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METROPOLITAN KING COUNTY COUNCIL

Labor, Operations and Technology Committee 

REVISED STAFF REPORT

AGENDA ITEM:  
DATE:  September 14, 2004

PROPOSED NO:  2004-0418
PREPARED BY:  David Randall

SUBJECT:  AN ORDINANCE approving and adopting six memoranda of agreement negotiated by and between King County and International Federation of Professional & Technical Engineers, Local 17, International Brotherhood of Teamsters Local 117 and Service Employees International Union, Public Safety Employees, Local 519 representing employees in the departments of adult and juvenile detention, community and human services, development and environmental services, executive services, judicial administration, natural resources and parks, public health, transportation and the King County sheriff's office and establishing the effective date of said agreements.

Committee Action:  At its September 14, 2004 meeting, the Labor, Operations and Technology Committee voted to forward this proposed ordinance to the full Council with a do pass recommendation.  The vote was four ayes, no nos and one excused.

BACKGROUND:
When the former King County and Metro governments merged a need was created to integrate their separate personnel classification and compensation systems.  This effort is known as the classification and compensation project and has been a major effort undertaken for nearly a decade.  The original intent of the project was to normalize salaries of the former Metro and County governments.  With the passage of so much time, the project is now also about bringing employees up to market wages.

On November 3, 1992, voters approved Charter Amendment One and Proposition One, merging the Municipality of Metropolitan Seattle and King County.  This set in motion a series of Council and Executive actions that began merging two very different human resource systems.  A few highlights of the legislative and project history are provided below:

· August 23, 1993:  Motion 9106 directed the Executive to prepare a work plan to reconcile salary and benefit differences between the agencies for the executive branch of the newly consolidated government.  

· December 10, 1993:  Motion 9182 established the philosophy that would guide classification and compensation for executive branch employees.  

· January 1, 1994:  The consolidated government began operation under a single legislative authority.  

The project has now completed classification and compensation for represented information technology (IT) professional staff.  The proposed classification and compensation structure is reflected in the Memoranda of Agreements currently in front of Council for action.  The final stage of the project for IT employees is to complete classification and compensation for information technology supervisors and managers.  This phase of the effort is currently underway and is anticipated to be completed early next year.

In November 2001, the Council approved legislation that established classifications for represented professional and technical employees (Ordinance 14252).  More recently, Council approved collective bargaining agreements with unions representing information technology staff.  These agreements included a clause to re-open negotiations to implement a different classification and compensation structure for those represented positions allocated to the title of Information Systems Professional.  The most recent agreement Council approved is the collective bargaining agreement with IFPTE, Local 17 (Ordinance 14855).  This agreement covered working conditions, but did not cover classification or compensation.  Positions in this bargaining unit are still classified using the generic information systems analyst and other IT-related classifications.  Proposed Ordinance 2004-0418 is a result of these completed negotiations with all of these bargaining units to establish consistent classifications and related compensation for these information technology staff.

Ongoing review to update the King County classification structure will be necessary to maintain the integrity of the classification/compensation system.  This is especially true as the County considers implementing the technology organization project that will organize technology functions within the county so that they are more effective and cost efficient.  

In order to meet this need to update the class/comp system, the Human Resources division plans to periodically submit omnibus legislation, similar to the budget office.  

SUMMARY:  Proposed Ordinance 2004-0418 would approve six memoranda of agreements (MOA) and establish their dates.  These agreements would implement job classifications and associated compensation for about 400 county information technology professionals.  These agreements would be effective through December 31, 2006.  

As mentioned in the background section, Motion 9182 established the philosophy that guided classification and compensation for executive branch employees.  This motion established a method for the classification and compensation project.  The method established that the county should compare its employee compensation with nine other comparable jurisdictions.  The executive followed this method to create the classification and compensation for information technology positions in Proposed Ordinance 2004-0418.  In addition, the executive reviewed market survey data from a private source that included both private and public entities.  This comparison confirmed that the proposed compensation levels were comparable.  Compensation was set at the midpoint of surveyed compensation with five steps established up and down from the midpoint.  Therefore, while some information technology positions may be paid more in the private sector, most positions are within the range of comparable market pay.

