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SUBJECT

Proposed Ordinance 2025-0085 would amend nine of the 21 chapters in King County Code Title 3, which pertains to personnel.

SUMMARY

Article 5 of the King County Charter requires the County to "establish and maintain an effective personnel system."[footnoteRef:1] The Charter further directs that the Executive shall administer the personnel system in accordance with the rules adopted by the Council by ordinance. These personnel rules shall provide for, among other things, the classification of employees, a pay plan, the methods for determining appointment and promotion, removal of employees, hours of work, vacation and sick leaves, and procedures for grievances and disciplinary actions.[footnoteRef:2] [1:  Section 510, King County Charter]  [2:  Section 530, King County Charter] 


Title 3 of the King County Code contains 21 chapters that pertain to personnel. Proposed Ordinance (PO) 2025-0085 would make numerous policy and technical changes to the following nine chapters to align those chapters with current state and federal law as well as current County business practices:

· 3.12 Personnel System
· 3.12A Career Service Review
· 3.12S Voluntary Separation Program
· 3.14 Civil Service Commission
· 3.15 Pay Plan and Classification of Positions
· 3.16 Labor and Employee Relations
· 3.28 Compensation for Use of Privately Owned Vehicles
· 3.30 Use of County Vehicles to Commute
· 3.36 Charitable Contributions from County Employees


BACKGROUND 

Article 5 of the King County Charter requires the County to "establish and maintain an effective personnel system."[footnoteRef:3] The Charter further directs that the Executive shall administer the personnel system in accordance with the rules adopted by the Council by ordinance. These personnel rules shall provide for, among other things, the classification of employees, a pay plan, the methods for determining appointment and promotion, removal of employees, hours of work, vacation and sick leaves, and procedures for grievances and disciplinary actions.[footnoteRef:4] [3:  Section 510, King County Charter]  [4:  Section 530, King County Charter] 


Title 3 of the King County Code contains 21 chapters that pertain to personnel. Chapter 3.12, the Personnel System, and Chapter 3.15, Pay Plan and Classification of Positions, are two chapters that are particularly impactful. Much of the language used in the King County Personnel Guidelines, which implements personnel policies for employees assigned to Executive agencies, is quoted directly from these two chapters.[footnoteRef:5] Other chapters in Title 3 provide the rules for things such as the Employee Code of Conduct, the Personnel Board, the Civil Service Commission, labor relations, work-related travel, and employee charitable contributions.   [5:  Introduction to King County Personnel Guidelines, page 1. [Link]] 


Although there have been changes to Title 3 over time, such as to align the code with Coalition Labor Agreements[footnoteRef:6] or establish new policies like the County paid parental leave[footnoteRef:7] or the voluntary separation program,[footnoteRef:8] the Executive has transmitted a proposed ordinance that would more thoroughly update nine chapters in Title 3.[footnoteRef:9] Because portions of these chapters retain their original language from when they were enacted 30-40 years ago, the proposed ordinance would more holistically update these chapters to align with current state and federal law as well as current County business practices. Assuming passage of this proposed Title 3 update, the Personnel Guidelines, which became effective in April 2005, could then also be comprehensively updated.  [6:  Ordinance 19563, File No. 2022-0313]  [7:  Ordinance 18408, File No. 2016-0463]  [8:  Ordinance 18696, File No. 2017-0373]  [9:  Proposed Ordinance 2024-0143, the first proposed update to Title 3 that was transmitted by the Executive, was introduced in May 2024 but lapsed in February 2025. Proposed Ordinance 2025-0085 is largely the same ordinance with a few technical updates. The technical updates are noted by highlighted text in the Summary of Proposed Changes, Attachment 4. ] 


ANALYSIS

Proposed Ordinance (PO) 2025-0085 would make numerous policy and technical changes to the personnel code found in King County Code Title 3. This staff report provides analysis of the proposed changes to each of the following chapters:

· 3.12 Personnel System
· 3.12A Career Service Review
· 3.12S Voluntary Separation Program
· 3.14 Civil Service Commission
· 3.15 Pay Plan and Classification of Positions
· 3.16 Labor and Employee Relations
· 3.28 Compensation for Use of Privately Owned Vehicles
· 3.30 Use of County Vehicles to Commute
· 3.36 Charitable Contributions from County Employees

The Title 3 Update Matrix, which is Attachment 5 to this staff report, provides a table that combines the summary of changes that was transmitted along with the proposed ordinance with the existing code and proposed changes to the code. 

