
KING COUNTY 1200 I(ing County Courthouse
516'l'hird Avenuc
Seatttc, WA 98104

King County
Signature Report

July 24,2018

Ordinance 18769

Proposed No.20l8-0277.1 Sponsors Gossett

1 AN ORDINANCE approving and adopting rhe

2 memorandum of agreement regarding acceptance of certain

3 Master Labor Agreement provisions negotiated by and

4 between King County and Uniformed Command

5 Association (Corrections Jail Captains - Department of

6 Adult and Juvenile Detention) representing employees in

7 the department of adult and juvenile detention; and

8 establishing the effective date of the agreement.

9 BE IT ORDAINED BY TI]E COUNCIL OF KING COUNTY:

L0 SECTION 1 . The memorandum of agreement regarding acceptance of certain

1'1' Master Labor Agreement provisions negotiated by and between King County and

12 Uniformed Command Association (Corrections Jail Captains - Department of Adult and

13 Juvenile Detention) representing employees in the department of adult and juvenile

t4 detention, which is Attachment A to this ordinance, is hereby approved and adopted by

15 this reference made aparthereof.
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Ordinance 18769

1,6

t7

S.ECTION 2. Terms and conditions of the agreement shall be effective from

January 1 , 2017 , through and including December 3 I , 2020 .

Ordinance I8769 was introduced on 6118l18 and passed by the Metropolitan King
County Council on7l23lI8, by the following vote:

Yes: 9 - Mr. von Reichbauer, Mr. Gossett, Ms. Lambert, Mr. Dunn,
Mr. McDermott, Mr. Dembowski, Mr. Upthegrove, Ms. Kohl-Welles
and Ms. Balducci

No: 0
Excused: 0

KING COUNTY COUNCIL
KING COUNTY, WASHINGTON

ATTEST:

Melani Pedroza, Clerk of the Council

APPROVED this 30 day of .2018

Dow Constantine, County Executive

Attachments: A. Memorandum of Agreement By and Between King County And Uniformed Command
Association

18

*'t.:,

c f-)

,.^
(lrì
a

{'}
l

'!(*
('=

I

in
I rl

r-;1

\

2



1 8769 ATTACHMENT A

Memorandum of Agreement

By and Between

King County

And

Uniformed Command Association

Subject: Acceptance of MLA Provisions

This Memorandum of Agreement is entered into by and between the Uniformed Command

Association (UCA) and King County (the County).

RECITALS

1,. The UCA" and the County are parties to a Collective Bargaining Agreement effective

from January 1,2017, to December 31,2020.

2, The UCA and the,County have discussed the merits of the UCA accepting applicable

terms in the County's Master Labor Agreement (MLA) to broaden the efforts of the County in

standardizing procedures throughout all its agencies, departments, and divisions. The parties

have reached the following one-time, non:precedential agreement.

AGREEMp¡iI

In consideration of the above, NOW THEREFORE, the parties agree to the following:

L. The parties agree that the Uniformed Command Association will be bound to the

MLA sections contained in the attached document, and that the parties will roll these sections

into the Collective Bargaining Agreement during the next negotiation cycie.

2. The parlies agree that in exchange for the UCA accepting these terms and conditions

effective January i, 2018 and agreeing to roll them into their next collective bargaining

agreement, that they shall receive a L\Yo increase in their member's base wage rates, effective

Januæy 1,2018. This 1.0% shall be paid retroactively via lump sum settlement agreement, and

LJniformed Cotnmand Association - Corrections Jail Cøptains - Department
380U0r I I
Page I

of Adult andJuvenile Detention



prospectively approximately two pay periods following fuIl adoption of the Master Labor

Agreement.

3. This Agreement shall become effbctive, upon full ratification by the parties (except

where otherwise provided for in thís Agreement) and shall not be precedential for any other

pqrpose besides the enforcement of this agreement.

APPROVED this 7 day of t) 2018.

By:
King County Exocutive

For the Uniformed Association:

I 8769

Troy Bacon
President

".-Ë,
f¿,þ{Rr*."*J

Uniformed Command
sg}uCI I I I
Page 2
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1 8769

ATTACHMENT 1

KING COUNTY
AND

KING COUNTY COALITION OF UNIONS
MASTER L.A,BOR AGREEMENT

TABLE O,f',ÇOtfrEI.{Tq

Rß-EAMBLE:
DEFINITIONS.......,.....

PURPOSE STATEMENT ......,........

COALITION INDIVIDUAL BARGAINING AGREEMENTS...,..".....,..II"'¿.I¡":'J'¿'A'"'"'."' 1

ARTICLE 1:

ARTICLE 2:

ARTTCLE 3:

ARTICLE 4:

ARTICLE 5:

ARTICLE 6:

ARTICLE 7:

ARTICLE 8:

ARTICLE 9:

ARTICLE 1O:

ARTICLE 11:

ARTICLE 12:

ARTICLE 13:

ARTICLE 14:

ARTICLE 15:

ARTICLE 16:

ARTICLE 17:

ARTICLE 18:

ARTICLE 19:

ARTICLE 20:

ARTICLE 21:

ARTICLE 22:

ARTICLE 23:

ARTICLE 24:

ARTICLE 25:

ARTICLE 26:

ARTICLE 27:

ARTICLE 28:

ARTICLE 29:

DISCIPLINE AND SUNSET CLAUSE

COALITION BARGAINING AGREEMENTS SUPERSEDING ..........,,... ",,..,.2

MILITARY LEAVE

COALITION OF LTNIONS INCENTIVE PAY
ECONOMIC EQUITY ...."..".-.22

"23

Master Labor Agreement
January 1, 2018 to December 3l, 2020
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1 8769

ARTICLE 30: SAVINGS CLAUSE ...............23

ARTICLE 31: DURATION

NçN:quPERSEpiNç ML.{. ARTXCLpS:
ARTICLE 32: SAFETY GEAR AND EQUIPMENT ALLOWANCE........,."....,.*.,,"..,...^.......24

ARTICLE 33: AFTERHOURS SUPPORT .,..,"....,,..,..,...24

ARTICTE 34: SICK L84V8...,...,.¡,.a..,cì¡..*,., ,.......¡Ìi.,.rr¡.. ........."......,.....25

ARTICLE 35: VACATION LEAVE.,,,.

ARTICLE 36: TR4INING.............,..ìr. ........,".28

ARTICLE 37: V/ORKING OUT OF CLASS......

ARTICLE 38: TRANSPORTATION BENEFITS ...'.i..,,,..!3.3. ",,.,......29

MËMORANDUM OF AGREEMENT: CAREER PROGRES SION CLASST¡ ICATION
PROJECT

Appendix 1: Agreement between King County and Animal Control Ofñcers Guild - Animal
Control - Department of Exeoutive Services (Records & Licensing Services) [170]

Appendix 2: Agreement between King County and International Brotherhood of Teamsters

Local 117 - Administrator I - Transit, Department of Transportation [412]
Appendix 3: Agreement between King County and Intemational Brotherhood of Tearnsters

Local 117 - Department of Public Defense - Supervisors and Managers [465]
Appendix 4: Agreement bstween King Corlnty and Intemational Brotherhood of Teamsters

Local 117 - Information Teohnology Managers and Supervisors - Department of King
County Information Technology, Executive Branch Departments Department of
Executive Services [456]

Appendix 5: Agreement between King County and International Brotherhood of Teamsters

Local 117 - Joint Units Agreement 1461J

Appendix 6: Agreement between King County and International Brotherhood of Teamsters

Local 117 - Legislative Analysts - King County Council [454]
Appendix 7: Agreement befween King County and International Brotherhood of Teamsters

Local 117 - Print Shop - Graphic Communications Department of Executive Services

(Facilities Management Division) [23 1]

Appendix 8: Agreement between King County and International Brotherhood of Teamsters

Local 11? - Professional & Technical and Administrative Employees [54]
Appendix 9: Agreement between King County and Intemational Brotherhood of Teamsters

Local 117 - Prosecuting Attorney's Office [155]
Appendix 10: Agreement between King County and Intemational Brotherhood of Teamsters