Table One displays each of the six MOAs attached to the proposed ordinance by, union, bargaining unit, county department or office, and number of represented employees. As the table shows, these agreements are between the county and three unions: International Federation of Professional & Technical Engineers (IFPTE), Local 17, International Brotherhood of Teamsters, Local 117 and Service Employees International Union (SEIU), Public Safety Employees, Local 519.  These agreements cover employees in the departments of Adult and Juvenile Detention, Community and Human Services, Development and Environmental Services, Executive Services, Judicial Administration, Natural Resources and Parks, Public Health, Transportation and the Sheriff's Office.

Table One

	MOA

Attachment
	Union
	Bargaining Unit
	Department/Office
	Number of Employees

	A
	IFPTE
	Local 17
	Transit
	65

	B
	IFPTE
	Local 17
	Roads
	17

	C
	IFPTE
	Local 17
	Executive Services

Natural Resources and Parks
	220

	D
	IFPTE
	Local 17
	Public Health
	44

	E
	Teamsters
	Local 117
	Executive Services
	16

	F
	SEIU
	Local 519
	Sheriff’s Office

Adult/Juvenile Detention

Public Health

Community Human Services
	16


The MOAs are essentially the same except for two areas:

1. The MOA for employees working in Public Health (Attachment D) does not provide for retroactive pay for any step increases that result from a move to the new classification schedule; and

2. The MOA for employees in Executive Services and Natural Resources and Parks (Attachment C) receive additional step placement as a result of a move to the new classification schedule.  In addition, these employees receive step placement consideration providing a minimum of a ten-cent (10¢) increase or annualized ten-cent (10) increase for FLSA exempt employees.  The reason that these employees receive additional compensation is because they had not undergone the classification compensation project as other represented information technology employees had.

Classification Positions Covered – These agreements cover about 400 information technology professionals in the county.  As part of the classification compensation project, in general all employees moved from two generic job titles (information system professional (ISP) or information system analyst (ISA)) to one of 40 new job classification titles.  The same list of the new job titles is attached to each MOA.  

These employees are instrumental to operate and maintain the county’s information technology infrastructure that enables the county government to offer public services all day and every day of the year.  These agreements cover numerous professional and technical classification titles such as, applications developer, database administrator, desktop support specialist, project manager and administrator, local area administrator, network engineer and architect, systems engineer, telecommunications specialist and Web developer.  Most positions have a journey, senior and master category.

Compensation – All positions covered in this proposed ordinance would move to the pay range for their new proposed classification on the applicable county ten-step squared table that has become standard for county executive department employees.  If an employee formerly received a premium pay or special duty pay for the performance of duties which are included in the new classification, no premium pay or special duty pay will be paid as their duties are fully compensated for in the new classification’s compensation range.  Employees in positions that are exempt from the overtime provisions of the Fair Labor Standards Act (FLSA) shall be paid rates on the Ten-Step FLSA-Exempt Squared Salary Schedule.  Employees in these positions covered by the overtime provision of the FLSA 

shall be paid on the Ten-Step FLSA-Hourly Squared Salary Schedule.

Initial Step Placement – Current employees moving to the new job classifications shall be placed on the first step of the applicable squared wage schedule closest to but not less than their former actual base salary.   Employees who have already reached the top step in their pay range prior to moving to the new classification schedule would remain at the top step in the classification schedule.  These employees are known as Y-rated employees.

Council approved the policy that executive branch employees shall not be paid less as a result of having undergone the classification compensation project (Motion 9182).  The policy further states that these employees shall have their pay held constant at their current rate of pay until others in the same classification reach the same level of pay.  This means that the employees may not receive cost-of-living-adjustments and merit step increases for several years.  Employees who would have been paid less as a result of having undergone the classification compensation project are known as Y-rated employees.  There are two types of Y-rated employees: 

1. Employees who have reached the top of their pay scale on the old classification schedule and are, therefore, only eligible to receive cost-of-living-adjustments; and

2. Employees who, when moved to the new classification schedule, have reached the top of their pay schedule.  These employees would no longer be eligible to receive merit step increases or cost-of-living-adjustments.

Incentives – The MOAs contain four types of incentives:  (1) pro-rata lump sum payment; (2) dividend payment; (3) mitigation payment; and (4) Y-rate payment.  Employees who have previously gone through the classification compensation program would receive a pro-rata lump sum payment and Y-rate mitigation if they are Y-rated.  

Employees who have not previously gone through the classification compensation program would receive a pro-rata lump sum payment, Y-rate mitigation if they are y-rated, a mitigation payment, and a dividend payment.  Those employees who have not previously gone through the classification compensation program are represented by IFPTE, Local 17 and the MOA that is Attachment C.