3.12 Personnel System.  Chapter 3.12, which currently contains 57 sections, governs the personnel system. The chapter contains an extensive list of over 70 definitions that apply to the personnel system. The chapter also has provisions for, among other things, the selection and training of employees, employee benefits like holidays and leave, working conditions, the disciplinary process, and the general administration of the personnel system. 

The PO includes about 140 proposed changes to Chapter 3.12, which amounts to roughly two-thirds of the total modifications in the Title 3 update. The following items are the more substantive changes proposed in the ordinance for this chapter. 

Statement of Intent (Section 1 of PO, Change #1 in Attachment 5).[footnoteRef:10]  The PO would update the statement of intent for Chapter 3.12 currently found in K.C.C. 3.12.005. The existing statement was written in 1989, and Executive staff indicated that the proposed version articulates a more positive statement about the County's commitment to equity and social justice, including that “King County is determined to be a leader in the implementation of equitable, and racially and socially just employment programs and policies.” The updated language would also ensure compliance with state laws enacted after 1989 and with recent Supreme Court decisions that pertain to discrimination and preferential treatment.[footnoteRef:11]    [10:  The Title 3 Update Matrix, Attachment 5, preserves the numbering system from the "Summary of Proposed Changes," Attachment 4, that the Executive transmitted with the PO. The Update Matrix, Attachment 5, also includes the line numbers in the PO, the code references, and the proposed changes to the current code in legislative markup. ]  [11:  Revised Code of Washington (RCW) 49.60.400 requires that the state and public entities like King County “not discriminate against or grant preferential treatment to, any individual or group on the basis of race, sex, color, ethnicity or national origin in the operation of public employment…” (Link) Additionally, the 2023 Supreme Court decision in Students for Fair Admissions v. Harvard held that race-based affirmative action programs in college admissions violate the Equal Protection clause of the Fourteenth Amendment. (Link)] 


Definitions (Section 2 of PO, Changes #2-37 in Attachment 5).  The PO would update or add new entries for 35 definitions in the chapter. While the majority of these definition updates are technical in nature, there are also some substantive and clarifying changes proposed. These include: 
· Updating "administrative interns" (Change #2) to add participants in the Lift Every Youth program and reflect the policy decision to extend ORCA card benefits to program participants.
· Updating definitions such as "appointing authority," "career service employee," "career service exempt employee," and "employee" to clarify that these terms only apply to the Executive branch. Executive staff have indicated that the rare inclusion of non-Executive branch personnel in specific portions of the Chapter 3.12 has created the misperception that other sections of the chapter may pertain to employees outside of the Executive branch. Executive staff indicated these updates are intended to address the potential confusion.  
· Updating "employed at least half time or more," "part-time position," "part-time regular position, and "short-term temporary position" to use a rolling 12-month period instead of a calendar year when determining the hours worked threshold. According to Executive staff, the rolling 12-month period has been in use since 2007, and this change would reflect the current County business practice. 

General Provisions – conflicts of interest (Section 3 of PO, Change #39).  The PO would update the language in the conflicts of interest section to make it clear that it is not permissible for an employee to supervise or make employment-related decisions, including hiring decisions, about a family member or close relative. 

Benefits (Section 5 of PO, Changes #42-44 in Attachment 5).  The PO would update the language regarding back benefits to clarify that they would only apply to short-term temporary employees who exceed the working hours threshold in a rolling 12-month period. For those employees, the percentage of gross pay used in calculating back benefits would be 12.5 percent instead of the 15 percent in the current Code. Finally, the payments would be retroactive for three years unless there was a six-month break in service. In that situation, the payment would be retroactive to the most recent hire date. Executive staff have indicated that these changes clarify language to reflect the current County practice and the actual cost of lost benefits and align retroactive payments with the statute of limitations established from a Washington State Supreme Court decision.[footnoteRef:12]  [12:  The Washington State Supreme Court decision was Seattle Professional Engineering Employees Ass'n v. Boeing Co., from April 2000. ] 


Probationary period (Section 12 of PO, Change #49 in Attachment 5).  The PO would update language regarding probationary periods for career service positions by adding three instances when a probationary period is either not permitted or may be waived. These instances, which align with the current Coalition Labor Agreement (CLA) and current County practice, include following a reclassification, moving from a special duty capacity to a career service position doing substantially similar work, or moving from a temporary position into a career service position.[footnoteRef:13] According to Executive staff, a significant portion of County employees are already governed by this CLA and it has been a past practice to align the Code with the CLA.   [13:  Ordinance 19810 approved the memorandum of agreement that extended the 2021-2024 Coalition Labor Agreement through 2025. Ordinance 19498 approved the 2021-2024 Coalition Labor Agreement. ] 


Ruth Woo Emerging Leaders Fellowship (Section 21 of PO, Changes #68-70 in Attachment 5).  The PO would make several updates to the Ruth Woo Fellowship. The first change would update language regarding how fellows are assigned to various County agencies throughout their one-year fellowship. The new language would no longer require a fellow to be reassigned to a new County agency every three to four months and would modify the assignments from "shall" include periods with the Council and Executive branch agencies to "may." The second change would update the list of responsibilities for fellows during their tenure to allow for more flexibility. The third change would make agencies with fellows directly responsible for funding the fellowship instead of reimbursing the Department of Human Resources (DHR). Collectively, Executive staff indicated that these changes would support a more impactful experience for fellows and reflect current County practices. 