Local I i7 - Security Screeners - King County Sheriffs Office [352]
Appendix 13: Agreement between King County and International Brotherhood of Teamsters

Local 117 -'Wastewater Treatment Division, Professional & Technical and

Administrative Support - Department of Natural Resources & Parks 1156]

Masler Labor Agreement
.Ianuary i, 201I ro December 3l, 2020
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1 8769

Appendix 14: Agreement between King County and International Brotherhood of Teamsters

Local 117 - Wastewater 'Iieatrïent Division, Supervisors - Department of Natural

Resources & Parks [157]
Appendix 15: Agreement between King County and Joint Crafts Council, Construction Crafts -

Construction Crafts [350]
Appendix 16: Agreement between King County and King County Prosecuting Attorneys

Association - Proseouting Attorney's Office [370]
Appendix 17: Agreement between King County and King County Regional AFIS Guild -

Automated Fingerprint ldentification System - King County Sheriffs Offrce [463]
Appendix 18: Agreement between King County and King County Security Guild - Security

Officers, Dispatchers, Sergeants - Deparfment of Executive Services, Facilities

Management Division [460]
Appendix 19: Agreement between King County and Offrce & Professional Employees

International Union, Local 8 - Dental - Department of Public Health [037]
Appendix 20: Agreement between King County and Office & Professional Employees

Itrternational Union, Local I - I)epartment of Assessments [035]
Appendix 21: Agreement befween King County and Ofüce & Professional Employees

International Union, Local 8 - Departments: Public Health (Prevention Division),
Community & Human Services (Behavioral Flealth and Recovery Division) [038]

Appendix 22: Agreement between King County and Professional and Technical Employees,

Local 17 - Court Reporters - Superior Court [050]
Appendix 23: Agleement between King Ccunty and Professional and Technical Employees,

Local 17 - Departments: Executive Services, Natural Resources & Parks, Permitting &
Environmental Review, Transportation 1040]

Appendix 24: Agreement between King County and Professional and Technical Employees,

Local 17 - Departments: Public Health, Community & Human Services [060]
Appendix 25: Agreement between King County and Professional and Technical Employees,

Local 17 - Infonnation Technology [048]
Appendix 26: Agreement between King Cowrty and Professional and Technical Employees,

Local 17 - Office of Emergency lr4anagement, Department of Executive Services

Emergency Management Program Manager [055]
Appendix 27: Agteement between King County and Professional and Technical Employees,

Local 17 - Professional & Technical - Department of Transportation [046]
Appendix 28: Agreement between King County and Professional and Technical Employees,

Local 17 - Professional & Technical, Interest Arbitration - Department of Transportation,

Metro Transit Division [043]
Appendix 29 Agreement between King County and Professionai and Technical Employees,

Local 17 - Section Managers - Departments:Natural Resources & Palks, Permitting &
Environmental Review, Transportation [066]

Appendix 30 Agreement between King County and Professional and Tech¡ical Employees,

Local 17 - Supervisors - Departments: Executive Services (Facilities Management

Division), Natural Resources & Parks, Transportation [065]

Master Labor Agreernent
January 1,2018 to Decemher 31, 2020
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1 8769

Appendix 3l: Agreement between King County and Professional and Technical Employees,

Local 17 - Transit Adrninistrative Support [047]
Appendix 32 Agreement between King County and Professional and Technical Employees,

Local 17 - Transit Chiefs - Department of Transportation, Metro Transit Division [042]

Appendix 33: Agreernent between King Counf and Profèssional and Teclmical Empioyees,

Loca|77 - Transit Superintendents - Department of Transpofiation, Metro Transit

Division [044]
Appendix 34: Agreement between King County and Public Safety Employees Union -

Communications Speðialists Supervisors - King County Sheriffs Offìce 12121

Appendix 35: Agreement between King County and Public Safety Employees Union -

Deparhnent of Adult & Juvenile Detention Management [330]
Appendix 36: Agreement between King County and Public Safety Employees Union - Fire

Investigator - King County Sheriffs Office [214]
Appendix 37: Agreement between King County and Public Safety Employees Union - King

County Civic Television (CTV) [430]
Appendix 38: Agreement between King County and Public Safety Employees Union - Legal

Administrative Specialists - Department of Judicial Administration [021]

Appendix 39: Agreement between King County and Public Safety Employees Union - Non-

Commissioned - Department of Adult & Juvenile Detention [191]

Appendix 40: Agreement between King County and Publio Safety Employees Union - Non-

Commissioned - Department of Community & Human Services [192]

Appendix 41: Agreement between King County and Public Safety Employees Union - Non-

Commissioned Professional Employ€es - King County Sheriffs Office [93]
Appendix 42: Agreement between King County and Public Safety Employees Union - Non-

Commissioned Professional Employees - Supelvisory - Kin:g County Sheriffs Offrce

[464]
Appendix 43: Agreement between King County and Public Safety Employees Union - Superior

Court Clerks - Judicial Administration [020]

Appendix 44: Agreement between King County and Public, Professional & OfficerClerical

Employees and Drivers, Teamsters Local 763 - Communications Specialists - King
County Sheriffs Office [450]

Appendix 45: Agreement between King County and Public, Professional & Office-Clerical

Employees and Drivers, Teamsters Local 763 - Department of Assessments [220]

Appendix 46: Agreement between King County and Service Empioyees Inter¡ational Union,

Local 925 -Department of Executive Services - Facilities Management Division [012]

Appendix 47: Agreement between King County and Service Employees International Union,

Local925 - Department of Natural Resources & Parks - Parks & Recreation 1010]

Appendix 48: Agreement between King County and Service Employees lntemational Union,

Local 925 -Department of Public Defense 14621

Appendix 49: Agreement between King County and Service Employees Intemational Union,

Local925 - Involuntar¡r Commitment Specialists - Mental Heaith, Department of
Cornmunity & Human Services 1030]

Masler Labor Agreement
January l, 2018 to Dece¡nber 3I, 2020
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Appendix 50: Agreement between King County and Service Employees Intemational Union,

Local 925 - Wastewater Treatment Division - Department of Natural Resources & Parks

[011]
Appendix 51: Agreement between King County and Teamsters Local 174 - Departments:

Natural Resowces & Parks, Transportation [160]
Appendix 52: Agreement between King County and"Washington State Council of County and

City Employees, CouncilZ,Local2lAD - Department of Adult & Juvenile Detention

[080]
Appendix 53: Agreement between King County and Washinglon State Council of County and

City Employees, Council2, Local2lDC - District Coutt - V/ages [090]

Appendix 54: Agreement between King County and 
'Washington 

State Council of County and

City Employees, Council2,Lacal2lHD - Department of Public Health 10701

Appendix 55: Agreement between King County and Washington State Council of County and

City Employees, Council2,Lacal 1652 - Medical Examiner - Department of Public

Health [260]
Appendix 56: Agreernent between King County ancl Washington State Council of County and

City Employees, Council 2, Local 1652R - Industríal and Hazaldous Waste [275]
Appendix 57: Agreement between King County and Washington State Couneil of County and

City Employees, Council2, Local2084-FM - Depafiment of Executive Services,

Facilities Management Division [272]
Appendix 58: Agreement between King County and Washington State Council of County and

City Employees, Council 2, Local 2084-5 - Department of Adult & Juvenile Detention

(Juvenile Detention Division Supervisors) 127 6J

Appendix 59: Agreement between King County and Washington State Council of County and

City Employees, Council2,Local2084-Sc - Superior Court - Family Court Operations

Court Appointed Special Advocates Specialists and Attorneys (CASA) la58l
Appendix 60: Agreement between King County and'ü/ashington State Council of Corurty and

City Employees, Council2, Local2084-SC - Superior Cou¡t - Staff (Wages Only) 12731

Appendix 6l: Agreement between King County and'Washington State Council of County and

City Employees, Councïl2,Local2084SC-S - Superior Court - Supervisors ('!Vages

onty) 1274)
Appendix 62: Agreement between King County and Intemational Union of Operating

Engineers, Local302 - Equipment Operators - Departments: Natural Resources & Parks,

Transpofiation [351]

Master Labor Agreement
January I, 2018 to December 31, 2020
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KING COUNTY
AND

KING COUNTY COALITION OF'UNIONS
MASTER LABOR AGREEMENT

PRT*'AMBI,E:
DEFINITIONS

l. In good standing: Not discharged for cause or resigned in lieu of clischarge for cause.

