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SUBJECT

Proposed Ordinance 2025-0332 would approve and adopt the 2026-2028 Coalition Labor Agreement between King County and the King County Coalition of Unions.

Proposed Ordinance 2025-0333 would update the King County Code to align with the changes proposed in the Coalition Labor Agreement and to extend the new benefits offered in the Coalition Labor Agreement to non-represented King County employees.

SUMMARY

Coalition Labor Agreement. Proposed Ordinance 2025-0332 would approve the Coalition Labor Agreement (CLA) between King County and the King County Coalition of Unions ("the Coalition") covering the period of January 1, 2026, through December 31, 2028. 

This proposed CLA is the successor agreement to the 2021-2025 CLA and would apply to nearly 7,200 employees in 18 labor unions[footnoteRef:1] and 52 bargaining units. Included with the CLA are five memoranda of agreement and an appendix for each bargaining unit detailing their unique collective bargaining agreement (CBA) terms.[footnoteRef:2]     [1:  Unions include: Animal Control Officers Guild; International Brotherhood of Electrical Workers Local 77;  International Brotherhood of Teamsters Local 117; International Union of Operating Engineers Local 302; Joint Crafts Council (Boilermakers, Iron Ship Builders, Blacksmiths, Forgers and Helpers Lodge No. 104; Machinists & Aerospace Workers Local 289; Electrical Workers Local 46; Operating Engineers Local 286; Painters and Allied Trades District Council 5; Laborers of North America Local 242; Pacific NW Regional Council of Carpenters; and Plumbers & Pipefitters Local 32); King County Juvenile Detention Guild; King County Maritime Coalition (International Organization of Masters, Mates, and Pilots; Inlandboatmen's Union of the Pacific; and, Marine Engineers' Beneficial Association); King County Prosecuting Attorneys Association; King County Regional AFIS Guild; King County Security Guild; Office & Professional Employees International Union Local 8; Professional & Technical Employees Local 17; Public Safety Employees Union; Public, Professional & Office-Clerical Employees and Drivers, Teamsters Local 763; Service Employees International Union Local 925; Teamsters Local 174; Technical Employees' Association; Washington State Council of County and City Employees Council 2 Local 21 AD; and Washington State Council of County and City Employees Council 2 Local 21DC.  ]  [2:  An agreement with an individual bargaining unit within the Coalition is referred to as an appendix. These are sometimes informally referred to as "small table" agreements and total 52 ratified agreements.     ] 


Like the previous agreement, this proposed CLA governs working conditions through 41 superseding articles and five non-superseding articles. Superseding Article 29 of the CLA provides wage increases (GWI) in each year of the agreement as well as a one-time ratification bonus of $1,500 per eligible employee in bargaining units that ratified the CLA on or before September 5, 2025.

The key changes included in the proposed CLA and appendices compared to the 2021-2025 CLA include:
· Accelerated Vacation Leave accrual rates for new hires (0-59 months)
· Bilingual pay premium for eligible employees
· Salary range increases for several administrative staff classifications across agencies (found throughout the appendices to the CLA).

Additional changes are found in Appendices A, B, and C to the staff report.

According to the fiscal note, the total fiscal impact of the CLA, including the appendices,  is approximately $82.4 million over the three-year term of the agreement. Of that total, $25.6 million (31.1%) would be payable from the General Fund.

Updates to King County Code (K.C.C.) Proposed ordinance 2025-0333 would make updates K.C.C. to align code provisions with new benefits proposed in the CLA including:
· Accelerated Vacation Accrual rates for all comprehensive leave eligible employees (identical to the changes found in the proposed CLA)
· Increasing organ donor leave from five days to ten days for all comprehensive leave eligible employees (identical to the changes found in the proposed CLA)
· Bilingual pay premium for non-represented employees (identical to the provisions found in the proposed CLA)

BACKGROUND 

Coalition Labor Agreement. Since 2014, the County has been working with the Coalition of King County Labor Unions ("the Coalition") to bargain major components of working conditions, including wages and benefits[footnoteRef:3], as a coalition rather than bargaining these major issues with each bargaining unit. [3:  While the county negotiates wages and benefits as total compensation package, the proposed CLA does not cover medical, dental and disability insurance benefits. Those benefits were negotiated as a part of the Joint Labor Management Insurance Committee of Unions and were approved by the Council with Ordinance 19966.] 


The first Master Labor Agreement (MLA) negotiated between the County and the Coalition was adopted by Council[footnoteRef:4] in May 2018 and standardized a number of practices and procedures. The Master Labor Agreement had a three-year term, effective January 1, 2018, through December 31, 2020.   [4:  Ordinance 18726] 


The successor agreement to the 2018-2020 MLA became known as the Coalition Labor Agreement (CLA), and covered working conditions and total compensation for Coalition Represented employees from January 1, 2021, through December 31, 2024. A one year extension of the CLA was approved by Council, extending the 2021-2024 CLA through December 31, 2025. 

Updates to King County Code (K.C.C.) Consistent with past practices, the Executive is also proposing to update K.C.C. to provide the same benefits extended to employees represented by the Coalition to non-represented county employees.[footnoteRef:5] [5:  Proposed Ordinance 2025-0333] 


ANALYSIS

Coalition Labor Agreement. Proposed Ordinance 2025-0332 would approve the Coalition Labor Agreement between King County and the King County Coalition of Unions covering the period of January 1, 2026, through December 31, 2028. The successor agreement to the 2021-2024/2025 CLA, the proposed CLA would apply to nearly 7,200 employees in 18 labor unions[footnoteRef:6] and 52 bargaining units.  [6:  See Footnote 1 for a list of unions in the Coalition.  ] 


Included with the CLA are five memoranda of agreement and an appendix for each bargaining unit detailing their unique collective bargaining agreement (CBA) terms.  CLA provisions that govern hours and working conditions do not apply to the Prosecuting Attorney's Office, Superior Court, District Court, and non-represented Council staff. 

General wage increases proposed for 2026-2028. The parties negotiated the following General Wage Increases (GWI) and cost of living adjustments (COLA) for the duration of the agreement.[footnoteRef:7] [7:  Non-represented county employees receive that same wage increases as coalition represented employees. Proposed Ordinance 2025-0315 would effectuate similar wage increases for non-represented employees.] 