Apprenticeship training programs (Section 22 of the PO, Changes #71-74 in Attachment 5).  The PO would repeal the entirety of K.C.C. 3.12.187, which pertains to the apprenticeship training program.  According to Executive staff, this program is not needed in the Code because Washington State regulates apprentice programs through RCW 49.04 and the State Apprenticeship and Training Council. The four existing County apprenticeship programs are managed according to these state rules. Moreover, the language in the current Code, which states that persons enrolled in apprenticeship programs and employed by the County shall be classified as temporary employees, is outdated and not reflective of current County business practices. Executive staff indicated that the current practice is that apprenticeship programs are part of bargaining and governed by labor contracts. 

Vacation leave (Section 24 of PO, Changes #77-86 of Attachment 5).  The PO would make several changes in the section governing vacation leave. The majority of these changes are technical in nature but there are a few substantive or clarifying proposed updates. The first clarifying update is that elected officials are not employees and therefore not entitled to vacation leave benefits. The second more substantive update is to eliminate a prohibition on filling a vacated nonrepresented position until the salary savings from any vacation cash out are achieved. Executive staff indicated that this is not the current County practice, that there is no similar requirement for represented employees, and that Executive staff in the Office of Performance, Strategy, and Budget support the proposed change. The next update removes the requirement for employees to take vacation in 15-minute increments as Executive staff consider it an outdated requirement that was put in place for a previous payroll system. Finally, the PO would add language that allows employees separated for nondisciplinary reasons to count their prior service towards vacation accrual rates if they return to County service within two years. Executive staff indicated that employees fitting these criteria are most often separated for medical reasons so they believe they should not be penalized if they are capable of returning to County service.  

Leave – smallpox vaccinations (Section 27 of PO, Change #92 of Attachment 5). The PO would repeal K.C.C. 3.12.218 regarding leave for smallpox vaccinations. According to Executive staff, leave for medical reasons related to smallpox immunization is no longer utilized and Public Health—Seattle & King County supports removing the section. 

Parental leave (Section 28 of PO, Changes #93-96 of Attachment 5). The PO would clarify language for the County parental leave program to reflect current County practices. These proposed clarifications include that: 
· The program only applies for adoption or foster-to-adopt placement of a minor child;
· An employee whose employment ends involuntarily and cannot fulfill the required six months of work following paid parental leave is not required to reimburse the County for utilizing the program;
· If an employee takes paid parental leave intermittently, the required six months of work following the use of leave begins after the last day that employee used paid parental leave;
· If an employee's position is scheduled to end in a timeframe that would not enable them to return to work for six months following leave, that employee is not entitled to paid parental leave.

Sick leave and time off for medical and family reasons (Section 29 of PO, Changes #97-110 of Attachment 5).  The PO would make multiple changes to the Code governing sick leave. Most of these edits are to align the Code with state law or for clarity. The first of these updates to comply with state law is that District Court judges shall accrue sick leave but judges pro-tem and commissioners shall not.[footnoteRef:14] The next proposed change would remove the requirement to take sick leave in 15-minute increments that was in place for the previous payroll system. Next, proposed language would update the Code governing the cancelation of sick leave when an employee separates or terminates and regarding sick leave restoration should an employee return to County service. An additional proposed change to comply with state law is the removal of language requiring an employee to use all sick leave before taking unpaid leave for selfcare reasons.[footnoteRef:15] After that, the subsection requiring an employee to choose between paid or unpaid leave at the start of caring for a family member would also be removed to comply with state law.[footnoteRef:16] Next, the eligible uses of sick leave would be adjusted to comply with state law to include when a County facility, school, or place of childcare is closed by a government declaration of emergency. The definition of "family member" would also be expanded to comply with state law and include any individual who regularly resides in the employee's home and depends on the employee for care. Finally, the PO would clarify the Code to align with state law that verification for absences exceeding three days only applies to hourly employees and that salaried employees may be asked to provide verification for any amount of leave at the discretion of the employee's supervisor.[footnoteRef:17]  [14:  RCW 3.34.100 requires that District Court judges accrue sick leave. ]  [15:  According to Executive staff, the practice of requiring an employee use all sick leave prior to unpaid leave for selfcare conflicted with both the Washington Paid Sick Leave Act and the Washington Paid Family Medical Leave Act.]  [16:  The practice in Code currently conflicts with the Washington Paid Sick Leave Act. ]  [17:  The updated language would comply with the Washington Paid Sick Leave Act.] 


