Departments of the county.

Divisions in executive departments and administrative offices as determined by the county

council shall be considered to be exeoutive departments for the purpose of determining the

applicability of Section 550 of the charter.

All part-time employees shall be exempted from career service membership except all part-time

employees employed at least half time or more, as defined by ordinance, shall be members of the career

serviuc.

Section 23,3 uûmployee" means any person who is employed in a career service position or

exempt position.

Sectíon 23.4 "Emptoyed at least hatf tíme or more" means employed in a regular position

which has an established work schedule of not less than one-half the number of hours of the full-time

positions in the work unit in which the employee is assigned or when viewed on a calendar year basis,

910 hours or more in a work unit in which a work week of more than thirty-five but less than forty

hours is standard or 1040 hours or more in a work unit in which a forty hour work week is standard. If

the standard work week hours within a work unit varies (for instance, employees working both thirty

five and forty hours), the director, in consultation with the department, will be responsible for

determining what hour threshold will apply.

Sectíon 23.5 "Fult-time regulør employee" means an employee employed in a full-time

regular position and, for full-time career service positions, is not serving a probationary period.

Sectìon 23,6 uFutl-time regular position" means a regular position which has an established

work schedule of not less than thirty-five hours per week in those work units in which a thirty-five

hour week is standard, or of not less than forty hours per week in those work units in which a forty-

hour week is standard.

Section 23.7 uPart-time employee" meaîs an employee employed in a part-time position.

Under Section 550 of the charter, part-time employees are not members of the career service.

Section 23.8 uPørt-lime positíon" Means an other than a regular position in which the part-

time employee is employed less than half time, that is less than 910 hours in a calendar year in a work
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unit in which a thirty-five hour work week is standard or less than 1040 hours in a calendar year in a

work unit in which a forty-hour work week is standard, except as provided elsewhere in this chapter.

Where the standard work week falls between thirty-five and forty hours, the director, in consultation

with the departmcnt, will be responsible for determining what hour threshold will apply. Part-time

position excludes administrative intern.

Sectíon 23.9 uPart-time regular employee" means an employee employed in a part-time

regular position and, for part{ime career service positions, is not serving a probationary period. Under

Section 550 uf thc clulter, such parl-time legular cmployccs arc mcmbers of the coreor sorvioe.

Section 23.10 "Pørt-tíme regular posìtion" means a regular position in which the part-time

regular employee is employed for at least 910 hours but less than a full-time basis in a calendar year in

a work unit in which a thirty-five hour work week is standard or for at least 1040 hours but less than a

full-time basis in a calendar year in a work unit in which a forty-hour work week is standard.

Section 23.11 uPositíon" means a group of current duties and responsibilities assigned by

competent authority requiring the employment of one person.

Section 23.12 "Probøtíonary employee" means an employee serving a probationary period in

a regular career service position. Probationary employees are temporary employees and excluded from

career service under Section 550 ofthe charter.

Sectíon 23.13 "Probatíonary period" means a period of time constituting the final step in the

competitive screening process for career service or for promotion from one career service position to

another. An appointment to the career service, whether following successful completion of an initial

probationary period of county employment or a promotional probationary period, shall not be final

unless the employee successfully completes this probationary period.

Section 23,14 "Provkionøt appoíntment" meansan appointment made in the absence of a list

of candidates certified as qualified by the director. Only the director may authorize a provisional

appointment. An appointment to this status is limited to six months.

Section 23,15 "Provísional employee" means an employee serving by provisional

appointment in a regular career service position. Provisional employeeç are temporary employees and

excluded from career service under Section 550 ofthe charter.
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Sectíon 23,16 "Regular posìfíon" means a position established in the county budget and

identified within a budgetary unit's authorized full time equivalent (FTE) level as set out in the budget

detail report.

Section 23.17 "Workíng Days" for purposes of Article 5 Grievance Procedure shall be defined

as Monday through Friday excluding observed holidays.

Section 23.18 'Appointíng Authority" means the county council, the executive, chief ofÍicers

of executive departments and administrative offices, or division managers having authority to appoint

or to rcmovc pcrsons from positions in the county service.
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AIITIICLB 24: TERM OF AGRIEMENT

This agreement oovers the per:iod from.lanuary 1,2{Jl7,through I)ecember 31,2019. The

terms shall be in effect when latifìed by the palties, unless a different effective clate is specified.