	2026 – GWI of 3.75%
	2027 – GWI of 3.75%
2028 – Inflation-based COLA[footnoteRef:8] [8:  COLA formula will be 95% of the average growth rate of the six prior bi-monthly year-over-year percentages in the Seattle-Tacoma-Bellevue Consumer Price Index through June of the year in which the COLA is applied. The 2028 COLA will note be more the 4% and not less than 3%.] 


According to the Executive, consistent with the King County Council Labor Policies LAB 5-010, the Office of Labor Relations (OLR) kept the following principles in mind when negotiating compensation. First, the County was committed to ensuring compensation is competitive to recruit and retain qualified employees in the broader market, while also considering equity internally for employees similarly situated or who perform similar work. Additionally, while evaluating the wage gap between comparable positions, OLR took into account disparities that exist for classifications held by underrepresented and underserved communities and occupations disproportionately in the local internal and external market. Other factors taken into consideration included the current economic climate, county reserves, and the cost of living increases in neighboring jurisdictions and other County unions.

According to the fiscal note, the total fiscal impact of the CLA, including the appendices, would be an additional cost to the county of approximately $82.3 million over the three-year term of the agreement impacting a variety of funds. The General Fund impact would be $25.6 million for the duration of the agreement. The negotiated wage rates are incorporated throughout the Executive's 2026-2027 Proposed Budget. 

Significant changes proposed in the CLA (unrelated to the general wage increase). The notable changes in the proposed CLA compared to the current agreement include vacation leave accrual rates,[footnoteRef:9] Bilingual Pay,[footnoteRef:10] and wage range adjustments for 20 administrative employee classifications, which are found throughout the appendices to the CLA within individual CBAs. All articles of the proposed CLA are summarized in Appendix A of the staff report. The notable proposed changes to the proposed CLA are discussed below. [9:  Superseding article 32.]  [10:  Superseding article 40 – which is an entirely new article within the CLA.] 


Vacation Leave Accrual.[footnoteRef:11] The proposed CLA would accelerate the vacation leave accrual rates for newly hired employees as follows: [11:  Superseding article 10] 

	0-47 months of service – from 12 to 14 days of vacation per year
	48-59 months of service – from 12 to 15 days of vacation per year

According to the Executive, this provision would advance the Executive's goal of providing an equitable and sustainable economic package to county employees.

Bilingual Pay.[footnoteRef:12] A new superseding article is included in the proposed CLA that would replace outdated and inconsistent CBA language found across several County departments including Public Health, the Department of Adult and Juvenile Detention, Public Defense, and the Prosecuting Attorney's Office. Approximately 180 County employees currently receive some form of a bilingual pay premium and would be transitioned upon the effective date of this proposed agreement (January 1, 2026). [12:  Superseding article 40] 


Under the new Superseding Article 40, eligible employees whose job duties include the "desired" use of one or more specific non-English language or American Sign Language would receive a $1.00 per hour premium on actual hours worked. Positions must have specific non-English language(s) or ASL proficiency indicated as "desired" in the county job posting or other written notice for the position. The premium would be increased to $2.00 per hour for positions posted or notice as "requiring" the use of a specific non-English language or ASL.

The Human Resources Department, the Office of Equity, and Racial, and Social Justice, and the Office of Labor Relations are developing centralized administrative guidance for departments while administering bilingual pay. For example, language proficiency testing standards would be centralized and standardized.

According to the Executive, this new provision would increase equity, consistency, and financial stewardship with standardized bilingual pay, including position designation, eligibility standards, and compensation amounts across departments. Language proficiency standards would ensure that designated bilingual employees can accurately engage in in-depth conversations with comprehension, resulting in improved customer service to limited English-speaking people seeking to access County services and information.  
 
Countywide administrative wage increases. While negotiating the proposed CLA, the parties agreed to conduct a wage study for administrative job classifications and to bargain wages as a result of the study.[footnoteRef:13] The study covered internal and external market comparability using standard local jurisdictions as compared to comparable public sector workers and took into account customary analysis, such as selection of appropriate job matches at comparable employers, and evaluation of total compensation analysis of wages, leaves, benefits, and retirement. [13:  The Memorandum of Agreement titled Compensation Study for Certain County-Wide Classifications is attached to the CLA and governed to provision of the wage study.] 


The study found a number of market disparities ranging from 0.60% below market to 7.16% below market for certain classifications within the series of positions. Some recruitment retention issues were also found, specifically in the payroll specialist position and the records management specialist position. The parties bargained and agreed to a two-range adjustment to the Supported Employees Program Associate Series, the Admin Spec series, and the Customer Services Specialist series, as well as a one range adjustment to the Fiscal Spec Series. The parties also agreed to adjust the countywide Records Management Specialist by two ranges, the Payroll Specialist by three ranges, and the Administrative Staff Assistant and Administrative Office Assistant by one range. These changes are found throughout the appendices to the CLA and are highlighted in Appendix 3 to the staff report.

The estimated fiscal impact of the resulting proposed wage range adjustments for these administrative positions is $4.2 million for the duration of the agreement.

Additional Components of the CLA. The CLA is comprised of 41 superseding articles, five non-superseding articles, 52 collective bargaining agreements unique to each bargaining unit that has ratified the CLA, and five memorandums of agreement. The memorandums of agreement are summarized below. Appendix A to the staff report summarizes the superseding articles and any proposed changes, Appendix B to the staff report summarizes the non-superseding articles and any proposed changes, and Appendix C to the staff report summarizes any major differences between each unique CBA and the CLA.