Emergency medical leave donation program (Section 35 of PO, Change #118 of Attachment 5). The PO would add language that permits the DHR Director to activate or deactivate the emergency medical leave donation program at their discretion based on the County's perceived need for a program. Executive staff have expressed that this proposed change would provide flexibility and efficiency to the program. The program, which is different than the program allowing employees to donate leave directly to specific individual employees, was created during the COVID-19 pandemic. Although heavily utilized during 2022, Executive staff have indicated that there are now only one or two employees donating to this specific program and that the administrative burden to maintain it is significant. The proposed change would allow DHR to keep the program for the future but minimize the administrative burden when it is not being utilized.   

Limited duty assignment policy due to pregnancy (Section 38 of the PO, Changes 122 in Attachment 5)  The PO would repeal the current Code governing limited duty assignments due to pregnancy. Executive staff have indicated that the current Code language, which largely dates back to 1995, is outdated and that both state and federal laws enacted since that time are more generous in accommodations for pregnant employees.[footnoteRef:18] [18:  The laws include the Washington State pregnancy accommodations found in RCW 43.10.005, first enacted in 2017, and the federal Pregnant Workers Fairness Act, which went into effect in June 2023.] 


Disciplinary action (Section 42 of the PO, Changes 125 in Attachment 5)  The PO would expand the list of reasons for which an employee may be disciplined. These proposed additions include:
· Harassment, discrimination, inappropriate conduct, or retaliation in violation of federal, state, or local laws or county policy;
· Failing to be respectful to coworkers or the public;
· Fraudulent timekeeping;
· Drug or alcohol use or possession in violation of County policy;
· Use of County time, equipment or facilities for private gain or other non-County purpose;
· Committing an act of workplace violence, including but not limited to verbal assault, threatening behavior, or physical assault;
· Wearing, transporting, or storing firearms or other dangerous weapons within County facilities or vehicles, or on their person while on County business, except as authorized by County policy;
· Theft of County property. 

According to Executive staff, almost all of these reasons were examples of just cause discipline that already existed in either labor contracts or personnel policies.  

Personnel Board appeals (Section 44 of the PO, Changes 127 & 128 in Attachment 5) The PO would add language to clarify the employee grievance process, make timelines more consistent, and eliminate outdated language concerning attorney fees. The first proposed change would clarify the process by requiring an employee to go through the grievance process in the Personnel Guidelines, which is a distinct process from the grievance process in bargaining agreements, prior to appealing to the Personnel Board. Executive staff have expressed that this change would clarify the grievance process and increase the chances of issues being handled at lower levels. The PO would also standardize the three existing separate timelines of 10, 14, and 30 days currently in the Code to 30 days for consistency. Finally, an outdated subsection addressing the recovery of attorney's fees would be removed and allow state law to apply to the situation.[footnoteRef:19]   [19:  The Washington Court of Appeals ruled in the 2008 decision King County v. King County Personnel Board that the existing Code language was unenforceable. RCW 49.48.030 governs the recovery of attorney's fees for employees succeeding in recovery of wages or salary owed to them. ] 


Administration – Personnel Guidelines (Section 51 of the PO, Change 135 in Attachment 5)  The PO would update to whom and how changes to the Personnel Guidelines would be communicated. The current Code requires Executive approval of the guidelines, 45-day notice of intent to change the Personnel Guidelines, and notification to the Council, Executive department directors, collective bargaining units, and specific Council staff. Executive staff have expressed that this level of oversight is difficult, and as a result the Personnel Guidelines have not been updated since 2005. In the proposed language, the DHR Director would be authorized to adopt Personnel Guidelines to implement the Code and Charter, without the existing prior notification. In the proposed language, only after changes to the Guidelines would the department  post the updated Guidelines, notify departments and the Office of Labor Relations may notify bargaining units. Executive staff have expressed that this change would allow DHR the flexibility to be more responsive to the needs of employees and changing laws to make changes to the Personnel Guidelines more regularly. Executive staff also indicated a belief that the legislation that created DHR in 2018 provided DHR the authority to develop and administer policies like the Personnel Guidelines. 