2. Director: Division or Department, or head of agency.

3. Designee: Representative selected by Director.

4. Leave eligible employee/position: Full-time regular, part-tirne regular, provisional,

probationary and term-limited temporary employees. Does not include shoú-term temporaly

employees or administrative interns.

PURPSSE STATEMEHT
* Çhe À4ester Låbsr ¡\greefüent (lvl&r\}+€-fr€ef¡¡..**-rFFrEeeh te eelleetive .bêËgrining

intended te esabli.sh cerffne* eo*traetir*l.ptovi*iens *br the emf lsyeee eevereé.by'thís Êgreeffleüt,

TheML& war *ehis¡ed threuglr a es,ll*bÊreÉve bÊrg¿úning prCIeess between KinÊ Çetmty (The

eeunty) al4 the f*Ue¡.gri€¡ts

te+his-ãgreeñeËb

.- {,- l4nster L*bos /trgreerÈeftt &{t¡.}.bargailring..ôeeuned f€r t}{e þHt?ese-e$'lbruggi¡rinã

st**dard pr*e,tiees¡ preeedtres; and GB¡Lprovisiensl" The-MLÅ":1will brir€:gfeater effieieney tÊ

ioht i*lþre*ts,,írl

*, Çurrye¡*Unie¡r's in

in effeet unless lnodiñeC b)'nr&tu*l agreernentåy *e Masfer.Leber Ågreeräeat {ML¡.i,
8, .Á,nå' lcsser eenditisn* eentaiÊed ia *n,' Ur*CIri's,eelleetire.'bslg*in;r€ agreeì¡rerit-'€håll

be sspersedeê=b'' the es'lditien* eentaified-in this Mâ*ter Lâber I greeraenü {þ4åÅ} Heì#ever;

slr*ll depriye €$y efiìployee ef qüy sEperier be*efit eertËined iü hi$/her Uriien's col,¡eeüive

@
4, Sepa*ate Brnne h ¡tËeneies * KêüÊ, The pa*ies *g¡.ee that'previsiens iæ &is lvll'¡\

€€ve+ûiÊË,h€Hrs Ênd worl(

to+er+irt**::Sep

Master Labor Agreemenl
Jarutary 1,2018 toDecember 31,2420
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l I l*order {orthe ÇounB'¡ tlre GeÊlitiçrr-#id t}rÊ eri}pie}'eeã t+futdl€r be$ê{¡t fÊoü-ths

ABTICLS 2: MIL,ITARY LEAYE

2.1. Employees shall receive military leave in aecordance with King County policy, state

and federal law, as amended.

ARTI-ÇLE 3: UN3ÄIQ LEA1rES,-9F *a.BsåÌ.t{.CE

3.1.. Short-Term Leaves of Absence. A leave of absence without pay, not covered by

any other provision of this Agreement, for a period not exceeding 30 consecutive days may be

granted to a leave eligible employee by the employee's director.

3.2. Long-Term Leaves of Absence. The Division Director may granl. a leave of absence

without pay, not covered by any other provision of this Agreement, for nonmedical reasons for a

period longer than 30 days. Requests fol leaves of absence without pay that are for medical/health

reasons for a period longer than 30 days must be approved by the Director of Human Resources

or the Director's designee. Long-term leaves may be unconditional, or condjtional with any

conditions set forlh in wríting at the time that the leave is approved with the understanding that

baning required budget cuts or layofß, the employer shall reinstate the employee to the same

position or a position with equivalent status, pay, benefits ând other employment terms upon the

employee's retum with no loss of seniority. The layoff,, senìorìly, und bumping rígltts in eøch

ìndivídualAppendix shøll be øpplíed to leaves of øbsence'

3.3. Early Return. An employee who is on a leave of absence without pay, not covered

by any other provision of this Agreement, may retum from the leave before its expiration date if
the employee provides the director with a written notice to that effect at least 15 days before the

date ofreturn.

4.I". Employees may use up to three days of their accrued sick leave each year to perform

volunteer services at a local school, or at anon-profit on the approved list for the Employee Giving

Program. Employees requesting to use sick leave for this purpose shall submit such recluest in

wdting, per collective bargaining and department leave request procedures, specifying the name

of the school and/or organization and the nature of the volunteer services to be performed.

Additionaily, the employee's supervisor may request in advance that the employee obtain written

proofofthe service fiom the volunteer organization or school.

Master Lqbor Agreemenl
January 1,2018 to December 31,2020
380U0 1 1 8_000MLA0 I I 7 -:Attachment I
Page 2



1 8769

ARTICLE 5: JU4Y DUTY

5.1. A leave eligible employee notified to serve on jury duty must infom his or her

supervisor as soon as possible, but not later than two weeks in advance, regalding the date the

employee is required to report fol' jury duty. The supervisor may reassign the employee to a shift

and schedule that corresponds with jury duty. For purposes of this section, the shift and schedule

are the hours and days, respectively, the employee is required to repoft or be available for jury

daty. An employee will receíve hìs/her eompensatíon, while on jury duty, in accordaflce with

the app ropríøte Appendix,

5.2. When released from jury duty for the day, and/or when the total required assignment

to jury duty has expired, the employee will notiff his or her supervisor. The employee will be

provided a reasonable time when dismissed from jury duty, as determined by the supervisor, before

the employee must report back to work and his or her regular shift and schedule. Paid leave eligible

employees must deposit any jury duty fees received, exclusive of miieage, with the Finance and

Business Operations Division of the Department of Exesutive Services.

5.3. Employees who are ineligible for paid leave shall follow the notification procedures

above, and shall be released from work duties for the duration of their assigned jury duty period,

but shall not be compensated for their time spent on jury duty. These employees may retain any

jwy duty pay received. Employees will reeeive his/her compens.øtíon, wltìle on iury duþ, ín

aceordance wíth the appropríøte Appendix.

ARTICþE f;. Ðoil,ATFD,, IEAVES

6.1, Nothíng in thís Artícle ís intended lo supersede donnted leave languøge provÍded

for ín the índívítluøl Appendíx thøt ìs not exprcssly covered in thß Artícle incladlng øny

bargctíning unìt wíthín the eourts thøt have the abilìty to'donate more sÍck leave tltan províded

în Article 6.4,

6.2. No Solicifation. All donations of vacation and sick leave made under this Agreement

are strictly voluntary. Employees are prohibited from soliciting, offering, or receiving monetary

or any other compensation or benefits in exchange for donation of vacation or sick leave hours.

6.3. Vacation leave hours. An employee eligible for leave benefits may donate a portion

of his or her aecrued vaoation hours to another employee eligible for leave benefits. The donation

will occur following written approval from both the donating and receiving employee's directors.

The number ofhours donated cannot exceed the donor's accrued vacation balance as ofthe 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 mnual vacation accrual.

6.4. Sick leave hours. An employee may donate a portion of his or her accrued sick leave

to another leave eligible employee provided the donating employee's sick leave balance will be

100 hours oï more following the donation. The donation will occur following written approval

from both the donating and receiving employee's directgrs. An employee may not donate more

Master Labor A greetnent
January I, 2018 ta December 31, 2020
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1 8769

than25 hours of accrued sick leave in a calendar year.

6.5. Calculation of Donated Vacation and Sick Leave. All donated vacation and síck

leave hours shall be converted to a dollar value base on the donor's straight time hourly rate at the

time of the donation. The dollar value will then be divided by the receiving employee's straight

time hourly rate to determine the actual nurnber of hours received.

6.6. Donation of Vacation or Compensatory Hours to Nonprofit Organizations. The

executive may implement a process providing the oppornrnity for leave eligible employees to

convert accrued vacation or accumulated compensatory hours, or both, into a cash donation. This

process must conform to KCC 3.12.222, as amended.

6.?. Donation to an Account or Program to Benefit Children of Deceased Employee.