Memoranda of Agreement (MOA).  There are five memoranda of agreement attached to the CLA, two of which are long-standing agreements being renewed and included in the CLA for convenient reference.  The five agreements include: 

1. [bookmark: _Hlk110947589]Longevity/Incentive Pay for Administrative Support Classifications.  An established MOA, this agreement addresses longevity-merit pay and merit pay for Coalition administrative support classifications,[footnoteRef:14],[footnoteRef:15] and is being included under the CLA for easy reference. This benefit was initially established in 2012, and there are no material changes to the terms.  [14:  Merit pay is covered by K.C.C. chapter 3.15, which authorizes pay increases based on performance. The Executive Branch Performance Appraisal and Merit Pay System Guidelines provide instructions for applying merit pay processes contained in code. Certain administrative support classifications represented by the Coalition are offered the option of longevity-merit pay, which is when an employee receives an additional percentage of their base rate of pay after a certain period of time with the County.  Longevity-merit pay is offered as an alternative to merit pay; an employee cannot receive both. The MOA sets the specific terms for longevity-merit pay, and the bargaining unit must adopt these terms at the initial offering of the program. Longevity-merit pay is not offered to non-represented employees, to non-Coalition employees, or to Coalition represented employees in classifications not listed in the MOA.]  [15:  Coalition administrative support classifications include fiscal specialist 1-4, administrative specialist 1-4, customer service specialist 1-4, technical information processing specialist 1-4, administrative office assistant, public health administrative support supervisor, administrative staff assistant, and payroll specialist. It does not include positions covered by Coalition bargaining units eligible for interest arbitration. ] 


2. [bookmark: _Hlk110938730]Cross-Jurisdictional Special Duty Assignments (SDA). The County and Coalition have established rules related to the representation issues presented by cross-jurisdictional SDAs.  This long-standing MOA memorializes those rules, which cover topics including notification, pay progression, payment of union dues, standing and seniority, duty of representation, grievances, and pension trusts.  

3. Compensation Settlement for Implementation of Retroactive Increases. This MOA lays out terms for handling the retroactive payment of general wage increases the proposed CLA.

4. King County Administrative Support Classifications Under the Coalition Agreement. This MOA governed the wage study conducted by the parties regarding a variety of administrative job classifications. This study informed the proposed wage range increases found throughout the separate CBAs for administrative job classifications.

5. Bilingual Pay Premium Implementation Agreement. This MOA governs the bilingual pay premium program provided in Article 40 of the proposed CLA.

Council staff have not identified any further policy implications or legal issues with Proposed Ordinance 2025-0332.

Updates to King County Code (K.C.C.) Proposed ordinance 2025-0333 would make updates K.C.C. to align code provisions with new benefits proposed in the CLA including:
· Accelerated Vacation Accrual rates for all comprehensive leave eligible employees (identical to the changes found in the proposed CLA)
· Increasing organ donor leave from five days to ten days for all comprehensive leave eligible employees (identical to the changes found in the proposed CLA)
· Bilingual pay premium for non-represented employees (identical to the provisions found in the proposed CLA)

Council staff have not identified any policy or legal issues with Proposed Ordinance 2025-0333, and the proposed ordinance would have no fiscal impact.

INVITED

· Angela Marshall, Interim Director, Office of Labor Relations 


ATTACHMENTS

1. Proposed Ordinance 2025-0332 (and the attachments)
2. Transmittal Letter for Proposed Ordinance 2025-0332
3. Fiscal Note for Proposed Ordinance 2025-0332
4. Proposed Ordinance 2025-0333
5. Transmittal Letter for Proposed Ordinance 2025-0333
6. Fiscal Note for Proposed Ordinance 2025-0333




Appendix A. Superseding CLA Articles 

	CLA
Article
	Article 
Name
	 Summary of Article 
in PO 2025-0332
	K.C.C.
	Material Changes in 
PO 2025-0332 compared to the 2021-2025 CLA

	Article 1
	Coalition Bargaining Agreements Superseding 
	CLA articles shall supersede language on the same articles in the appendix. 
	n/a
	No changes.  

	Article 2
	Military Leave
	Employees shall receive military leave in accordance with county policy, state and federal law, as amended. 
	3.12.260
	No changes, consistent with code. 

	Article 3
	Unpaid Leaves of Absence
	Leave without pay over 30 days for medical reasons may be taken, if approved by director of Human Resources. Leave for nonmedical reasons are approved by the division manager.

The layoff, seniority, and bumping rights in each appendix shall be applied to employees who are taking leaves of absence.  
	3.12.250
	No changes, consistent with code.



	Article 4
	Leave for Volunteer
Service
	Comprehensive leave eligible employees may use up to three days of accrued sick leave each year to perform volunteer services at a local school, or at a non-profit on the approved list for the Employee Giving Program.
	3.12.225
	No changes, consistent with code.

	Article 5
	Jury Duty
	Comprehensive leave eligible employees must deposit any jury duty pay received, exclusive of mileage, to the County, if they want to receive their regular County pay. 

Employees ineligible for comprehensive leave may retain any jury duty pay received.
	3.12.240
	No changes. 

	Article 6
	Donated Leaves
	Comprehensive leave eligible employees can donate and receive leave either through the existing employee to employee donation program or a new Emergency Medical Leave Fund (EMLF), if the EML has been activated by the County.

Donated leave hours do not revert to the donor. For donations occurring between employees, the hours remain with the recipient. 

Comprehensive leave eligible employees may also donate vacation and/or compensatory hours to a nonprofit organization (in accordance with K.C.C. 3.12.222, as amended) or to an account or program to benefit children of a deceased employee (in accordance with K.C.C. 3.12.224, as amended). 
	3.12.222 3.12.223
3.12.224
	
The Emergency Medical Leave Fund is no longer a pilot program and can be activated or deactivated by the County, at the County's discretion, with 30 days written notice to the Coalition-CoChairs. 



	Article 7
	Paid Parental Leave (PPL)
	PPL supplements a comprehensive leave eligible employee's accrued paid leaves to provide up to 12 weeks of paid leave for a parent to bond with a new child. 

PPL may be used on an intermittent basis. If both parents work for the County, each employee is entitled to up to 12 weeks of PPL.

PPL is not subject to cash-out. 


	3.12.219
	Clarifying language  included for the use of intermittent PPL leave. 

An employee whose position is scheduled to end in a timeframe that would not enable the employee to work for six months following the leave is not entitled to take PPL.

No other material changes are included and no code updates are required.

	Article 8
	Bereavement Leave[footnoteRef:16] [16:  Nothing in this Article supersedes benefits outlined in the Professional and Technical Employees, Local 17 (Transit Chiefs, Collective Bargaining Agreement Code 042 and Transit Superintendents, Collective Bargaining Agreement Code 044) contract.] 

	Employees eligible for comprehensive leave benefits are entitled to five days, maximum 40 hours (pro rata for part-time) per qualifying death of a member of the employee's immediate family.[footnoteRef:17] [17:  “Immediate family” means the employee’s spouse or domestic partner, and the parent (biological, adoptive, foster, stepparent, legal guardian, or person who stood or stands in loco parentis), grandparent, child, child-in-law, grandchild, sibling of the employee, employee’s spouse or the employee’s domestic partner, or an employee’s legal guardian, ward or any person over whom the employee has legal custody.] 