Pro-Rata Lump Sum Payment – A pro-rata lump sum payment shall be provided upon implementation to those current employees allocated to newly adopted job classifications whose pay ranges are increased and who have not been Y-rated.  The formula for the lump sum payment is either $78 or $72 (depending upon whether one is paid on the MSA or Peoplesoft payroll system) for each pay period worked retroactively to the effective dates included in the applicable agreement.  The effective dates differ from agreement to agreement based on previous contract commitments and/or the date that previously non-represented employees became represented.

Dividend Payment – A one-time only dividend of $500 shall be provided to those employees employed by the county in a bargaining unit position at time of union ratification of the MOA that is Attachment C.  This payment provides an incentive for employees to ratify the proposed agreements.

Y-Rate Payment – Eligible employees who are Y-rated would receive in November 2004 a one time only lump-sum payment.  The payment would be $5,625 if a Y-rated employee is ineligible to receive annual cost-of-living-adjustments as a result of moving to the new classification schedule or $11,250 if a Y-rated employee is ineligible to receive both an annual cost-of-living-adjustments and merit step increase as a result of moving to the new classification schedule.

The two types of Y-rate payments are calculated based on the average salary for an information technology professional at the county rather than calculated for each employee based on their current rate of pay.  This formula greatly simplifies the work needed to calculate Y-rate pay.   The average salary for an information technology professional at the county is $75,000.  The annual cost-of-living-adjustment estimate is 2.5 percent.  

If a Y-rated employee is ineligible to receive annual cost-of-living-adjustments their Y-rate payment of $5,625.  This payment represents three years of cost-of-living-adjustments based on the average salary.  (The calculation is as follows: $75,000 times 2.5 percent times three).

If a Y-rated employee is ineligible to receive both an annual cost-of-living-adjustments and annual step increase their Y-rate payment of $11,250.  This payment represents twice the payment amount since these employees would not receive cost-of-living-adjustments and annual step increases.  This payment represents three years of cost-of-living-adjustments and annual step increases based on the average salary.  (The calculation is as follows: $75,000 times 2.5 percent times three for COLA and $75,000 times 2.5 percent times three for annual step increase).

Mitigation Payment – Eligible current employees represented by IFPTE, Local 17 and the MOA that is Attachment C would receive a one time only payment of $1,875.  This payment would be paid if the employee was at the top of their former range and would see an overall increase in the range bargained for in their new job classification; or if the employee would have a range bargained for in their new job classification that is equal to or greater then their former range by nine ranges.  

Vacation and Sick Leave Accrual Adjustments – Regular and term-limited temporary employees whose core hours are increasing from 35 to 40 hours as a result of their allocation to an FLSA exempt classification shall have their vacation and sick leave balances adjusted upward so as to insure that the equivalent number of sick leave and vacation leave days accrued does not change.

Post Implementation Review – Current regular employees shall be eligible to submit a request for reclassification twelve months from the date of their implementation arising from enactment of this proposed ordinance.

Implementation Schedule – All parties agree to devise a realistic timeline for implementing these proposed classifications and associated compensation.  Employees filing appeals will not have their retroactive pay adjustment and mitigation benefits implemented until after their final determination.

Bi-weekly Payroll Provision – Some represented employees are already paid bi-weekly.  For the remaining employees the County may implement a bi-weekly pay system for all bargaining units covered by these MOAs.  The County would be required to negotiate the effects of its implementation.  

Fiscal Note – The total cost of implementing the proposed MOAs in 2004 would be $2,446,139.   The 2005 total cost is estimated at $843,743 and the 2006 cost is estimated at $82,443.   These costs include multiple classification and pay range adjustment and incentive pay.  Costs do not include cost-of-living-adjustments or annual step increases.  Companion legislation has been referred to the Budget and Fiscal Management Committee to fund implementation of this proposed ordinance.

Table Two presents costs for each proposed MOA by department or office and year.






Table Two

	MOA

Attachment
	Department/Office
	2004 Cost
	2005 Cost
	2006 Cost

	A
	IFPTE
	$469,760
	$(54,679)
	$1,516

	B
	IFPTE
	$136,393
	$22,705
	$3,272

	C
	IFPTE
	$1,567,664
	$806,486
	$50,620

	D
	IFPTE
	$51,889
	$12,930
	$8,838

	E
	Teamsters
	$151,335
	$11,230
	$6,892

	F
	SEIU
	$69,098
	$45,071
	$11,305

	Total
	
	$2,446,139
	$843,743
	$82,443
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