If an employee dies during employment, the executive may implement aprocess províding a one-

time opportturity to allow leave eligible employees to convert either accrued vacation or

accumulated compensatory time hours, or both, to cash to benefit any children of the deceased

employee who are under twenty-three (23) years old at the time of the employee's death. This

process must conform to KCC 3,12.224, as amended

6.8. No Reversion of Donated Leave. Donated vacation and sick leave hours remain

with the recipient and do not revert to the donor.

ARTICLS 1 P.*II) PARENIAL Ir^E"aYE

7.1. Paid Parental Leave supplements an employee's aocrued paid leaves to provide up to

a total of twelve weeks of paid leave.for ãparcnf to bond with a new chiid'

7.2. ßenefit Amount. 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 ecluivaient of his or her full salary

for up to a total of twelve weeks, when cornbined 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). The

employee is permitted to use the supplemental leave fìrst. Additionally, the empioyee may choose

to take less than twelve weeks of leave. Supplernental Paid Parental Leave is not subject to cash

out. An employee who does not return to work for at least 6 months of continuous selvice

following the leave, will be required to reimburse King County for the supplemental leave fimds

received.

7.3. Eligibilify. 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 quali$ing

event. If both parents work for King County, then each employee is entitled to up to 12 weeks of

Paid Parental Leave.

7.4, Benelit Period. Paid Parental Leave must be used within twelve months of the

qualifying 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

Master Labor Agreemenl
,Iønuary I, 20] I to Decetnber 3l, 2020
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1 8769

the employee's supetvisor prior to the leave.

7.5. Concurrency. Paid Parental Leave will run concurrently with the County's family

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

permitteci by law.

7.6. Job Protection. Paid Parental Leave is protected leave. Baning required budget cuts

or layofß, 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 partioipate in

the program.

7.7, Health and Leave Benefits. The employee will continue to receive all health benefits

and shall continue to acc.rue vacation and sick leave during the period of Paid Parental Leave. For

purposes of overtime calculations, Paid Parental Leave shall be considered the equivalent of sick

leave.

7.8. Relationship to TVashington State Paid Family and Medical Leave. Provisions of

the Countyos current Paid Parental l-eave program may change effective Janualy !,2A2A, or

thereafter, dì.le to the County's implementation of the new Washington State Paid Family and

Medical Leave pro gr¿rm.

A$TICLE.Ëi BßR$åVaMEN,I LEAVE

8.1. Employees eligible for leave benefits shall be granted up to five days, maximurn 40

hours þro-rata for part-time) bereavement leave per qualifying death of a member of the

employee's imrnediate family.

8.2. Immediate family shall be defined as the employee's spouse or domestic partner, and

the parent, gandparent, child, son or daughter-in law, grandchild, sibling of the employee,

employee's spouse or the employee's domestic partner, or an employee's legal guatdian, ward or

any person over whom the ernployee has legal custody.

8.3. Employees who are not eligible for paid leaves may be granted leave without pay, or

may be allowed to use eompensatory time, if available, for bereavement leave.

8.4. When a holiday or regular day off falls during the leave, it shall not be charged as

bereavement leave.

8,5. Any additional paid leave may be approved by mutual agreement between the County

and the employee.

8,6. Nothíng ín thís Artíele supersedes benetits outlíned ín Professìonal and Tecltníaú

Emplayees, Local 17 (Transít Ch¡eß, CBA Code 042 and Transít Supervisors and

Superíntendenß, CBA Code 044) conttacl
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ARTICLE 9: VACATI.ON LEAYE CAP

9.1, Ail Employees hired after 12/31117 shall have theír accrued vacation leave balance

capped at three hundred twenty (320) hours. This shall not appiy to any current employees

including TLT's, hired on or before 12/31117 .

9.2. Employees eligible for vacation leave who work a forty hour week may accrue up to

either 480 or 320 hours (depending on the employee's hire date). Ernployees not working a forry

hour schedule hired before Illl|S,including TLT's, will retain their vacation cap. Eligible part-

time empioyees will receive vacation leave, prorated to reflect their normally scheduled work

week, Employees shall use vacation leave beyond the maximum accrual amount on or before

the last day of the pay period that includes December 3L of each year. Failure to use

vacation leave beyond the maximum accrual a¡n-ouilrt will result in folfeiture ofthe vacation leave

beyond the maximum amount rurless the appointing authority has approved a caryover ofthe

vacation leave because of cyclical workloads, work assignment or other reasons as may be in the

best interest of the County. The Human Resources Director may authorize procedures for

authorizing calryover above the maximum.

AßTICL¡E 1,0: HOLIDAYS. IILIGItsILITYI

10.1. Ilolidays. All leave eligible employees shall be granted the following designated

holidays withpay:

HOLIDAYS

New Year's Day January 1

Martin Luther King Jr., Day Third Monday in January

President's Day Third Monday in February

Memorial Day Last Monday in May

Independence Day July 4

Labor Day First Monday in September

Veteran's Day November 11

Tha¡rksgiving Day Fourth Thursday in November

Day after Thanksgiving Friday after Thanksgiving

Chlistmas Day December 25

10.2. Day of Observance and Pay on Holidays. Unless otherwise províded ìn øn

Appendix, for holidays falling on a Saturday, the Friday before shall be observed as the holiday.

I This Article does not apply to employees with benefit time @T)
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For holidays falling on a Sunday, the Monday following shall be observed as the holiday.

Employees requíred to work holidøys shøll be paìdfor suclr work ìn accordance with. the

appropríateAppendix,

An employee must be eligible for leave benefits and in a pay status on the scheduied work

day before and the scheduled work day following a holiday to be eligible fol holiday pay.

However, an employee who has successfully completed at least five years of county service and

who retires at the end of a month in which the last regularly scheduled working day is observed as

a holiday, shall be eligible for holiday pay if the employee is in a pay status the day before fhe day

observed as a holiday. For employees who work other than a 518 schedule and the holiday falls

on their scheduled day off, the employee will be given a deferred holiday. The employee and

supervisor will jointly select another day (preferably within the same pay period) to take as a

holiday. This section does not supersede tlte holíday bønk or holíday ptry languøge in an

Appendíx,

10.3. Two Personal Holidays. Effective January 1,2018,leave eligible employees shall

receive two (2) personal holidays evory yeff to be added to their vacation bank in the second full

pay period of the year or upon hire. These two personal holídøys shall contìnue to be

admìnìstered per conûact language ín each indívídualAppendix. In no event shall there be more

than two (2) personal holidays awarded psr year.

ARTICLE,.I I: FMLÀ/I(C$'ML

11.1. Federal tr'amily and Medical Leave Act:

A. As provided for in the Federal Family and Medical Leave Act (FMLA) of 1993,

an eligible employee may take up to twelve (12) r¡'eeks of paid or unpaid leave in a single twelve

month period for the employee's own qualifying serious health condition that makes the employee

unable to perform their job, to care for the employee's spouse, child, or parent who has a qualifuing

serious health condition, to bond with a newbom child, adoption or foster care placement (leave

must be taken within one year of the child's birth or placement), or for qualifying exigencies

related to the foreign deployment of a military member who is the employee's spouse, child or

parent. An eligible employee who is a covered service member's spouse, child, parent, or next of

kin may take up to twenty-six weeks of paid or unpaid FMLA leave in a singie twelve month

period to care for the service member with a serious injury or illness.

B. The leave may be continuous or intermittent, when medically necessâry.

Intermittent and/or reduced schedule leave to care for a newbom or newly placed adopted or foster

care child may only be taken when approved.

C. In order to be eligible for FMLA, an employee must have been employed by

King County for at least twelve months and have worked at least 1,250 hours in the twelve month

period prior to the commencement of leave.

11.2. King County Family and Medical Leave:
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A. As provided by King County Code, an eligible employee may take up to

eighteen (18) weeks of paicl or unpaid King County Family and Medical Leave (KCFML) in a

single twelve month period for the employee's own qualifying serious health condition, to care for

an eligible family member who has a qualifying serious health condition, to bond with a newbo¡n

child, adopted child or foster care placement (leave must be taken wìthin one year of the cirild's

birth or placement), and for any qualifying reason under the Federal Family and Medical Leave

Act, Washington State Famity Leave Act, or other family and medical ieaves available under

federal or state law.