Employees who are not eligible for comprehensive leave are allowed to use compensatory time for bereavement leave.
	3.12.210
	No material changes included.


	Article 9
	Vacation Leave Cap
	All comprehensive leave eligible employees hired after 12/31/17 have their vacation leave capped 320 hours. Employees hired on or before 12/31/17, have their vacation leave capped at 480 hours.
	3.12.190
	Non-material changes, consistent with code. 

	Article 10
	Holidays, Eligibility
	Comprehensive leave eligible employees receive two personal holidays in their vacation bank each year.  

When a holiday falls on the scheduled day off, the employee will be given a deferred holiday (prorated, if part-time).
	3.12.230
	Clarifying language is included for employees who are required to work on a holiday and regarding how the two personal holidays are recorded within the vacation leave bank.

No code updates are required.





	Article 11
	Family Medical Leave Act / King County Family Medical Leave[footnoteRef:18] [18:  Nothing in this article is intended to supersede the seniority provisions included in the Teamsters Local 174 (CBA Code 160) contract. ] 

	FMLA
Eligible employees may take up to 12 weeks of paid or unpaid leave in a single 12-month period for qualifying conditions or events.[footnoteRef:19]  [19:  Qualifying conditions or events include the employee’s own serious health condition, to care for the employee’s spouse, child, or parent who has a qualifying serious health condition, to bond with a newborn child, adoption or foster care placement, or for qualifying exigencies related to the foreign deployment of a military member.  Leave can be continuous or intermittent when medically necessary. ] 


Employee must be employed by the County for at least 12 months and has worked 1,250 hours in the 12-month period prior to leave.

KCFML[footnoteRef:20] [20:  KCFML Article 11.2 applies only to the bargaining units whose labor agreements include the KCFML benefit.] 

Eligible employees may take up to 18 weeks of paid or unpaid leave in a single 12-month period for the employee's own qualifying serious health condition and for any qualifying reason under the Federal FMLA, Washington State Family Leave Act or other family and medical leaves available under federal or state law.

Employees must be employed by the County for at least 12 months and have worked at least 1,040 hours for a 40-hour week employee or 910 hours for a 35-hour week employee in the 12-month period prior to leave.
	3.12.221
	Clarifying language is included to protect FLSA-exempt employees while on intermittent FMLA/KCFLMA. 

No code updates are required.

	Article 12
	Professional Development
	Administered by DHR, the Professional Development Fund finances a Career Development Scholarship Program available to career service and/or regular employees represented by the Coalition. 

The County commits to funding the program with $250,000 on January 1st of each year of the CLA.
	n/a
	Increases annual funding from $150,000 to $250,000.

	Article 13
	Supported Employment Program (SEP)
	Supported employees performing bargaining unit work will be covered by the terms of the applicable appendix. 

No Public Employment Relations Commission Unfair Labor Practice Complaints or grievances will be filed based on the work assigned to a supported employee or allegations of work skimming.

Supported employees will be represented and pay dues, as appropriate, to the union representing the majority of the work assigned.

Supported employees may be assigned to perform work that is currently non-represented.
	n/a
	Updates wage ranges for the positions of Supported Employment Associate I, II and III.


	Article 14
	Reclassification and
Resulting Pay
	The department, employee, or a group of employees (within the same section of a division) may request to DHR that their position be reclassified if their duties have changed or their positions are not assigned to the appropriate classification. 

Term-limited temporaries (TLTs) may not request a reclassification as individual employees. 

Resulting pay for reclassifications is as follows:

Higher pay grade – First step of the pay range in new classification or the step that is at least five percent above the former rate of pay, whichever is greater. Additional discretionary steps may not be awarded.

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

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

A regular employee or group of regular employees has 30 days to submit a request for reconsideration of a classification decision to DHR. 

With the union's concurrence, an employee or group of employees may appeal a reconsideration decision through the Personnel Board or through the grievance process under CLA Article 26, submitted at Step-4 Arbitration, but not both.
	3.15.030
	No material changes.


	Article 15
	Special Duty[footnoteRef:21] [21:  “Special Duty Assignment” is when an employee in a regular position is temporarily assigned to a classification, and the duties comprise the majority of the work performed for a minimum of 30 calendar days.] 

	Temporary employees are not eligible for special duty assignments (SDA).
 
30 days to 12 months – Assignments must be approved by the employee's department director for:
· Work that exceeds either the volume and/or complexity of what is routine, and is for a limited duration;
· Unforeseen work caused by unique circumstances, not expected to reoccur;
· Development/ implementation of  a new function or system; or 
· Backfill for a vacant regular position.

Up to five years – Assignments must be approved by the DHR director to:
· Perform a significant or substantial body of work such as a non-routine project or work related to the initiation or cessation of a county function, project or department;
· Backfill a regular position when an employee is on an extended leave or a special duty or other assignment;
· Staff or backfill staff on a grant-funded, capital improvement or IT system project.

An employee on SDA that has a higher top step rate of pay will be placed at the first step of the special duty classification pay range or paid a flat 5% above the employee's base rate of pay, whichever is higher.  

An employee on SDA will continue to accrue seniority in their base classification.

Regarding recruitment, notice shall be provided to the affected work group or department at least 10 days prior to filling the special duty position. 
	3.15.140
	
No changes.


	Article 16
	Contracting Out
	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 necessity due to an emergency situation or to augment the workforce on a short-term, temporary basis.
	n/a 
	No changes. 

	Article 17
	Term-Limited Temporary Positions[footnoteRef:22] [22:  Nothing in this article is intended to supersede TLT language provided for in the individual appendix that is not expressly covered in this article.] 

	TLT employees will not be used to supplant regular full-time equivalent or career service positions.[footnoteRef:23] [23:  “Career Service Position” means all positions in the county service except for those that are designated by Section 550 of the charter.] 

	n/a
	No changes. 

	Article 18
	Job Posting
	All open regular and TLT positions represented by the Coalition shall be posted for at least 14 calendar days.
	n/a 
	When an employee is not selected for a position, the employee may request a meeting for feedback after the recruitment process is complete. Human resources will meet with the employee to review the process and provide feedback on how to improve as a candidate and/or offer resources to better prepare for future recruitments.