Written notice must be scrvecl by either ¡rarty upnn the oller party of its intenl to terminate or modify

tlris Agreement not less ttran sixty (60) days or lnore than ninely (90) days priot'ttt f)eceluber 31'2019.

APPROVED this /f day of' 11¡çv .2017

By:

King County Executive

For 'Washinglon State Nurses Association - Supervisors and

Managers - Department of Public llealth:

Representative

¿t lg t"]
Linda Machia, Negotiator:/Attomey

Sean Dumas, RN, Representative

Clhristina Rubin, l{N, WSNA Representative
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cba Gode: 320 ADDENDUM A
Washington State Nurses Association

Supervisors and Managers - Department of Public Health

Union Code{s}: R3, R3A

2017 Sal Schedule +2.25%

65.72

Sfep

11

52.13

59.93

57.1555.75

64.10

Súep

10

50.85

58.50

62.69

Sfep

I

49.64

57.10

54.50

61.30

Sfep

8

48.45

55.73

53.30

Sfep

7

52.11

59.92

47.29

54.38

50.85

58.49

Sfep

6

46.17

53.09

49.64

57.09

Sfep

5

45.07

51.83

55.71

4

Súep

50.56

48.45

43.96

3

Súep

47.29

54.38

42.93

49.38

Sfep

2

48.20

46.17

53.09

41.91

Súep

I

45.94

44.04

50.59

39.95

Class

Assistant
Personal Health
Services
Suoervisor lJail)

332302

Personal Health
Services
Supervisor

Personal Health
Services
Suoervisor (Jail)

Assistant
Personal Health
Services
Supervisor
(Clinic)

People
Soft
Joþ

Code

332204

332303

332205

Job
Glass
Code

331 321 0

3313300

3313310

3313200

Súep

11

60.46

125.756.80

69.54

144,643.20

Sfep

10

59.01

122.740.80

67.85

141.128.OO

srqp

9

57.61

1 19.828.80

66.25

137,800.00

Sfep

I
56.28

117.062.40

64.71

't34,596.80

Súep

7

54.95

114.296.00

63.20

131,456.00

Súep

6

s3.66

111.612.80

61.72

128,377.60

Sfep

5

52.39

108-971.20

60.26

'125,340.80

Sfep

4

51.16

106.412.80

58.83

122.366-40

Sfep

3

49.98

103.958.40

57.47

1 19,537.60

Sfep

2

48.80

101,504.00

56.11

116,708.80

Sfep

I
46.54

96,803.20

53.53

111,U2.40

Class
Nurse Manager-
(Clinic)

Nurse Manager"
(Jail)

People
Soft

C¡ass
Gode

332901

333601

Job
Glass
Gode

33191 00

331 9200

ANNUAL

*Nurse Managers are FLSA exempt
Note: Jail positions are not separate classifications but are listed here separately to reflect the premium pay for those positions.
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cba Code: 320 ADDENDUM A
Washington State Nurses Association

Supervisors and Managers - Department of Public Health

Union Code(s): R3, R3A

201 I Sal Schedule +2.25o/o

Sfep

11

61.28

58.44

67.20

53.30

Sfep

10

59.82

57.00

65.54

5'1.99

SÍep

9

55.73

64.10

50.76

58.38

I

Sfep

54.50

62.68

49.54

56.98

7

Súep

48.35

55.60

53.28

61.27

Sfep

6

54.28

51.99

59.81

47.21

Sfep

5

46.08

53.00

50.76

58.37

Súep

4

56.96

44.95

51.70

49.54

Sfep

3

50.49

48.35

55.60

43.90

Step

2

54.28

42.85

49.28

47.21

Sfep

1

40.85

46.97

44.99

51.73

Glass
Assistant
Personal Health
Services
Supervisor
(Clinic)

Assistant
Personal Health
Services
Suoervisor lJailì

Personal Health
Services
Supervisor
(Clinic)

Personal Health
Services
Supervisor (Jail)