B. The leave may be continuous or intermittent, when medically necessary.

Intermittent and/or reduced schedule leave to care for a newbom or newly placed adopted or foster

care child may only be taken when approved. King County Family and Medical Leave shall run

concun'ently with other federal, state and county leaves to the extent allowed, including but not

limited to the Federal Family and Medical Leave Act, 'Washington 
State Family Leave Act, and

the'Washington State Farnily Care Act.

C. In order to be eligible for leave under this Article, an employee must have been

employed by King County for at least lwelve months and have worked at least 1,040 hours in the

preceding twelve month period for a forty-hour week employee or 9i0 hours in the preceding

twelve month period for a thirty-five hour week employee.

D. An employee who returns from King County Family and Medical Leave within

the time provided under this Aficle is entitled to the same position shelhe occupied when the leave

commenced or a position with equivalent pay, benefits and conditions of employment.

KCFML Artícle 11,2 trpplies only to bargninÍng unìts wltose labor øgreements ínclude the KC

FML beneJi,t,

11.3. Failure of an employee to return to work by the expiration date of leave under this

Article may be cause for termination of the employee from county service.

Nothíng in this ørtìcle is intenrled to supersede the seniority provisions íncluded in tlrc Teamsters

Locø|174 (CßA Code 16t) contrnct.

l3¡tr, King€eunty ¡hâll Ër:eate *P¡efess*enal Ðevetepürent F*rd te finåfiee a e€stl) yeår
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"4,R ICLE lf: RKþASSITICÅTICIN;*{I{? 4DSIJLTING PAY

14.1. Job Reclassification

1,. Reason

A. An employee or a group of employees may request a position to be

reclassified for the following reasons:

(1) An employee's position is not assigned to the appropriate job

classification, or

Ø A significant or gradual change in an employee's on-going

duties or responsibilitics over a period ofat least one-year, or

(3) Reorganization or council action causes the duties of a position

' to change.

B. An employee is not eligible to submit a reclassification request if it has

been less than twelve (12) months since the date of a plevious classification determination for the

position, or

(1) the employee is on probation; or

(2) the employee is on a Ferformance Improvement Plan; or

(3) the employee ís asking fbr a reclassification for a special duty

position.

C. Group reclassification may be submitted if all ernployees' positions are

in the same classification within the same section of a division. The Human Resources Division

will evaiuate each position individually; therefore, reserving the right to place positions into

different classifications, if warranted. Nothing in this paragraph prevents an individual employee

from exercising their Section 5 rights under this Artiole (Reconsideration of a Classification

Decision).

2, Effective Date of Reclassification and Resulting Pay

Below is a table that summarizes the effective date and resulting pay when an employee's
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position is reclassified to job classification within a higher pay grade, the same pay grade, or a

lower pay grade,

Reclassi{ication to Effective Date Pay Upon Reclassification

Higher pay grade Start of the pay period following
receipt of the completed
reclassification request form at the
Human Resources Division.

1st Step ofthe pay range of
the new classifïcation or the
step that is at least 5a/o above
the former rate of pay,
whichever is greater.
Additional discretionary steps

may not be awarded.

Pay may not exceed Step 10,

unless the employee is already
receiving merit-over-top.

If pay includes merit-over-top,
pay is calculated using the
merit-over-top amount and
may result in merit-over-top
upon reclassification.

Same pay grade Start of the pay period following
receipl of the completed
reclassification request forrn at the
Huma¡r- Re s ources D ivi si on.

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

Pay may not exceed Step 10,

unless the employee is already
receiving rnerit-over-top.

l-f pay includes merit-over-top,
the employee will continue to
receive merit-over-top.

Lower pay grade Start ofpay period at least thirfy
(30) calendar days after notification
of the classifi catíon determination
from the Human Resources
Division,

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

If pay includes merit-over-top,
pay is calculated using the
merit-over-top amount and
may result in merit-over-top
upon reclassification.

3. Probation Upon Reclassification

There shall be no probationary period following a reclassification.

4. FLSA Status Change Upon Reclassification

A, When an employee's position is reclassified refroactively into a
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classification with a different FLSA status, the change in FLSA status shall be prospective only,

even though the ohange in classification and resulting pay may be applied retroactively.

B. When an employee's position is reclassified ûom an FlSA-exempt

classification to an FLSA non-exempt slassification, the employee wili be paid overlime pay

prospectively.

C. When an employee's position is reclassified from a FLSA non-exempt

classification to a FlSA-exempt classification, the employee shall receive a cash out of all accrued

compensatory time and if in an executive leave eligible position, will be eligible to teceive

executive leave.

5. Reconsideration of a Classification Decision

An employee or a group of employees has thirty (30) calendar days to submit a request for

reconsideration of a classification decision to the Human Resources Director. Employees without

email, will be asked to verify receipt of apaper copy of the decision, and will have thirly (30)

calendar days from the date of reoeipt. An employee must request reconsideration prior to filing

an appeal. Failure to request reconsideration to the Hurnan Resources Director in thirty (30)

calendar days shall be considered as acceptance ofthe reclassification decision. A group may fiil
out one request for all included individuals, or one or more of the empioyees may submit individual

requests for rôconsideration.

6. Appeal of a Cl¡sslfication Reconsideration Decision

A. An employee or a group of employees has thirty (30) calendar days to

appeal the reconsideration decision. The timeline would begin from the date of the verification of

receipt outlined in Section 5 above.

B. The employee or a group of employees may appeal the decision to the

Personnel Board. The appeal shall be filed in writing to the appropriate agency with a copy to the

I luman Resources Director.

C. Failure to subrnit an appeal to the Personnel Board within thiúy (30)

calendar days shall be considered as acceptance ofthe reconsideration decision.

7. Implementation of a ClassifÏcation Decision

The change in classification will be initiated upon acceptance of the classification decision,

or expiration of the reconsideration period, if applicable.

8. Notification of Reclassifications and Requests

The applicable Union(s) shall be notified of any and all reclassification requests and/or decisions

impacting their bargaining units, via the monthly report provided by the Human Resources

Division.
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á.RTICL8 15; $PECIAL DUTY

15.1 Defïnitions

r Special Duty Assignmenl - When an employee in a regular position is

temporarily assigned to a classification with a higher rate of pay, and the

higher-level duties comprise the majority of the work performed for a

minimum of 30 calendar days.
o Tcmporary employees, including TLTs, are not eligible for special duty

assignments.

r Base Position - The employee's underlying position while on special duty

assignment.

r Base Union - The union that represents the employee's base position.

r Acting Union - The union that represents the special duty position or body of

work'

15.2. Duration

a. Depending on the type of special duty assignment needed, an assignment may be

made for a minimum of 30 calendar days and a maximum of five years, as outlined in the

following circumstances :

(l) 30 dqvsta Twg.lve Montb - Shall be approved by the Department Director or

designee to provide additional staffing:

i. Due to work that exceeds either the volume and/or complexity of what is

roltine, and is for a limited dwation;

ii. Due to unforeseen work caused by unique circumstances, which are not

expected to reoccur; or

iii. Needed to either develop andlor implement, a new function, system, or
, proposal.

iv. To backfill for a vacant regular position.

(2) UpJp Three Years - Shall be approved by the Director of Human Resources

or designee:

To perform a signifïcant or substantial body of work such as a non-routine

project or related to the initiation or cessation of a county function, project

or departmont.

Q) Up rç Firç Ybars:- Shall be approvçd by the Director of Human Resoulces or

designee:

i. To backfill a regular position, when:

ã) An employee is absent because of an extended leave of absence for

a medical reason;

b) An employee is absent because of military service; or

Master Labor Agreøment
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c) An employee is absent because of a special duty or other

assignment.

ii. To staff or backfill staff on a clearly defined grant-funded, capital

improvement, or information systems technology project.

b. FlsA-exempt special duty assignments shall be made in firll-week increments,

from Saturday through Friday.

c. An employee's special dufy assignment will end when managernent becomes

aware that the employee's absence will exceed 30 calendar days or at the conclusion of a

30-day absence, whichever occurs first.