	Article 19
	Public Records Request
	If an employee's personnel file or personal information for the entire membership of the union is the subject of a public records request, the County shall provide advance notice to the employee or the union, prior to its release.
	n/a

	No changes. 

	Article 20
	Union 
Notification
	Within approximately 5 days of a new employee's date of hire or new union eligibility, DHR will supply the union with information such as the employee's name, job classification, rate of pay, work email, and personal contact information, if the employee provides it. 
	n/a
	Non-material changes. 

	Article 21
	Union Engagement
	During each year of the CLA, union stewards may be provided with up to one workday of release time without loss of pay to participate in steward training.   

The County shall provide each new bargaining unit employee 30 minutes of release time to meet with the union within the first month of employment.
	n/a
	No changes.

	Article 22
	Union Leave
	Upon written application, a regular employee elected or appointed to a union office that requires all of their time shall be given a leave of absence without pay from work not to exceed five years.

Leave may not be approved for more than one employee at a time per department.
	n/a
	No changes. 

	Article 23
	Use of County Bulletin Boards and Electronic Devices
	The County agrees to provide bulletin boards in accessible areas for union officers and/or stewards to post union materials.

Consistent with state law and county policy, the County will permit union officers and stewards the use of electronic mail, fax machines, copiers, telephones, video conferencing and similar equipment to communicate regarding union business related to the County. 
	n/a
	Non-material changes. 

	Article 24
	Reimbursement for Personal Transportation[footnoteRef:24] [24:  This does not supersede benefits outlined in the Transportation Article in the Department of Assessments, Public, Professional & Office-Clerical Employees and Drivers, Teamsters Local 763  Appendix (CBA Code 220). ] 

	Employees authorized to use their own transportation for county business shall be reimbursed at the rate established by ordinance.
	n/a
	No changes.

	Article 25
	Insured Benefits
	The County provides group medical, dental, vision, disability, accidental death and dismemberment, and life insurance plans for regular, probationary, and term-limited temporary employees provided under the terms of the Joint Labor Management Insurance Committee of Unions "JLMIC" Benefits Agreement. All labor organizations that are signatory to this agreement agree to the JLMIC Benefits Agreement, as amended.
	n/a
	No Changes.




	Article 26
	Grievance Procedure
	Step One/Supervisor:
(1) Grievance must be presented to the employee's supervisor in writing by the shop steward/union representative; (2) the supervisor and employee/union meet to discuss the grievance; (3) the supervisor issues a written decision. 

Note, supervisors and managers initiate their grievances at Step 2.

Step Two/Director: If the union pursues the grievance after the supervisor's written decision (1) the employee's department director and employee/ union meet to discuss the grievance and (2) the director issues a written decision. 

Step Three/OLR: If the union pursues the grievance after the department director's decisions (1) the OLR labor negotiator and employee/union meet to discuss the grievance and (2) the labor negotiator will issue a written decision.  

Step Four/Arbitration:  Should the decision of the labor negotiator at Step 3 not resolve the matter, the parties may arbitrate the dispute utilizing the process outlined in the CLA. The process includes the following topics:
Selection Process, Arbitrator's Authority Limited, Arbitration Expenses, Mediation, Timelines and Grievances of Disciplinary Action. 
	n/a
	The section is reorganized but remains substantively the same.

Requires remote arbitrations if the arbitrator's principal place of business is not in Washington, Oregon, California, Idaho, Nevada, Utah, Montana, or Wyoming.

	Article 27
	Discipline and Sunset Clause
	No regular employee shall be disciplined except for just cause. The County will employ the concept of progressive discipline in appropriate cases.
	n/a
	No changes.

	Article 28
	Economic 
Equity 
	Should any non-Coalition bargaining unit with King County reach a more favorable combined general wage increase and benefit funding rate, the Coalition reserves the right to reopen the CLA and bargain the impacts of that decision.

If the County can demonstrate bargaining units outside of the Coalition made economic offsets in negotiations to increase wages or benefits, the reopener would not apply.

This provision will not apply to Sheriff's deputies, captains or majors, marshals, paramedics, interest arbitration decisions or to job classifications that receive market-based increases.
	n/a
	No changes. 

	Article 29
	Compensation
	GWI and Bonus 
Provides a general wage increase for each year of the agreement and a one-time ratification bonus of $1,500.

Deferred Compensation 
New employees will be automatically enrolled in the Deferred Compensation Program. 

Step Progression Step progressions between steps 1 and 10, or the steps as provided under the appendix, would not be based on merit, performance or evaluation.

	n/a
	Ratification bonus $1,500 rather than sliding scale offered in the 2021-2025 CLA.

GWI and COLA provisions:

· 2026 – GWI of 3.75%

· 2027 – GWI of 3.75%

· 2028 – COLA formula will be 95% of the average growth rate of the six prior bi-monthly year-over-year percentages in the Seattle-Tacoma-Bellevue Consumer Price Index through June of the year in which the COLA is applied. The 2028 COLA will note be more the 4% and not less than 3%. 

	Article 30 

	Savings Clause 

	Standard contract language stating that the if part of the contract is invalidated the rest shall remain in effect.  
	n/a
	No changes. 

	Article 31


	Sick Leave[footnoteRef:25] [25:  This article does not apply to employees with benefit time (BT). The BT program is a unique benefit found in some Wastewater Treatment Division appendices (156, 157, 159, and 011). It is a bank of time accrued using a combination of holiday leave and vacation accrual, instead of traditional holiday and vacation benefits. Employees with BT also have a certain level they may be eligible to cash out each year, with the specific terms outlined in the individual appendices.  ] 

	Comprehensive leave eligible employees accrue sick leave benefits at the rate of 0.04616 hours for each hour in paid status excluding overtime up to a maximum of 3.6928 hours per bi-weekly pay period. There is no limit to the number of sick leave hours accrued and carried over from year-to-year.

Short-term temporary employees accrue sick leave at the rate of 0.025 hours for each hour in pay status.  Short-term temporary employees may carry over 40 hours of unused sick leave to the following calendar year.  At the end of the pay period that includes December 31, all accrued sick leave over 40 hours will be forfeited.

Employees are entitled to use sick leave after it appears in the employee's pay advice (PeopleSoft). 
	3.12.220
	
Aligns CLA language with county code and state law[footnoteRef:26] by stating that sick leave may be used after it is accrued. [26:  RCW 49.46.210] 


Language pertaining to the formula for cashing out sick leave upon an employee's retirement updated to state that if an employee is rehired within 12 months, that employee is entitled to a restoration of the sick leave balance that was not cashed out. If a retiree who returns to work and has sick leave restored, that employee will not be entitled to cashout their restored sick leave when they leave county employment. 