People
Soft
Job

Code

332205

332204

332302

332303

Job
Glass
Gode

3313200

3313210

33't3300

3313310

Sfep

11

61.82

128,585.60

71.10

147,888.00

Sfep

10

60.34

125,507.20

69.38

1M,310.40

Sfep

I
58.91

122.532.80

67.74

140,899.20

Súep

I
57.55

.l19.704.00

66.17

r37,633.60

Sfep

7

56.19

116.875.20

64.62

134.409.€0

Sfep

6

54.87

114.129.60

63.11

131,268.80

Súep

5

53.57

111,425.60

61.62

128,169.60

Sfep

4

52.31

108,804.80

60.15

125,112.00

Sfep

3

51.10

106.288.00

58.76

122,220.80

Sfep

2

49.90

103_792_00

57.37

119,329.60

Súep

I

47.59

98.987.20

54.73

1 '13,838.40

Class
Nurse Manager*
(Clinic)

Nurse Manager'
(Jail)

Peopre
Soft

Glass
Code

332901

333601

Job
Class
Code

3319100

3319200

ANNUAL

*Nurse Managers are FLSA exempt
Note: Jail positions are not separate classifications but are listed here separately to reflect the premium pay for those positions.
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cba Code: 320 ADDENDUM A
Washington State Nurses Association

Supervisors and Managers - Department of Public Health

Union Code(s): R3, R3A

2019 Sala Schedule +2.60%

Sfep

11

62.87

68.95

54.69

59.96

Sfep

10

61.38

58.48

67.24

53.34

srry

9

57.18

65.77

52.08

59.90

I

Sfep

58.46

64.31

50.83

55.92

Sfep

7

57.05

54.67

62.86

49.61

Súep

6

48.44

55.69

53.34

61.37

Sfep

5

47.28

54.38

52.08

59.89

4

Sfep

46.12

53.04

50.83

58.44

3

Súep

49.61

57.05

45.04

51.80

Sfep

2

55.69

43.96

50.56

48.44

Sfep

I

41.91

48.19

46.16

53.07

Class
Assistant
Personal Health
Services
Supervisor
(Clinic)

Assistant
Personal Health
Services
Supervisor (Jail)

Personal Health
Services
Supervisor
(Clinic)

Personal Health
Services
Supervisor (Jail)

People
Soft
Job

Code

332205

332204

332302

332303

Job
Class
Gode

331 3200

3313210

3313300

3313310

Súep

11

63.43

131 ,934.40

71.18 72.95

151,736.00

Súep

10

61.91

128.772.80

148,O5/..40

Sfep

I
60.44

125.715.20

69.50

144,560.00

Sfep

I
59.05

122.824.00

67.89

141.211.20

Sfep

7

57.65

1r9.912.00

66.30

137,904.00

Súep

6

56.30

fi7j44.40

64.75

134,680.00

Sfep

5

54.96

114,316-80

63.22

131,497.60

Sfep

4

53.67

111.633.60

61.71

128,356.80

Sfep

3

52.43

109.054.40

60.29

125,403.20

Sfep

2

51.20

106,496.00

58.86

122,428.80

Súep

I

48.83

101,566.40

56.15

I 16,792.00

Class
Nurse Manager*
(Clinic)

Nurse Manager*
(Jail)

Peopre
Soft

Class
Code

332901

333601

Job
Glass
Gode

3319100

3319200

ANNUAL

*Nurse Managers are FLSA exempt
Note: Jail positions are not separate classifications but are listed here separately to reflect the premium pay for those positions.
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MEMORANDUM OF AGREEMENT
Regarding Insured Benefits

January 1,2017 through December 31' 2018

For Represented Benefits-Eligible Employees
By and Between King CountY

And
Washington State Nurses Association

Supervisors and Managers - Department of Public Health

WHEREAS, certain designated representatives of King County ("County") and the Unions

signatory to this Memorandum of Agreement ("Agreement") have agreed to participate in
negotiations as members of the Joint Labor Management lnsurance Committee ("JLMIC") for
the purposes ol rego[iaLiug the plan provisions and fturding of thc County's fully insured and

self-inzured medical, dental, vision, disability, accidental death and dismemberment, and life
insurance programs ("insured benefits"); and