15.3. Recruitment

Special duty positions shall be posted and a selection process will be conducted for special

duty assignments,

A. The county resewes the right to fill with a special duty position while

conducting a selection process.

B. If the special duty position is converted to a regular position and the individual

who served in the special duty assignment is hired into the regular position, the ernpioyee shall

receive credit towards his or her probationary period for the time served in the special duty

assignment. If the time served in the special duty position was longer than the required

probationary period, the employee?s prnbationary period shall be considered served,

G, llie *øttlís*prñvi#íøt *,ìn ihe fref,,e+fiÍenel ørd Teehnis&l En F'ørgçs¡ Leea{

ry f*Utle lle * a

Perrfütríttg &xf,Æ,

048).

15.4. Pay

Ä. An employee on special duty will be placed at the first step of the special duty

classification pay range or be given aflx SYo above the employee's base rate of pay, whichever is

higher.

B. If an employee's pay in his or her base position includes merit pay, such as

merit-over-top, pay for the employee's special duty assignment is calculated using the merit pay

amount and may result in merit-over-top pay while in special duty.

C. An employee on special duty will continue to advance through the salary steps

of his or her base pay range while on special duty. If the employee is at his or her top step in the

base classification, the employee will be eligible for step increases in the special duty

classification.

D. Special duty pay shall not be considered part of an employee's base pay rate for

purposes of pay rate determination as a result ofpromotion or reclassification, cash-out of vaoation

or sick leave, or vacation or sick leave donations.

E. If the special duty assignment is FLSA non-exempt, the employee's special duty
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pay will be used for the computation of overtime and compensatory time.

f,'. When the special duty assignment is cornpleted, the employee's pay shall revert

to the pay rate the employee would have received if the employee had not been assigned to special

duty.

G. Compensation, hours of work, and applicable contractual working conditions

shall be consistent with the acting (i.e., special duty) union's collective bargaining agreement from

the time the ernployee is placed in the assignment until the time the empioyee returns to his or her

base position. Contractual provisions relating to the base position (i.e., reduction in force and

seniority) shall continue to apply during the special duty assignment.

15.5, Paid Leave'lühile On Special Duty

Paid leave (e.g. vacatioR, sick, executive leave, bereavement) while on a special duty

assignment shall be at the employee's special duty pay rate.

15.6. FLSA Status Change

Below summarizes how compensatory time and executive leave are handled when there is

an FLSA status change between the employes's base position ærd the special duty assignment:

FLSA
Change

FLSA Non-ExemptBase
Position to FLSA Exempt
Snecial Duty

FLSA Exempt Base Fosition to
FLSA Non-Exempt S.pecial Duty

Cornpensatory
Leave

Accrued compensatory leave
cannot be used when in a FLSA
exempt special duty. Any
accrued eompensatory time will
be cashed out prior to starting a

special duty assignment that is
FLSA exempt.

The employee is sligible to eam
compensatory time in lieu of overtime
pay while ín the FLSA non-exempt
special duty assignment.

Prior to ending the FLSA non-exempt
special duty assignment, the employee
must be paid for any unused
compensatory time before returning to
the FLSA exempt base position.
Payment for the compensatory time will
be paid usirrc the special duty ray rate.

Executive
Leave

The employee may be eligible
for executive leave while in a
FLSA exempt special duty
assignment expected to last at
least six months.

The employee must use the
executive leave by the end of the
year it is awarded and before
returning to the non-exempt base

position. Executive leave cannot

be cashed out.

The employee must use accrued
executive leave while in the special duty
assignment and by December 31 ofthe
year in which it is awarded. Executir¡e
leave cannot be cashed out.
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15.7. The Memorandum of Agreement (MOA) regarding cross-jurisclictional special duty

assignments is extended for the duration of this MLA, however, the parlies agree to bargain

proposed changes to that MOA during the life of this MLA.

êRTICLE 16: Ç9NTRACTII'{G OUI
f6.1. The County shall not contract out work which the members of the Union have

historically performed unless it is required by law or is a business necessþ due to an emeïgency

situation or to augment the workforce on a short-term, temporary basis. Except for emergency

situatíons, the County shall provide notice to the Union of its intent to contlact out and, upon

request, bargain the decision and/or effects of that decision. Except as provided herein, under no

circurnstance shall the County agree to any long-term or peûnanent contracting out of bargaining

unit work. Nothing in this provision shall limit what the County has historically corttracted out,

and no jobs will be eliminated due to contracting out.

ARTICLE 1?: TLT POSITIONS

17.1. Term Limited Temporary (TLT) employees wiil not be used to supplant replar Fuli,

time Equivalent (FTE) or Career Service positions. Nothíng ín tltís Article Îs intended to

supersede TLT lunguøge provicledfor ín the îndívidualAppendìx that ß nol expressly covered

in thß Artícle.

ARTICLS,I,s: JOB,FSSTII{G

18.1. Employees are encouraged to seek advancement within their specific work units, as

well as within the Corurty as a whole, All open regular and TLT positions that are represented by

the unions that are par* ofthis agreement shall be posted on the King County website and in Human

Resources, for a minimum of fourteen (14) calendar days.

18.2. Special duty job postings will be consistent with Special Duty Article 15. TLT

postings will also be posted as Special Duty opportunities.

18.3. Intemal Regular and TLT employees that are represented by the Unions that are party

to this agreement who meet a positions' minimum qualifications and pass any requited test for the

posÌtion will be given a first interview, eithet by phone or in person, whichever is applicable in the

process.

AßrrcLE 1 *..,PU3LIC RECÊRDS RßOUSST

19.1. When documents in an individual employee's persorurel, payroll, supervisor,

training, safety, or medical file are the subject of a public records request, the Employer will
provide the employee notice of the request in advance of the intended release date. If the Employer

receives a public records request for personal infonnation for the entire membership of the Union

working for the Employer, the Employer shall notify the Union as soon as possibLe and prior to

the release ofthe information.
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ARTICL{,.,,20 : tnï$ON N{)TISIÇ"ATIÛN

20.1. The County will supply the Union with the following information within five (5)

working days of a new employee's date of hire or ne\il union eligibility:

1. First and last name

2, Home address

3. Home phone number (if the member wants to provide it)

4, Work e-mail address

5. Jobclassification/title

6. Department

7. Divïsion

8. Work location

9. Date of hire

10. Hourly or salarY PaY status

11. Rate of Pay

12, FTE status

ARTICLE 21: UNIOIÍ ENGAGEMENT

¿L,L, Steward Training: During each year of this Agreement the Union's principal

officer may request that Union stewards be provided with at least eight (8) hows or one (1) day,

whichever is greater, of release time without loss of pay to participate in the steward training

programs sponsored by theUnion.

2t,2. The Union shall submit to the Office of Labor Relations and the Division as far in

advance as possible, but at least two (2) weeks in advance, the names of those stewards who will

be attending each training course. Time off for these purposes shail be approved in advance by

the employee's supervisor. The approval of such time off shall not be unreasonably denied for

arbitrary and/or capricious reasons. 'When granting such requests, the DepartmentlDivision will

take into consideration operational needs.

21.3. Nerv Employee Orientationo Union Presentation: The County agrees to continue

in person New Employee Orientation to allow the Unions to meet the new members. Not less than

frve (5) working days before a new employee orientation, a list of names of employees who shall

be attending and are assigned to one of the MLA's Signatory bargaining units shall be forwarded

to the Union.

21.4. Release Time for New Employees: The County shall provide each new bargaining

unit member thirty (30) minutes of release time to meet with the Union within the first month of

employment.
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aRTICLH l?,: uNroN LEAYE

22.1, Uponwritten application, a regulzu'employee elected or appointed to a Union office

that requires ail of his/her time shall be given a leave of absence without pay fi'orn work, normally

not to exceed a period of five (5) years. The employee shall not suffer a loss of bargaining rurit

seniorþ rights and shall accumulate the same duling such leave. Leave may not be approved for

more than one employee at a time per Department.