Technical changes for Chapter 3.12.  The PO contains many other proposed changes for Chapter 3.12 that are solely technical. Because there are about 140 proposed changes, the majority of the technical changes are not described in this staff report. Every change, including the technical changes, are described in more detail in Attachment 5. For brevity, the proposed changes considered technical are those that include:

· Updates to reflect current County practices; 
· Updates to modernize language or remove outdated terms and subsections that are no longer applicable;
· Clarifications to ensure the Code is explicit and understandable;
· Updates to make definitions consistent throughout the Code; 
· Updates to make definitions and Code sections compliant with federal and state laws like the Fair Labor Standards Act and Washington Paid Sick Leave Act. 

3.12A Career Service Review.  Chapter 3.12A is a relatively brief chapter in K.C.C. Title 3 that pertains to an annual review on whether the work of part-time and temporary employees is determined to be ongoing and stable enough to be performed by career service employees. There is only one substantive proposed change for Chapter 3.12A. In Section 55 of the PO (and change 138 in Attachment 5), there is new proposed language for the findings and policy statement that clarifies that the policy statement is not meant to limit the number of employees employed in part-time regular positions nor to limit the contracting out of work in appropriate situations. Executive staff expressed that this proposed change would clear up the misconception that the Code prohibits Executive departments from hiring regular part-time employees or contracting out work when appropriate. 

Technical changes for 3.12A.  The remainder of the changes proposed for this chapter are technical in nature. These proposed changes include:

· Correcting the name of the Office of Performance, Strategy, and Budget;
· Making clarifying edits to ensure references for reports and chapters of Code are clear and that the previous calendar year timeframe for working-hour thresholds is updated to a rolling 12-month period to reflect County practice;
· Making technical changes for grammar such as changing "will" to "shall."   

3.12S Voluntary Separation Program.  Chapter 3.12A consists of only one section. The chapter provides for the program that incentivized retirement-eligible employees to voluntarily leave County employment and provide labor cost savings. There are only technical changes proposed for this chapter in the PO. Those technical changes include:

· Clarifying that the five years of service required for eligibility must be current and continuous to reflect County practice;
· Clarifying that prior retirees are not eligible to participate to reflect County practice;
· Correcting the name of the Seattle City Employees' Retirement System;
· Making technical changes for grammar such as changing "will" to "shall."

3.14 Civil Service Commission.  Chapter 3.14 is another brief chapter in K.C.C. Title 3 that contains four sections and governs the Civil Service Commission. That commission helps ensure employment decisions in the King County Sheriff's Office (KCSO) are consistent with civil service rules. 

The substantive changes proposed in the ordinance concern the rules and regulations for the Commission. The current Code requires that the rules and regulations to administer the civil service personnel system be adopted and amended by the Council through an ordinance. The current Code also requires that the Executive periodically review the rules and regulations for the commission and propose amendments to the Council when appropriate. 

The PO would make changes that would allow the DHR Director to draft and amend the civil service personnel system rules without Council action. The PO would also remove the subsection requiring Executive review and proposal of amendments to the Council. Executive staff indicated that these changes would make the Code consistent with state law, which empowers the Civil Service Commission to make rules and regulations for the administration of the civil service personnel system.[footnoteRef:20] Executive staff also provided that state law allows the Commission to assign the powers and duties of the commission to County agencies.[footnoteRef:21] In the existing Code, the powers of the commission, except for those pertaining to removals, suspensions, and demotions, have been assigned to DHR.[footnoteRef:22] Finally, Executive staff shared that Executive review of the rules has not been performed since the original code was adopted in 1995.  [20:  RCW 41.14.060]  [21:  RCW 41.14.065]  [22:  K.C.C. 3.14.010] 


Technical changes for 3.14.  Besides the changes to the rules and regulations, the PO would make several technical changes to the chapter. These include:

· Removing the word "sheriff's" when referring to the "sheriff's civil service commission" as the word "sheriff's" is redundant;
· Adding language and recommending a change to the subsection title to make it clear that the Civil Service Commission handles removal, suspensions, and demotions;
· Removing outdated language from 1995 that abolished the position of secretary/chief examiner and clarifies that the functions of the secretary/chief examiner are still performed by the DHR Director. 

3.15 Pay Plan and Classification of Positions.  Chapter 3.15 currently has 21 sections and governs the pay plan and classification of positions. The pay plan is not only the schedule of numbered pay ranges with their minimum, maximum, and intermediate steps of pay amounts but also the assignment of each classification to numbered pay ranges, and the rules for administering the plan. 