WHEREAS, the County and the Unions signatory hereto have agreed to a format for funding and

negotiating plan provisions to meet the anticipated cost increases associated with providing

insured benefits to represented, benefits-eligible employees; and

WHEREAS, it is the policy objective of the County that a sustainable compensation package be

achieved by reducing the year-over-year growth rate of the county's overall employee

compensation budget to align with the county's population-adjusted inflation rate; and

WHEREAS, the total compensation budget includes, but is not limited to, adopted expenditures

for all wages, leaves, retirement contributions, and insured benefits for active employees; and

WHEREAS, the County provides total compensation in a marurer that is sustainable and enables

it to recruit and retain quality ernployees; and

WHEREAS, the County and the Unions agree that for the term of this Agreement, insured

benefits will include a wellness program, a Health Maintenance Organization Plan ("HMO"),

and a Preferred Provider Organization Plan ("PPO"); and

WHEREAS, the JLMIC agrees to explore options that incent benefits-cligible employees to

choose health care that is more effective and produces better health outcomes;

I[/ashington State Nurses Association - Supervisors and Managers - Department of Public Health

Joint Labor Management Insurance Commìttee Health
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1.

NOïV THEREFORE, having bargained in good faith, the JLMIC hereby agrees to the following:

Scope of Agreement. This Agreement shall apply to all county employees represented

by the Unions signatory hereto ("the Parties"), with the exception of employees

represented by the Amalgamated Transit Union, Local 587, and the King County Police

Officers' Guild. In addition, this Agreement shall apply to any non-represented County
employees identified by Council to be treated in the same way as the represented

employees covered by this Agreement. All employees to which this Agreement applies

shall be referred to as'oJLMIC-Eligible Employees."

2. Continuation of JLMIC Protected Fund Reserve. The balance of the 2016 JLMIC
Protected l und Reserve ("PFR") shall be carried over to this Agreement and the PFR

shall continuc to bc mointained solely for tho pu{poso of funding, providing and

maintaining insured benefits, and providing a reserve fund to self-insure against

unanticipated increases to the cost of those insured benefits for JLMIC-Eligible
Employees. It is expressly agreed that no funds from the PFR shall at any time be used

for any other purpose. It is further agreed that the County and organizations handling
PFR funds have a responsibility to ensure that PFR funds are being used solely on behalf
of JLMIC-Eligible Employees

County Funding Rate.

A. 2017. Commencing on January 7,2017, the County shall maintain the same

funding rate contributed in 2016 (i.e., $1,465 per month) on behalf of each

JLMIC-Eligible Employee.

B. 2018. Commencing on January 1,2018, the County shall contribute four percent

(4%) more than was contributed in the prior year (i.e., $1,524 per month) on

behalf of each JLMIC-Eligible Employee.

Insufficient County Funding. To the extent that the County's funding rate identified in
Paragraph 3, and other yearly non-funding rate revenue (e.g., interest eamings,

participant benefit access fees, and other plan participant contributions such as COBRA
payments), attributed proportionally to JLMIC-Eligible Employees, are at any time
inadequate to fully fund the cost of providing insured benefits for JLMIC-Eligible
Employees, the parties agree that the PFR will be used to fund the clifference until such

time as the PFR is exhausted.

Excess County Funding. To the extent that the County's funding identified in
Paragraph 3, and other yearly non-funding rate revenue, attributed proportionally to
JLMIC-Eligible Employees, provide greater funding than is necessary to fully fund the

cost of insured benefits for JLMIC-Eligible Employees, the Parties agree that the excess

shall be added to the PFR.

Association - SupewÍsors and Managers - Department of Public Health
Insurance Committee Health Benefits Memorandum of Agreement 2017 through 2018

3.

4.

5.

llas hington St at e Nurs es

Joint Labor Management
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6. Health and 'Welfare Plan Provisions. Insured benefits provisions for JLMIC-Eligible
Employees during the term of this Agreement shall be as described in Attachments A and
B, including but not limited to maintaining the 2016 JLMIC-Eligible Employees' out-of-
pocket costs for the PPO Plan and HMO Plan, unless otherwise modified by the Parties or
modified pursuant to the terms of this Agreement. The parties hereby agree to make the
following modifications :

Effective January 1,2018, the definition of domestic partner shall be conformed
to match State law;
Effective January I,2017, the JLMIC will no longer subsidize the cost of medical
benefits for those eligible for early retirement; provided that, if the Affordable
Care Act is repealed or substantially modifïed, the parties agree to reopen
negotiotions to address this Seotion 6(b).