22.2. Aregular employee designated by the Union to serve on offrcial union business that

requires a part of his/her time shali be given a leavc of absence without pay from work, provided

it can be done without detriment to King County services and at least forty-eight (aÐ hours wdtten

notice is given to the Division. The employee shall not suffer a loss of bargaining unit seniority

rights and shall accumulate the same during such leave.

ARTICLE 23iU$E 04,C,,.QUNTY F,IJLLETIN BOARDS ÄND EI,ECTRONIC DsYIÇ&s
23.1. Bulletin Boards. The County agrees to provide bulletin boards in areas accessible

to the members for the use of Union officers and stewards to post announccment of meetings,

election of officers, and any other Union materials. No materials of a political nature can be posted.

23,2. Llectronic Devices. The County will permit Union ofÍisers and stewards the use of

electronic mail, fax machines, copiers, telephones, video conferencing and similar equipment to

communicate regarding Union business related to King County. These communications will be

consistent with state law and the County's Acceptable Use of Information Assets Policy. The

communications and the use of the County's equipment and systems must be brief in duration and

fi'equency. In no circumstance shall use of the County's equipment or systems interfere with

County operations, or result in additional expense to the County. The parties understand and agree

there is no guarantee of privacy in the communications described herein and that such

communications may be subject to disclosure under the Public Records Act.

ARTICLE 24: TTEIMEURSEMENT TOR PERSONÂL TRANÇP{}*T,SION
24.1. Alï empioyees who have been authorized to use their own transportation on County

business shall be reimbrused at the rate established through Ordin¿nce by the County Council.

#his ¡he*,wt,tuperc

35,1, 4erms.sfió eerid,itiêns fsr medieâl; dentd; v:s¡€ru disabiliõ'; aeeiéerltel d€ath ffid

iâñ'
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(VgË¡à tr{edíeå¿ ¡teimb e{,ãe F

26.1, Purpose. The County and the Union (Unions/Coalition) recognize the importance

and desirability of settling grievances promptly and fairly in the interest of continued good

employee relations and morale. In firrtherance of this objective, the County and the Union will

extend every effort to settle grievances at the lowest possible level of supervision.

26.2. No Discrimination. Employees will be unimpeded and fi'ee from restraint,

interference, coercion, discrimination or reprisal in seeking adjudication of their grievances,

26.3. Grievance DefÏnition. A grievance is defined as an allegation by either party to this

Agreement that a violation of one or more terms of this Agreement {or its Appendices) has

occurred.

A. Exclusíve Representative - The Union and King County are the signatory

parties to the labor agreement (both MLA and its appendix). The Union will not be required to

press employee grievances îf in the Union's opinion, such lack merit. 'With 
respect to the

processing, disposition and/or settlement of any grievance, including hearlngs and final decision

of any Arbitrator, the Union will be the exclusive representative of the employee. However, if
employees also have access to the Personnel Board for adjudicating disciplinary or reclassification

grievances, selection by the employee ofone procedure will preclude access to otherprocedures.

If the employee chooses to acress the Personnel Board for the adjudication of disciplinary or

reclassífication issues, this decision shall waive the union's legal obligations for representation,

unless mutualiy agreed otherwise. Copies of all written reprimands, suspensions, discipliniiry

demotions or discharges shall concurrently be forwarded to the Union.

26.4, Äccess to Grievance Procedure. Though employees will have no independent

unilateral privilege or right to invoke the grievance procedure, an employee's complaint may be

presented to his/her supervisor. If the issue is not resolved, it may be referred to STEP 1.

STEP I - Supervisorldesignee- A grievance must be presented in writing by the

shop steward or the Union representative within thirfy (30) calendar days of the occurence or

employee/union knowledge of such grievance. The grievance shall be presented to the employee's

supervisor or designee and will describe the event or circumstances being grieved, the provision(s)

of the Agreement(s) that have allegedly been violated and the remedy sought.

(1.) The supervisor/designee will meet with the employee and Union to

discuss the grievance within fifteen (15) calendar days of the receipt of the STEP 1 grievance.

(2.) The supervisor/designee will issue a written decision to the employee

and the Union within fifleen (15) calendar days following the discussion.

(3.) If the Union does not prusue the grievance to STEP 2 within fifteen

(15) calendar days after receiving the supervisorldesignee's written decision, the grievance will be

Master Labor Agreement
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prccluded from further appeal.

(4.) Supervisor and manager grievants who reduce their grievance to

writing, shall initiate their grievance at STEP 2.

STEP 2 - Division or Agency Director/designee, or Department Director (if no

Division Director) - The grievance will be presented in writing to the Division or Agency Directot

for investigation, discussion, and written reply.

(1.) The Division or Agency Director/designee (or Department Director)

will meet with the employee and Union to discuss the grievance within fifteen (15) calendar days

of the receipt of the STEP 2 grievance.

(2.) The Division or Agency Director/designee (or Depar-tment Director)

will issue a written decision to the employee and the Union within fifteen (15) calendar days

following the discussion.

(3.) If the Union does not pwsue the grievalrce to STEP 3 within fifteen

(i5) calendar days after receiving the Division or Agency Director'sldesignee's (or Department

Director) witten decision, the grievance will be precluded from firther appeal.

STEP 3 - Director of Office of Labor Relations/Labor Negotiator

(1.) The Director or Labor Negotiator will meet and/or discuss the

grievance with the Uníon within fifteen (15) calendar days of,the receipt of the STEP 3 grievance.

(2.) The Director or Labor Negotiator will issue a wriften decision to the

employee and the Union within fifteen (15) calendar days following the discussion.

(3.) If the Union does not pursue the grievance to STEP 4 - Arbitration

within fifteen (15) calendar days after receiving the Director or Labor Negotiator's written

decision, the grievance will be precluded from firrther appeal.

STEP 4 - Arbitration - Should the decision of the Director or Labor Negotiator at

STEP 3 not resolve the matter, the parties may arbitrate the dispute utilizing the process set forth

below.

(1.) Selection Process. The representatives for the parties will select a third

disinterested party to serve as an arbitrator. In the event that the parties are unable to agree upon

a third parfy to serve as an arbitrator, then the arbitrator will be selected from a panel of eleven

(1 1) names furnìshed by Public Employment Relations Commission (PERC) or Fede¡al Mediation

and Conciliation Services (FMCS). The arbitrator will be seiected from the list by both the County

representative and the Union representative each altenrately striking a name from the list until only

one name remains. Both parties will participate in a coin toss to determine who goes first for the

arbitrator strike process. The remaining name will serve as the arbitrator. The arbitrator's decision

witl be final and binding upon all parties to the dispute.

(2.) Arbitrator's Authority Limited. The arbitrator will have no power

to add to, subtract from, disregard, modify or othelwise alter any terms of this Agreement, or to

negotiate new agreements, but will have the power only to apply and interpret the provisions of

Mastet Labor Agreement
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this Agreement in reaching a decision.

(3.) Arbitration Expenses. The arbitrator's fee and expenses u'illbe paid

equally by the County and the Union. The court reporter's fee and expenses, if rnutually agreed

upon in advance, will be paid eclually by the County and the Union. Each party will pay the full

costs and fees of its representatives, including attorneys' fees and the expenses of any witnesses

appearing on ifs own behalf, regardless of the outcome of the arbitration and regardless of the

subject matter of the dispute. Adverse County employee witnesses will be granted time off using

their own paid leave whenever operationally feasible, with advance notice.

(4.) Where different titles apply, they are listed in the Definition Article.

(5.) Mediation, Any party, at any time, can request mediation as a form of

altemative dispute resolution. If both parties agree to mediate, an impartial mediator will be

selected by mutual agreement. Upon either party's request, parties agree to mediate a dispute prior

to moving the grievance to arbitration,

(6,) Timelines. Timelines under this Article may be extended by mutual

agreement in writing, by the parties responsible for addressing the grievance at each step. Unless

mutually agteed between the parties responsible for addressing the grievance at each step no

grievance step may be bypassed. If the calendar day falls on a Saturday, Sunday, County

recognized holiday or on a day the Division/Agency's Office is closed for business, the next

following normal day of business will be considered the final calendar day.