The PO includes about 30 proposed changes to Chapter 3.15. This is the second largest proposed update to Title 3 after the updates to Chapter 3.12. As previously noted, most of the Personnel Guidelines are based on Chapters 3.12 and 3.15. The following items are the more substantive changes proposed in the ordinance for this chapter. 

Reorganization of entire chapter (Sections 66, 68, 70, 73, 75, 77, 78, 80, 83, 85-87 of PO, Changes #149, 151, 156, 167, 172, 173, 177-181 in Attachment 5).  The first substantive change proposed in the ordinance is a reorganization of the entire chapter. Executive staff indicated that these changes would provide more clarity and better flow by putting like items together. While the changes will subsequently be described in greater detail in this staff report, the following table provides the existing order of sections in Chapter 3.15 and the proposed new order after all proposed updates to the chapter. 

Table 1.
Existing Section Order and Proposed Section Order for K.C.C. Chapter 3.15

	Existing Section Order
	New Proposed Section Order

	3.15.005 Definitions
	Definitions

	3.15.020 Procedures—schedule of pay ranges—salary schedule— within-range pay increases
	Administration

	3.15.025 Classification plan
	Applicability (New section)

	3.15.030 Reclassification and resulting pay
	Procedures—schedule of pay ranges—salary schedule— within-range pay increases

	3.15.040 Classification changes
	Salary limitations

	3.15.050 Designations or professional licenses
	Classification plan

	3.15.060 Administration
	Pay on initial employment

	3.15.070 Confirmation
	Merit increases (New section)

	3.15.080 Court Commissioners and Administrators
	Reclassification and resulting pay

	3.15.100 Minimum wages
	Pay on promotion

	3.15.110 Salary limitations
	Assignment to special duty

	3.15.120 Pay on initial employment
	Working out of classification

	3.15.130 Pay on promotion
	Designations or professional licenses

	3.15.135 Reduction of salaried employee's salary during emergency budget crisis or financial emergency
	Reduction of salaried employee's salary during emergency budget crisis or financial emergency.

	3.15.140 Assignment to special duty
	Effect of collective bargaining (New section)

	3.15.145 Working out of classification
	Chapter not a contract

	3.15.150 Biweekly pay cycle - transition
	

	3.15.160 Biweekly pay cycle - transition payments
	

	3.15.170 Biweekly pay cycle - transition payment amount
	

	3.15.180 Biweekly pay cycle - transition payment amount – repayment by deductions - recourse
	

	3.15.200 Chapter not a contract
	



Applicability (Section 68 of PO, Change #151 in Attachment 5).  The PO would add a new section to Chapter 3.15 that would clarify that unless another branch of County government is specifically referenced, the chapter would only apply to employees and positions in the Executive branch. Executive have expressed that this change, like similar changes elsewhere in Title 3, is for clarity. 

Classification plan (Section 72 of PO, Changes #157-162 in Attachment 5).  The PO would make several changes to the section on the classification plan. While many of these changes are technical, there are a couple of more substantive proposed changes. The first of these changes would reorganize and update the language related to the DHR Director’s authority and responsibilities around classifications. The new language would maintain the Director’s ability to create, amend, or abolish classifications but it would remove the current Code requirement to review the classification plan on a continuing three-year cycle and remove the requirement for a review of market conditions, which is also required by Code on a three-year cycle. Instead, the Director would “periodically” review the plan and “should assess market conditions.” Executive staff indicated that three-year review cycle is not the current practice nor is it feasible. The Executive staff has 2,300 classes and the 4-person team in DHR doesn’t have the capacity to review them every three years. Instead, the business practice is that targeted reviews happen upon request. Additionally, the market conditions are assessed through the collective bargaining process for the 85% of the County workforce that is represented. 

The second substantive change related to the classification plan would remove the current Code requirement for Council confirmation of specific classification changes. In the existing Code, creating a classification for a “regular exempt position or any pay range adjustments for classifications exceeding Range 54 or movements of four or more pay ranges for an existing pay range or any pay range adjustment affecting two or more classifications in a classification series” are required to be confirmed by the “labor, operations, and technology committee, or its successor committee.”[footnoteRef:23] The Government Accountability and Oversight Committee currently confirms these actions.[footnoteRef:24] Executive staff expressed a belief that these committee briefings are neither necessary nor desired.     [23:  K.C.C. 3.15.040]  [24:  2024-B0126 was the most recent compensation request briefing. [Link]] 