Modification to Plan Provisions and Administration of Protected X'und Reserve.
The JLMIC is hereby empowered to negotiate and implement modifications to insured
benefits for JLMIC-Eligible Employees during the term of this Agreement. The JLMIC
will negotiate any changes to plan provisions and/or supplemental premium firnding
methodology to be effective on January I of the following calendar year.

8. Supplemental Medical Plans and Healthy Incentives. During the term of this
Agreement, the JLMIC will add supplemental plan options beyond the PPO Plan and the
HMO Plan for the 2018 benefit year. In addition, the JLMIC agrees to negotiate changes

to the Healthy Incentives program to be effective for the 2018 benefit year; provided that,
in the absence of agreement to the contrary, the County will absorb any additional cost
above the status quo 2016 cost associated with those changes for the life of this
Agreement

Scope and Purpose of the Annual Reconciliation Meeting. The JLMIC will convene a
"true-up meeting" no later than April 15 of each calendar yeat to review the insured
benefits expenditures for the prior year, projected expenditures for the current and future
year(s), plan provisions, and any other information or factors that the JLMIC deems
relevant.

10. Dispute Resolution. If at any time during the term of this Agreement, the PFR is
projected to fall below fifteen million dollars ($15,000,000), the JLMIC must consider
plan changes and may consider other funding options to be implemented by the following
January 1. If the JLMIC is unable to reach agreement on such modifications by June 1 of
any calendar year, the matter will be submitted to a panel of three (3) subject matter
experts ("Panel") for final and binding resolution, whose decision must be issued no later
than August 15 of the same calendar year. The Panel shall be comprised of one expert
selected by the County, one expert selected by the Unions signatory hereto, and one
expert selected jointly by the two selected partisan experts. The Parties agree to
cooperate to present relevant information to the Panel in sufficient time for the Panel to
issue a decision by August 15. The Panel shall be empowered to make plan design
changes and/or add employee premium share and/or County contribution increases. The
costs of the Panel shall be shared equally by the Parties.

ll'ashington State Nurses Association - Superttisors ønd Managers - Department of Public Health
Joint Labor Management Insurance Committee Health Benefits Memorandum of Agreement 2017 through 2018
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lt.

12.

13.

14.

Subsequent Agreement. 'l'he Parties agree to commence negotiatiurs lbl a successor

insured benefits agreernent (to be ellìectivc starting January l, 2019) no later than January

of20 I 8.

Agrecment To Atl Provisions. This Agreenr.ent supersedes any statutory or contractual
provision in any exisiing contraot th¿rt in any way conflicts with this Agreement,

Voluntary Employees tseneficiary Association (VEBA). Thc Corurl"y will currti¡rue to
offur VEBA benefits to Jl-Mlcl-Eligible Ernployee.s consistent with the progranr

parameters outlined in the attached Menrorandurn of Agreement (Attachment C).

Total Agreenrent. 'Ihis Aglcement constitutes thc cntirc agrccmcnt betwccn thc Ptuties

wiflr respcr:f tn lJle nrallers covçred hercin, and no other agreemenl, stalenrent or promise

rnade by an3r party that is not included hercin shall be bindi,ng or valid. This Agreement
rnay be modified or amended only by a written agreement.

Term. This Agreement shall be in effect, npon approval oll the King County Council,
ftom Jzuruary 1, 7017, through f)ecenrber 3 1, 20 I 8.

15.

tf 2417.APPROVED thiS

RY ORGANIZATION:

day of

By VE

SIG

RepresentatiVE

J^ - fi4*,¿^.- lt t
Lincla Machia, L.abor Negotiator/Attorney

I,fashington Stete Nur,çes Asst¡ciution - Supervisors attcl Managers - Depafiment of I'ublic Heqltlt
.loint Labor MunagemenÍ lnsurance Committee llealth BeneJits h,lemor¿mdwn of Ag,reenent 2017 through 2018
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Attachment A

l;Ywhington State Nur,res Associalian - Supentisors and Managers - Deparrwent of Publtc Hea\th
.Ioint Labor Ma:naganent Insurance Cowttiftee llealth Benelìts Meft¿ordftduï, of Ag¡eenent 201'7 throagh 20 8
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n achment A- KîngÇ ar e