(7.) Grievances of Disciplinary Action. Regular employees are subjectto

ajust cause standard for discipline.

(1) Grievances of disciplinary action involving susponsion,

demotion, or termination shall enter the grievarce process at STEP 2.

(2) No other verbal, written performance or counseling documents

shall be considered discipline that may be appealed to any level of this process.

(3) The provisions of this Article will not apply to probationary,

temporary, provisional and term-limited temporary employees ifìthey are disciplined or discharged

because said employees are *at \Nill" and not covered by the 'Just cause" recluirement of this

Agreement.

ARTICLE 2?; DISCIPLINE AND SUNSET CLAUSE

27,1. No regular employee shall be disciplined except for just cause (consistent with

Article 26.4; STEP 4 (7.)). The County will employ the concept of progressive discipline in

appropriate cases. The County's policy is that discipline is corrective rather than punítive in nature,

It is understood that there may be egregious cascs that may result in discharge, disciplinary

transfer, or other disciplinary actions, that do not require corrective action,

A. Performance ImprovementPlan (PiP). Employees who are assigned aPIP shali

be given a go.od faith opportunity to complete their PIP before any progressive discipline related

Master Labor Agreement
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to the PIP is issued to the employee, unless there are instances of misconduct or gross performance

issues.

27.2. Written reprimands. suspensions, demotions or discharges must be given by

registered, certified mail or personally with a wlitten acknowledgmetrt of receipt. Copies of all

written reprimands, suspensions or diseharges shali concurrentiy be forwarded to the Union.

27.3. LetÍers of reprimand shall not be used for progressive discipline after a period of

eighteen months (18) months from the date of issuauce, other than for purposes of showing notice;

provided the ernployee has not been disciplined during the eighteen months (18) months.

27,4. ,A.ll time limits set forth in this Section that refer to working days, shall include

Monday through Friday and exclude all County recognized holidays.

27.5. Investigations will f)'picâlly be completed within ninety (90) calendal days after the

division or agency director/designee is made aware of a credible allegation of misconduct. The

time to complete the investigation rnay be extsnded by the division or agency if another agency is

investigating the event (e.g., police agency, Ombudsman) or if evidence necessary to complete the

investigation is not reasonably available to complete the investigatíon during the ninety (90)

calendar day investigation period. if the investigation time period is extended, the division will

notifu the employee(s) under investigation and the Union and both will be provided with the basis

for the extension and the expected date the investigation will be completed.

A. 'Written reprimands, notices of intent to suspend, demote or discharge must be

executed within thirty (30) ealendar days following conclusion of the investigation, unless

otherwise mutually agreed to by the parties.

B. Following the County's notice of intent to suspend or discharge, a Loudermilì

hearing should be offered and a decision made within thirty (30) calendar days ofthe notice, unless

otherwise mutually agreed to by the parties.

Nothing ín lhis ørtìcle ís íntended to supersede the Teømsters Locøl 174 (CBA Code 160)

and the Servìce Employees Internstiond Anion Locø|925 (CBA Code 011) contracts.

f*nerable eentbined ;eneralrynge here*ce ând benefit fu*diqg ratq gte Ge*litien reservestle riglrt

tê reqpe&thiÊ,4gæe ísiÐn"

38,?.- T'hi+prei¡isies rvill-ne! apFll te Sherri#'s deputies¡ .Ëtpt*i$s erMqiersî ¡\{a{çhalçi

Far*rnedies, inters$f å$bíÈatien deei*ionsr or tê ieb elassifie*tion* {ltåts¡eeeive narket bftsed

'iÉereases;

*&3' If the €s,u&ry effi demêrr$tr¿te thaþb*rgri¡tinË ,uirit* outside CIf tåê Ëealiii€ü rnade

. .*-*9J'=¿lll mernbere,cf,t\e b*rgair:ng Hnitspertiei*stiug ùrilút'çb*rgaining'*s e# l0/5/?01?
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@
. ."".. *9,3; The ¡\drninisaraüve Suppert Faf ,ÀË¡ee*rcnt-eutlíne i* the l'êÊ1,71018 Tet*l

extendeé tllrlegËli 121¡:l/+ 8'å:nd rvilt åe cÞE*eet tÕ îål*1 Ço$Þerrs€}tien bergairr:r}g'

39å. [tre parties te' this ML¡! agree te,rneet in 3t I I te bEgin b*råaiiring fer a sueeesser ts

the' tt26..l-? 30lS Tetai ÇsrriflensÊtie*

a¡t*ehme*t+), ìrlon eesËÊrniepreirisien*i¡etreded i*tþe ML/! æc e eetive tlrreËgh 1#91130 aad

ARTIÇLE 3O; SAY.INGS CLAUSE

30.1.. Should any part hereofor any provision herein contained be rendered or declared

invalid by reason of any existing or subsequently enacted state or federal legislation or by any

decree of a court of competent jurisdiction, such invalidalion of such paú or portions of this MLA

shall not invalidate the remaining portions thereot provided, howevet, upon such invalidation, the

parties agree to meet and negotiate such parts or provisitlns affected. The remaining parts or

provisions shall remain in fuIl force and effect.

ARTICLE 31: DURATION

31.1. This Agreement and each of its provisions shall be in full force and effect, applied

prospectively, following full and final ratification by each of the pafiies, unless a different effective

date is specified for the provision. This Agreement covers the period of January I , 201 I through

December 31,,2020.
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2 This article does not apply to employees with benefit time (BT)
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temperariÐ*assig*ed tlre de+ieç'ef *,higber?aid elassifieatio*r f-or, ess than åt ç*lendar dafs,

Fmptöyees wârkíBg. ieå
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--- 3?,3, IiVerkkg-ouçsf elassi{iearien assiênå}ents mr+st eeetu'in fu}l da:'lslrift ir}e{elnents,

ð1,ã, S/hile rvol'i<i*g-ançef,,elassifieatisn; tl¡e erap¡ofee will reeeire I S9å-ïvorking,cuË

ineiude dre 5% prerni+rm, P*id-leave (e'€¡vasatic&-&iek; exeextive leave; bereatem€lit) rvhile

rvor,ki¡'g.etlt-oåelsssifiea*ien *lr*ll be,èû*e rate of the"esrpleyee's bese pesi*len (wlthe$¡tlre 594

" 37,4. If arverki$g out-ef elassi{iectio¡}-a¡siÊü$ierit.exeeeds ?9 eensee$t:¡re€*lefidâFdeys;
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ATTACHMENT 2
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" ytrt suebtirne thât the:eïpley,ee's frèuen ftf"r*ûe will b+ srrpassed by the lewer

the new/tÊwrr
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frojeet ÌY¿tl.nât * iolr'

--+._+h
¡es

@
ions*

Çecli*io*€e-Çh*ir

iefis,

Ëe*iti€*ësAhgis
W

Sorçiag€säaqÊ

Ðate

Ilate

3 80U0 1 1 8-000MLAU0 I I 7 _Attachment 2
Projecl

Ðâte

Master Løbor Agreement - Career Progression CløssiJìcalion



1 8769

cba Code: 380 Union Code: VlAddendum A
Uniformed Command Association

{Corrections Jail Captains - Department of Adult and Juvenile Detention}

Uniformed Comrnand Association Wage Addendu m: 2Ot7 - 2A20

Year Step I Step 9 10

Loneevitv lncÊntivÊ Pav:

Additional compensation added to base þh,$tçÊhh salaries of Corrections Captains

Calculation of same to be on a percentage basis using the employee's current pay step as the base. Amounts as fof lows:

After 6 years of service: t%
After I years of service: 2%

After 10 years of service: 3%

After 12 years of service: 4%

After 15 years of service: 5%

5

5s7,9322

Sst.szzz

5s8.es07

Soa.qzqq

$or.g¡so

556.s744

$so.sz++

$sz.szss

$ss.orsg

$ao.*soe

Sss.z¿s¿

$ss.2484

5so.z¡Eg

ss7"6391

5s9.0s01

ss1.4541

Ssr.¿s¿r

552-39t+

Sss.zorz

5ss.0437

2At6

2017

2018

20L9

2A2A
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