Adds that sick leave can be used for an employee to prepare for, or participate in, any judicial or administrative immigration proceeding involving the employee or the employee's family member. 

	Article 32
	Vacation Leave[footnoteRef:27] [27:  This article does not apply to employees with benefit time. ] 

	Comprehensive leave eligible employees shall be granted vacation with pay. The accrual table included in the CLA article aligns with current county code.  

Comprehensive leave eligible employees may use vacation leave hours in the pay period after they are accrued.

Employees who leave County employment before successfully completing their first six months of County service forfeit their vacation leave hours and are excluded from the vacation payoff provisions. 
	3.12.190
	Annual leave accrual rates for some employees are increased as follows:

From 12 days per year to 14 days per year for leave eligible employees with 47 or fewer months of service.

From 12 days per year to 15 days per year for leave eligible employes with 48 to 95 months of service.

Leave accrual rates for all other leave eligible employees are unchanged.


Code changes proposed in 2025-0333.

	Article 33
	Working Out of Class
	Working-out-of-classification occurs when an employee in a regular position is temporarily assigned the duties of a higher paid classification for less than 30 consecutive calendar days.

The employee would receive a five percent working-out-of-classification pay premium, including any overtime earned. 
	3.15.145
	No changes.

	Article 34
	Transportation Benefits
	Eligible employees would receive transportation benefits provided in code.
	n/a 
	
No changes to the language. 

	Article 35
	Leave for Examination
	Employees eligible for comprehensive leave benefits shall be entitled to necessary time off with pay for the purpose of taking county qualifying or promotional examinations. This shall include time required to complete any required interviews.

	3.12.200
	New superseding article. 

Language previously included in various appendices and is being moved into the CLA as a superseding article to further standardization.  

Language consistent with code. 

	Article 36
	Organ Donor Leave
	Comprehensive leave eligible employees shall be granted leave for organ donation in accordance with King County Code 3.12.215, as amended.

Employees would be able to take 10 days of paid leave without having such leave charged to family leave, sick leave, vacation leave, or leave of absence without pay. 
	3.12.215
	
Organ Donor Leave increased from 5 days to 10 days.

Proposed Ordinance 2025-0333 would update K.C.C. to extend this change to all comprehensive leave eligible county employees.

	Article 37
	Union Membership
	Upon authorization by an individual employee, the County shall provide for payroll deductions of union dues, initiation fees, assessments, and other fees as certified by the union. 

An employee may revoke their authorization for payroll deductions of payments to their union by written notice to the union in accordance with the terms and conditions of their membership authorization. 
	n/a
	No changes.  


	Article 38
	Layoff Taskforce
	The County and Coalition will convene a joint labor-management task force to study options for reflecting the County's anti-racism values in the layoff article of the CLA. 

The Task Force shall provide a written report to the management and labor co-chairs for Coalition bargaining, with recommendations for how the parties can advance equity, no later than December 31, 2022, or later, by mutual agreement.
	n/a
	The layoff taskforce has completed its work and this provision is eliminated from the proposed CLA. 

	Article 39 38
	Equal Employment Opportunity 

	The County and the Union shall not unlawfully discriminate against any individual employees with respect to compensation, terms, conditions or privileges of employment by reason of race, color, sex, religion, national origin, religious belief, marital status, age, sexual orientation, ancestry or the presence of any sensory, mental or physical disability unless based on a bona fide occupational qualification reasonably necessary to the operations of the County.

	
	Additional language included to ensure that alleged violations of discrimination standing alone are referred to the appropriate government agency. (For example, the federal Equal Employment Opportunity Commission.)

	Article 40 39
	Telecommuting 
	For Executive Branch employees, the County will administer employee requests for alternative work schedules and telecommuting in accordance with its policies, as amended.  Requests for alternative work schedules and/or modified telecommuting arrangements will not be unreasonably denied. 

The parties commit to negotiating in good faith over any and all changes to the Telecommuting Policy that involve mandatory subjects of bargaining moving forward during the life of this Agreement.
	n/a 
	No changes.


	Article 41 40
	Bilingual Pay
	New Article
	K.C.C. 3.15
	Under the new Superseding Article 40, eligible employees whose job duties include the "desired" use of one or more specific non-English language or American Sign Language will receive a $1.00 per hour premium on actual hours worked. Positions must have specific no-English language(s) or ASL proficiency indicated as "desired" in the county job posting or other written notice for the position. 

The premium would be increased to $2.00 per hour for positions posted or notice as "requiring" the use of a specific non-English language or ASL.

New section would be added to K.C.C. 315 in Proposed Ordinance 2025-0333.


	Article 41 
	Duration 
	Standard contract language stating the duration of the contract. 
	n/a 
	Reflects that the agreement covers the period of January 1, 2026 through December 31, 2028.










Appendix B: Non-Superseding CLA Articles

	CLA
Article
	Article 
Name
	 Summary of Article 
in P.O. 2022-0332
	K.C.C.
	Changes in 
PO 2022-0332 compared to 2021-2025 CLA

	Article 42
	Safety Gear and Equipment Allowance
	Employees receive up to $375 per calendar year, per employee, if safety footwear is required.

The County shall provide each employee with required personal protective equipment and replace as needed.
	n/a
	
Benefit is increased from $200 to $375.
Clarifying language added to ensure that at PPE will by sized for all genders and body types.



	Article 43
	After Hours Support[footnoteRef:28] [28:  “After Hours Support” is off duty time during which hourly employees may be required to be on standby ready and able to report to work, called-out to report back to their workplace, or technical call out to work remotely through technological means and is not required to report back to the workplace.] 

	Standby – Employees will be given 10 business days' notice, in writing, of their designation to standby, or of schedule changes. 

Employees will be paid ten percent of their base hourly rate for all hours on standby.

Technical Call-Out – Employees will be paid a ten-minute minimum or the actual number of minutes worked, whichever is greater, at the appropriate overtime rate of pay.  Subsequent call outs within the same ten-minute period will not receive additional compensation until after that period has expired.

Physical Call-Out – A minimum of four hours (inclusive of travel and time actually worked) at the overtime rate when the employee is required to report back to the employees' workplace.