Network:

52,000lperson
s4,800fiamily

Out-of-iretwork:
52,8oo/person
s6,¿oo/tam¡ly

$7 generic dr.ugs

$30 preferred brand

$60 ncn-preferred brand

$1,500/person
$g,ooor'fam¡ly

No lirnlt

S1OO per month

$Soolperson
S2,400ffam¡ly

757¿ network
55% out-of-network

s2o0

$eoo/person
$1,s00ffamily

75% network
55% out-of-network

lrletwork:

Slr6oo/person
5¡,aoo/tam¡ty

Out-of-network:
$2,400/person
$5,400family

$7 generic drugs

S30 preferred brand
560 non-preferred brand

$1,50û/person
s3,000/family

No limit

5100 per month

Szoo

$300/person
S900/farn¡ly

85% network
65% out-of-network

S2oo

Network:

S1,1oo/person
$2,500/family

Out-of-network:
$1,9Oolperson
$4roOlramity

$7 generic drugs

$30 p¡eferred brand

560 non-preferrred brand

$1",500/per.son

$3,000fãmily

No limit

$100 per rnonth



Attachme,nt B

l?ashington Staîe Nurses Assaciation - &4pervisars and Manøgers - Depørrment Heølth
Jeint Labor Management Insurance Contmittee Heolth Benefits Memorandum af ,4.greement 2tl7 tlvough 2018
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So

$so

Sroo

5600 then 100%

53,000/person
S6,000ffamily

RX copay does not count
towards annual out-of-

pocket max

$10.generic drugs

$20 preferred brand
$30 non-preferred brand

No limit

5o

Sgs

sL00

5400 rhen 100%

$2,000lperson
54,000/family

Rx copay does not count
towards annual out-of-

pocket max

$L0 generic drugs

$20 preferred brand
$30 non'preferred bra nd

No l.imit

$o

szCI

Sloo

Szoo then tooø

$l,ooo/person
$z,oo0family

Rx copay does not count
towards annual out-of-

pocket max

$10 generic drugs

$20 preferred brand

530 non-preferred brand

Ns limit



ATTACHMENT C

MEMORANDUM OF AGREEMENT

By and Between

King County and the Joint Labor Management Insurance Committee

Regarding

HRA VEBA

Elections and Health Benefits for 2015 and 2016

For Represented Benefïts-Eligible Employees

'Whereas, the parties have negotiated employees' participation in the Health Reimbursement

Arrangement (HRA) Voluntary Employees Beneficiary Association (VEBA) Medical

Reimbursement Plan for Public Employees in the Northwest since 2007; and

Whereas, the parties seek to clarify, update and make consistent the HRA VEBA options and

elections process available to King County employees; and

'Whereas, 
the parties have negotiated in good faith; now

Therefore, the parties hereby agree to the following HRA VEBA-related provisions:

1. The County adopted the HRA VEBA Plan in 2007. The HRA VEBA Plan is a tax-

exempt trust authorized by Internal Revenue Code Section 501(cX9). Under the IRS code

requirements, if a VEBA bargaining unit opts to participate in the HRA VEBA Plan, all eligible

employees in positions covered by the bargaining unit must participate. The specific VEBA

funding options put in place via the agreed upon King County VEBA elections process will remain

in effect for that bargaining unit, unless specific action is taken through this same process to amend

or terminate it. Prior to having access to HRA VEBA contributions, the employee must complete

and submit an HRA VEBA enrollment packet to Benefits, Payroll and Retirement Operations

(BPROs).