Pay on initial employment (Section 74 of PO, Changes #163-166 in Attachment 5).  The PO would make several changes regarding the pay for an employee at the beginning of their employment. The list of reasons in Code which allow for an employee to begin at a step higher than the first step would be updated to remove the candidate’s current salary from consideration in order to comply with state law.[footnoteRef:25] The list would also no longer include a competing higher offer as consideration for a higher step in the salary range. Executive staff expressed that removing this consideration would eliminate internal equity concerns and reflect current County practice.  [25:  The Washington Equal Pay and Opportunity Act] 


In addition to these changes, the PO would also update the procedure for submitting notice to DHR when hiring an employee above the first step. Currently, the Code requires a department director to provide their reasoning to the DHR Director. It also requires the DHR Director to approve the hiring of an employee above step 5. The PO would update the language to require directors to provide their reasoning to the Compensation and Classification Services Manager in DHR as well as require the approval of the Compensation and Classification Services Manager before an employee could be hired above step 5. Executive staff indicated that these changes would increase efficiency and reflect current County practice. They also shared that in 2024, there were 4,158 new hires for the County. Roughly 2,300 new employees (55%) of these were hired at step 1, but 946 employees were hired between steps 2-5 and 907 were hired above step 5. The practice reflected for these hires was for the DHR Director to work with the Compensation and Classification Services Manager, who was considered the subject matter expert, for the roughly 1,850 employees hired above step 1. 

Merit increases (Section 74 of PO, Changes #167-169 in Attachment 5).  The PO would add a new section to Chapter 3.15 relating to merit increases. A merit increase is the term that would replace what was previously known as an “incentive increase” and it refers to an increase to an employee’s base salary that is supported by demonstrated performance. Most of this new section was existing Code that was reorganized into this new section but there are a few changes to the existing language. The first change would remove the requirement for departments to notify DHR when granting a probationary step increase above step 5. Executive staff indicated that this change would increase efficiency and reflect current County practice. 

The second more substantive change regarding merit increases would remove the current language in the Code that prohibits department directors from receiving merit pay above the top step of the pay range. Executive staff have expressed that removing this language would eliminate potential pay compression issues within departments. Because deputy directors, division directors, and deputy division directors are currently eligible for this merit increase, it is theoretically possible that department directors could be paid the same or less than employees with less authority or responsibilities. 

Court Commissioners and Administrators (Section 86 of PO, Change #178 in Attachment 5).  Among the sections that the ordinance proposes to repeal is K.C.C. 3.15.080, the section that pertains to salaries for Superior Court Commissioners and Administrators for both the Superior and District Courts. Executive staff have indicated that the Courts have the authority to set salaries for Commissioners and Administrators and that the current Code is outdated and not reflective of the Courts’ practice for setting salaries. 

Bi-weekly pay cycle—transition (Section 86 of PO, Change #180 in Attachment 5).  The PO would also repeal the four sections in the Code that pertain to transitioning to biweekly pay cycles. Since the County completed the transition to biweekly pay in 2011, these sections are no longer necessary. 

Effect of collective bargaining (Section 86 of PO, Changes #180 in Attachment 5).  The PO would add a new section related to collective bargaining. The proposed language would replicate language found in Chapter 3.12 which reiterates that collective bargaining agreements that are adopted by the Council take precedence over the Code in the event of any conflict.

Technical changes for 3.15.  The remainder of the changes proposed for this chapter are technical in nature. These proposed changes include:

· Clarifying that the provisions only apply to employees of the Executive branch unless the chapter specifically says otherwise;  
· Updating language for clarity and consistency;
· Removing a subsection that was intended to be removed in a previous amendment of the subsection;  
· Making technical changes for grammar such as changing "will" to "shall."

3.16 Labor and Employee Relations.  Chapter 3.16 contains 12 sections and governs labor and employee relations. Among the provisions in the chapter are the designation of the bargaining agent for the County and description of their authorized powers, a mission statement for relations, time limits for ratifying bargaining agreements, the labor policy committee, and the complaint process for negotiations. 

The PO would make one primary substantive change for Chapter 3.16. The current language around time limits for transmitting a ratified bargaining agreement requires transmittal to the Council within seven days of the agreement being reached. The PO would amend this language to provide 14 days for the agreement to transmitted to the Council once it has been signed by the union and received by the Office of Labor Relations (OLR). Executive staff expressed that this reflects current County practice and that seven days is usually not enough time to prepare all the necessary documentation.

Technical changes for 3.16.  The remainder of the changes proposed for this chapter are technical in nature. These proposed changes include:

· Removing references to an outdated Council motion and a repealed section of the County Charter;
· Rearranging definitions to place them in alphabetical order;
· Clarifying that for the purpose of bargaining, the term “wages” includes leaves and employee benefits;
· Updating the name of the entity for complaints during the negotiation process from DHR to OLR.
  