An employee who has a County vehicle and can report directly to a work location and does not have to report to the employee's workplace would be paid two hours of overtime.
	n/a
	
No changes.   

	Article 44
	Training and Licensing/ Certification
	The County would pay for any certification/license (except for driver's license), continuing education, and training that is required for the position. It also includes necessary release time that is preapproved.

The County will reimburse the cost of an employee maintaining their Commercial Driver's License (CDL) endorsement(s) (also called Commercial Driver's License Renewal) if the position is required to have a CDL endorsement(s).
	3.12.110
	No material changes

	Article 45
	Parking 
	Employees are required to pay for parking at the employee rates established in K.C.C. for the Goat Hill and King Street Center garages.

Employees are required to pay $10 for parking at the Patricia H. Clark Children and Family Justice Center.
	3.32
	Updates the employee parking provisions to be generally applicable going forward. 

	Article 46
	Waiver and Complete Agreement 
	Unless otherwise agreed by the County and Coalition, all letters, agreements, and understandings in effect prior to the effective date of this Agreement are deemed null and void with the effective date of this Agreement.

The County and Coalition may, with mutual consent, negotiate modifications to the terms of this Agreement. To be effective, modifications must be detailed in writing and signed by both parties. 
	n/a
	No changes.





[bookmark: _Hlk110863091]Appendix C – Summary of material changes found in the Appendices to the CLA

Appendix 012: SEIU Local 925 – FMD 	 $342,000

Appendix 012 to the CLA represents 99 custodial employees in the Department of Executive Services, Facilities Management Division. This bargaining unit is represented by Service Employees International Union (SEIU), Local 925. The proposed wage range adjustments for this bargaining unit include:

· Custodian Range 32 to 34
· Custodian – Floor Care Range 33 to 35
· Custodian – Lead Range 36 to 37
· Custodian – Windows Range 38 to 39

Fiscal Impact The fiscal impact of the proposed agreement would be $342,000 to the Transit fund for the duration of the agreement.



Appendix 020: PSEU – DJA (Superior Court Clerks)	      $--

Appendix 020 to the CLA represents approximately 6 clerk positions in the Department of Judicial Administration that support Superior Court operations. 

No significant changes are proposed and no fiscal impact is anticipated.



Appendix 021: PSEU – DJA (Legal Administrative Specialists)	$--

Appendix 021 to the CLA represents approximately 119 legal administrative specialists in the Department of Judicial Administration (DJA) which serves as the Clerk for Superior Court. This appendix covers new clerk positions in DJA who staff and support operations and provide clerical, customer service, administrative support, and courtroom clerk coverage throughout the Clerk's Office. 

Trainer Premium – New 5% trainer premium for employees assign in writing to train another employee or group of employees for time spent training.
No fiscal impact is anticipated.


Appendix 035: OPEIU Local 8 – Department   of Assessments        	$150,000                                            

Appendix 035 to the CLA represents 37 employees of the Office and Professional Employees International Union, Local 8, Department of Assessments (DOA). 

Proposed wage adjustments for this bargaining unit include:
· Abstract Technician from Range 42 to 44
· Abstract Technician - Senior from Range 47 to 48
· Administrative Office Assistant from Range 29 to 30
· Administrative Specialist I from Range 33 to 35
· Administrative Specialist II from Range 37 to 39
· Administrative Specialist III from Range 41 to 43
· Administrative Specialist IV from Range 46 to 48
· Administrative Staff Assistant from Range 48 to 49 
· Customer Service Specialist I from Range 32 to 34
· Customer Service Specialist II from Range 36 to 38
· Customer Service Specialist III from Range 40 to 42
· Fiscal Specialist II from Range 38 to 39

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


Appendix 037: OPEIU Local 8 – Public Health (Dental)	$--

This appendix covers approximately 28 dental assistants and dental hygienists at public health centers and Jail Health Services represented by Office and Professional Employees International Union (OPEIU), Local 8.  

No significant changes are proposed and no fiscal impact is anticipated.



Appendix 038:  OPEIU Local 8 – Public Health and DCHS	$--

This appendix covers 38 employees in the Public Health Prevention Division the DCHS Behavioral Health and Recovery Division all represented by Office and Professional Employees International Union (OPEIU), Local 8.  Classifications in this bargaining unit include administrative specialists, project/program managers, and chemical dependency case monitors, involuntary commitment specialists and transfer drivers.  

Proposed wage range increases for this bargaining unit include:
· Administrative Specialist I – increased two (2) ranges from 33 to 35.
· Administrative Specialist II – increased two (2) ranges from 37 to 39
· Administrative Staff Assistant – increased one (1) range from 48 to 49

No significant fiscal impact anticipated as result of these proposed changes.



Appendix 040: PROTEC17 – DES, DNRP, DLS	     $1,861,000

Appendix 040 to the CLA represents 460 staff who work in the Department of Executive Services (Facilities Management Division, Finance & Business Operations Division, Airport, Records & Licensing Services), Department of Natural Resources & Parks (Director's Office, Parks, Water & Land Resources Division, Solid Waste Division), and Department of Local Services (Permitting, Roads) in a variety of professional and semi-professional positions, ranging from project managers to environmental scientists, code enforcement officers, and administrative support positions. 

Proposed wage range increases for this bargaining include:
· Capital Project Manager I – from 54 to 55
· Capital Project Manager II – from 59 to 60 
· Capital Project Manager III – from 64 – 67
· Capital Project Manager IV – from 69 – 72 
· Chief Structural Engineer – from 72 – 73
· Admin Specialist I – from 33 to 35
· [bookmark: _Hlk211005366]Admin Specialist II – from 37 to 39 
· Admin Specialist III – from 41 to 43
· Admin Specialist IV – from 46 to 48 
· Engineer I – from 54 to 55
· Engineer II – from 59 to 60
· Engineer III – from 64 to 65
· Engineer IV – from 69 to 70 
· Environmental Scientist I – from 54 to 55
· Environmental Scientist II – from 59 to 60
· Environmental Scientist III – from 64 to 65
· Environmental Scientist IV – from 69 to 70 
· Fiscal Specialist I – from 34 to 35
· Fiscal Specialist II – from 38 to 39 
· Fiscal Specialist III – from 42 to 43
· Records Management Specialist increased 2 ranges from 46 to 48

Fiscal Impact The fiscal impact for the duration of the proposed agreement is $1,861,00.