Ilashington State Nurses Association - Supemisors and Managers - Department of Public Health
Joint Labor Management Insurance Committee YEBA Memorandum of Agreement
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ATTACHMENT C

The following options are currently available to participating bargaining units:

a. Sick Leave Cash Out at Retirement VEBA Option: If a retiring employee is in a

VEBA bargaining unit that has opted to participate in the HRA VEBA Plan and has elected this

option, the County will transfer funds equal to that participating employee's cash out of eligible,

compensable sick leave tax-free to a VEBA trust account on that employee's behalf at his/trer

retirement. These funds will be transferred to the HRA VEBA account in lieu of the regular cash

out to the employee, not in addition to the regular cash out, The funds will be available to the

member to pay for eligible health carc-rclatcd cxpcnscs aftcr retirement. De minimis amounts

under $200 will not be subject to the HRA VEBA ptovisions and will be paitl out clirectly to the

employee and subject to appropriate supplemental taxes.

b. Vacation Cash Out at Retirement Option: If a retiring employee is in a bargaining

unit that has opted to participate in HRA VEBA and has elected this option, the County will transfer

funds equal to fifty (50) percent of that participating employee's cash out of eligible vacation leave

tax-free to an HRA VEBA trust account on that employee's behalf at his/her retirement. These

funds will be transferred to the HRA VEBA account in lieu of the regular cash out to the employee,

not in addition to the regular cash out. The funds in the HRA VEBA Plan will be available to the

member to pay for eligible health care-related expenses after retirement. De minimis amounts

under $200 will not be subject to the HRA VEBA provisions and will be paid out directly to the

employee and subject to appropriate supplemental taxes.

The following conditions (as well as any additional conditions required by law) apply to this

Option:

All benefit-eligible union members must complete HRA VEBA enrollment forms to

establish HRA VEBA accounts.

a

To access HRA VEBA contributions while an active employee, a union member

must be covered by a qualified group health plan.

llashington State Nurses Association - Supervisors and Monagers - Department of Public Health
Joínt Labor Management Insurance Commiltee YEBA Memorandum of Agreement
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ATTACHMENT C

If a union member opts out of King County's medical plan and is not covered under

another qualified group health plan, he/she must continue to contribute $50 a month

but will be unable to access the funds until separation of employment.

If a union member subsequently opts back into a King County medical plan (and was

not covered under a qualified group health plan) then:

o HRA VEBA funds contributed during the opt-out period may only be accessed

upon separation.

" HRA VEBA funds contributed after the opt-in period may be accessed

immediately for qualified expenses.

The parties understand that the VEBA options and elections process must comply with applicable

law, and options available or conditions placed on specific options may change from time to time as

necessary to comply with legal and systems requirements. Should the County need to change

options or process due to legal requirements or systems changes, it will so noti$ unions and discuss

such changes in the Joint Labor Management Insurance Committee (JLMIC).

A Qualffied Group Health Plan is defined as a health plan that meets the minimum value

requirements of the Affordable Care Act (ACA) law. For example, these may include plans

sponsored by an employer or group of employers, coverage through a former employer and

TRICARE but do not usually include Medicare, Medicaid, Veterans Administration (VA) coverage

or individual plans purchased through the Health Insurance Marketplace (exchange).

Unions opting to conduct a VEBA election must report election results for each bargaining unit to

King County BPROS using the King County standardized form found on the BPROS Website. If
there are discrepancies in the parties' understandings of the makeup of the individual bargaining

units, the parties will meet to discuss and resolve the issue.

Unions may conduct VEBA elections once per year, if they so choose. Election results must be

received by King County BPROS by the last Friday in June each year, for implementation the

following year. Bargaining Units that are participating in the HRA VEBA Plan and wish to

llashington State Nurses Association - Supervisors and Managers - Department of Public Health
Joint Labor Management Insurance Committee YEBA Memorandum of Agreement
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ATTACHMENT C

terminate, or who wish to change their options, may do so via the above referenced election process

and agreed upon reporting process. Union representatives must notify the King County BPROS no

later than the last Friday in June of 2014 and 2015, using the County's standardized VEBA

elections report form, of the VEBA Program Option election results for each County identified

bargaining unit.

Bargaining units that are not currently participating in the HRA VEBA Plan may elect to participate

in the HRA VEBA Plan effective January 7,2015,by following the VEBA election and reporting

pruocss oul.lined in this Menorandurn uf Agreernenl.

2. Irrevocability. Contributions to HRA VEBA are irrevocable and will be available to

provide payment for health care-related expenses incurred by the participating employee, his/her

spouse, and eligible dependents until exhausted, as provided for by the terms of the HRA VEBA

Plan and regardless of any subsequent changes to future contributions elected by the bargaining

unit.