3.28 Compensation for Use of Privately Owned Vehicles.  Chapter 3.28 is an extremely brief chapter in Title 3. It consists of two sections, each composed of only one sentence. There is only one proposed change for this chapter. The first section currently provides that the branches of County government may reimburse for use of privately owned vehicles used for County business in lieu of "permanently assigned county vehicles."[footnoteRef:26] The PO would remove the word "permanently" from this section to clarify that vehicles are not assigned on a permanent basis and that assignments can be changed or revoked by departments or agencies.  [26:  K.C.C. 3.28.010] 


3.30 Use of County Vehicles to Commute.  Chapter 3.30 contains seven sections and has the stated purpose of ensuring "the proper use of public funds with regard to the county’s practice of allow employees to commute to and from work in county owned vehicles."[footnoteRef:27] The following items are the more substantive changes proposed in the ordinance for this chapter. [27:  K.C.C. 3.30.010] 


Take-home vehicles assignment policies and criteria (Section 100 of PO, Changes #197-200 in Attachment 5).  The PO would update language related to take-home vehicle assignments and the economic benefits to the County of such assignments. Specifically, the proposed update would remove the current language that excludes the cost of lost productivity and time to travel from designated parking facilities to an employee's work station. The PO would also eliminate the subsections currently in the Code related to taking home special equipment vehicles and clean transportation technology demonstration vehicles. Executive staff indicated that these updates are being requested for efficiency purposes, to enable departments to consider assigning a take-home vehicle if it would maximize an employee's productive time, and to eliminate subsections that are no longer needed. 

Usage and reporting requirements (Section 101 of PO, Change #201 in Attachment 5).  The PO would add a new section which states that commuting in a County-owned vehicle is a taxable benefit. While this is not a new policy, Executive indicated that adding a new section would align the Code with the Internal Revenue Service's taxable benefit regulations. 

Semiannual reevaluation and update of take-home vehicle assignments (Section 103 of PO, Change #203 in Attachment 5).  The PO would update the timing for reports from the Fleet Services Division in the Code. Currently, a semi-annual evaluation of all take-home vehicles is required with a subsequent reporting of the vehicle assignments available to the Council and the public by June 30 and December 31 of each year. The proposed change would remove the June and December deadlines and allow the Fleet Services Division the flexibility to reevaluate the assignments "biannually." Executive staff have indicated that because take home vehicles tend to be seasonal, the Fleet Services Division tends to evaluate assignments in April and October. This change would allow them the flexibility to continue this practice and also prevent future Code updates to adjust dates.  

Exemption (Section 104 of PO, Changes #204-205 in Attachment 5).  The PO would update the exemptions for this chapter. First, the PO would remove the exemption for "commissioned police officers."[footnoteRef:28] Executive staff have indicated that this exemption is no longer necessary because take-home provisions are covered in the collective bargaining agreements with King County Sheriff's Office. The PO would also clarify the existing exemption language around bargaining agreements to state that an "agreement that provides for take home vehicle assignments shall supersede this chapter." [28:  K.C.C. 3.30.080.A.] 


Technical changes for 3.30.  The remainder of the changes proposed for this chapter are technical in nature. These proposed changes are to update and clarify definitions and terms to conform with terminology used in other County vehicle and travel-related policies.

3.36 Charitable Contributions from County Employees.  Chapter 3.36 establishes the guidelines for the administration of County employee charitable contributions to qualified nonprofit organizations. These contributions normally occur through the Employee Giving Program but may also occur during other charitable solicitations, such as natural disaster relief. The following items are the more substantive changes proposed in the ordinance for this chapter.

Employee giving program committee (Section 104 of PO, Change #210 in Attachment 5).  The PO would update the existing subsection around committee membership and pay practices.[footnoteRef:29] The proposed updates include making that content a new standalone subsection, that committee members serve voluntarily and with new addition of the approval of their department, and that committee members covered by the overtime requirements of the Fair Labor Standards Act shall ensure that their working hours, including hours worked for the committee, are approved by their supervisors in advance. Executive staff indicated that these changes reflect current County practices.  [29:  K.C.C. 3.36.030.B.5.] 


Technical changes for 3.36.  The remainder of the changes proposed for this chapter are technical in nature. These proposed changes include:

· Updating terminology for clarity, consistency, and to reflect the year-round activities of the Employee Giving Program;
· Updating terms and charitable giving options to conform with existing language in K.C.C. 3.12.222 and 3.12.225;
· Adding the use of County resources "online" to allow employees who work remotely to participate in program events;
· Removing a subsection that restates the sections of the Revised Code of Washington.
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