3. The parties agree that a standardized VEBA elections process is in their best interests and

that they consequently may meet from time to time in JLMIC to discuss changes that may

contribute to the efficiency of this process.

4. Total Agreement. This Agreement is the complete and final agreement on the subject of

VEBA elections (in addition to any applicable collective bargaining agreement provisions) between

the parties, and may be modified or amended only by a written amendment executed by all parties

hereto.

5. Severabitity. The provisions of this Agreement are intended to be severable. If any term

or provision of this Agreement is deemed illegal or invalid for any reason, such illegality or

invalidity shall not affect the validity of the remainder of this Agreement.

6. Term. This Agreement shall be effective January 7,2014, through December 31,2076,

consistent with the duration of the JLMIC Benefits Agreement, and any successor to this

Memorandum of Agreement is intended to track with future JLMIC Benefits Agreements.

llashington Stqte Nurses Association - Supervisors and Managers - Department of Public Health
Joint Labor Management Insurqnce Committee VEBA Memorandum of Agreement
000U01 1 4_VEBA 000U01 I 6_HealthBenefts 2017-201 B Afiachment C-VEBA
3 2 0 U0 I 1 7 _0 00 U0 I I 6 _H e alt hB en ef ts _2 0 I 7 -2 0 I I _At t achm e nt C- V EB A
Page 4



AGREEMENT
I}ETWEEN

KING COUNTY
ând

\ryASHINGTON STATtr NURSES ASSOCIATION

S'UPERVISORS AND MANAGNRS - DEPARTMENT OF PUIILIC HAALTI{
IIUBLIC HRALTH - SEATTLE d¡ KING COIINTY

Subject: [limin:rtion of Mcal Service in Jail lracilities

lllhe Washington State Nurses Association (the Àssociation) ancl King County (the County) agree

that the Department of Adult and .Iuvenile l)etention may end nreal service providecl in jail

facilities subsequent to the date that agreenrents to encì nreal serice are ratified with the King

Couffy Coruections Guild (Department of Adult &.luvenile Detention) ancl the Washington State

Nurses Association (Sta{ï Nurses - Deparlments: Public lilealth, Adult &.Iuvenile Detention

(.luvenile Detention)). 'Ilhe tenns of the parties' Collective Bargaining Agreement provide

suffîcient considelation for the elimination oflmeal service in iail facilities.

For the Washington State Ntuses Association, Supervisors
and Managers:

Nurse Representative Date

l"-J"- hÅ^,(A-'*
Lincla Machia, Labor Negotiator/Attorney

For King County:

Andre ier, Labor Negotialor
Office of i,abor Relations, King County Executive OiÌice

'/lslnf)ate
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AGREtrMENT
BETWNNN

KING COUNTY
ând

\ilASHINGTON STATB NUIìSIS ASSOCIATTON

SUPI,RVISORS ÄND MÀN"A,GEIIS - DAPARTMENT OF PTIBLIC HEAI,TH
PUTLIC TIEALTTI. SEATTLN & KING COUNTY

Subject; Goat Hill Garage and King Street Center Parking Ratcs for fümployees Using
Personal Vehicles

King County ancl the'Washington State Nurses As.sociation, representing Superuisors and

Mauragers in Seattle-King County Public Health, agree employees under the collective

bargainìng agreement efTective January 7,2017 TJrrnugh l)ecembsr 31,2CI1.9, rvho choose to nse

their own personal vehicles and park at the Goat Hill Garage or King Street Ce¡rter will be

subject to ¡rar*ing rates as fcrllows. Parking fee reirlrbur.sement at Goat Hill will be provided to

nurses assigned to night shift at the King County Cor¡:ectional Facility.

Rates Tvne Current frcrease

Monthly llates

tJnreserued $260 $300

I{eserved $300 $38s

Carpool/lìlectric Car $1 82 $21 0

ADA $ 130 $1 50

Daily Ratcs

Daily Maxirnum $1s $20

After-Hours / Weekcnd $z $7

Motorcycles $s $5

Fclr the Washinglon State Nurses Association, Supcrvisors
and Managers:

, Nrrse Represenïative Date

ql: I tz
ÚateMachia, Labor Negoti ator/Attorney

For King County:

Andre lef, Negotiator
Office of Labor Relations, King County Executive Offrce
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