Appendix 043: Professional and Technical Employees, Local 17 – Metro Transit ($718,000)

Employees in this bargaining unit are charged with a wide variety of responsibilities including scheduling, routing, market development, route facilities maintenance, sales and customer service.  They also develop, implement and maintain some information systems technology within Metro.  As employees of a transit agency, this group is considered to be eligible for interest arbitration. 

Wage range adjustments proposed for this bargaining unit include:

· Administrative Staff Assistant – increased 1 range from 48 to range 49
· Bus Assembly Inspector – from 56 to range 61
· Engineer I –from 54 to 57
· Engineer II –from 59 to 62
· Engineer III –from 64 to 67
· Engineer IV –from 69 to 72
· Project/Program Manager I – at range 53
· Will become Transit PPM I at range 54
· Project/Program Manager II – at range 58
· Will become Transit PPM II at range 59
· Project/Program Manager III – at range 63
· Will become Transit PPM III at range 64
· Project/Program Manager IV – at range 68 
· Will become Transit PPM IV at range 69
· Transportation Planner I –from 53 to 54
· Transportation Planner II –from 58 to 59
· Transportation Planner III –from 63 to 64
· Transportation Planner IV –from 68 to 69

Fiscal Impact The fiscal impact of the proposed agreement would be $718,000 to the Transit fund for the duration of the agreement.


Appendix 046: PROTEC17 – DLS, DES (Professional and Technical Staff) 	$50,000

Appendix 046 to the CLA represents 87 professional and technical staff in the Department of Local Services (Director's Office, Roads) and Department of Executive Services (Airport, Fleet).

 Proposed wage range adjustments for this bargaining unit include: 
· Administrative Staff Assistant – from 48 to 49 
· Records Management Specialist – from 46 to 48

Fiscal Impact The cumulative fiscal impact over a variety of funds would be $50,000 for the duration of the agreement.


Appendix 048: PROTEC17 – Multiple Departments (IT employees)  	  $--

Appendix 048 to the CLA covers approximately 331 non-supervisor IT position in KCIT, DES, DCHS, DJA, and Elections that are represented by Professional and Technical Employees Local 17. Example classifications in this CBA include but are not limited to: Applications Developer; Database Administrator; Desktop Support Specialist; GIS Specialist; IT Project Manager I/II; Website Developer.

There are no major changes proposed to this agreement.


Appendix 050: PROTEC17 – Superior Court (Court Reporters)	$--

Appendix 050 to the CLA represents approximately three court reporters in King County Superior Court. These employees take notes of court proceedings and may also provide real-time translation to litigants, witnesses, jurors, or other participants in court proceedings as directed by Superior Court.

There are no material changes proposed for this bargaining unit.

Appendix 055: PROTEC17 – OEM	          $244,000                                              

Appendix 055 to the CLA represents 18 employees of the Professional and Technical Employees Union Local 17, Department of Executive Services, Office of Emergency Management (OEM). This appendix covers OEM employees in three classifications: Emergency Management Program Assistant, Coordinator, and Program Manager. 
 
The appendix language is updated to align with the law utilizing the existing CLA language in article 43 After Hour Support which compensates employees at a 10% pay premium for all hours spent on standby.  

Fiscal Impact The fiscal impact of this proposal would be $244,000 for the duration of the agreement.



Appendix 060: PROTEC17 – Public Health and DCHS	      $498,000

Appendix 060 to the CLA covers 617 employees in Public Health – Seattle & King County and the Department of Community and Human Services (DCHS) represented by Professional and Technical Employees Local 17 (PROTEC17). Positions covered by this appendix include 73 position classifications across various administrative, healthcare, environmental health, emergency medical services and involuntary commitment work groups. A wage study for the positions included in this bargaining unit was proposes as a part of the CLA bargain. 

Proposed wage range increases for this bargaining unit include:

·  (29 to 30) for Administrative Office Assistant
·  (33 to 35) for Administrative Specialist I 
·  (37 to 39) for Administrative Specialist II 
·  (41 to 43) for Administrative Specialist III 
·  (46 to 48) for Administrative Specialist IV 
·  (32 to 34) for Customer Service Specialist I 
·  (36 to 38) for Customer Service Specialist II 
·  (40 to 42) for Customer Service Specialist III 
·  (34 to 35) for Fiscal Specialist I 
·  (38 to 390) for Fiscal Specialist II
·  (42 to 43) for Fiscal Specialist III
·  (47 to 48) for Fiscal Specialist IV

Fiscal Impact The fiscal impact of the proposed agreement would be $498,000 for the duration of the agreement.



Appendix 065: PROTEC17 – DES, DNRP, DLS (Supervisors)	$15,000

[bookmark: _Hlk109595955]Appendix 065 to the CLA represents 60 supervisor level employees that are represented by PROTEC17, also known as Professional and Technical Employees Local 17, in the Departments of Executive Services (DES), Department of Natural Resources and Parks (DNRP), and the Department of Local Services (DLS). 

A proposed range increase from 60 – 62 for the Security Supervisor 2 classification is included in the proposed agreement.

Fiscal Impact.  The proposed appendix includes a fiscal impact of $15,000 for the duration of the agreement.


Appendix 066: PROTEC17 – DNRP, DLS, DES (Section Managers) 	$--,

Appendix 066 to the CLA covers approximately 23 section managers in the Department of Natural Resources and Parks (Solid Waste, Water and Land Resources), Local Services (Permitting and Roads), and Executive Services (Airport and Fleet) that are represented by Professional and Technical Employees Local 17 (PROTEC17). Example classifications in this appendix include but are not limited to: Roads Maintenance Manager (DLS); Strategic Planning Manager (SWD); Operations Manager (DLS, DES); and Finance and Administrative Services Manager (DNRP). 

No material changes are proposed for this bargaining unit.



Appendix 070: WSCCCE, Council 2, Local 21HD – Public Health 	$48,000

This appendix covers approximately 112 employees in Public Health, including epidemiologist, social research scientist, psychiatric evaluation, and environmental scientist classifications.  

The proposed agreement includes the following proposed range increase.
· Psychiatric Evaluation Specialist from range 60 to range 61.

Fiscal impact The fiscal impact for the duration of the agreement is $48,000.



Appendix 100: IBEW Local 77 – KCIT, DLS, DNRP, PHSKC       	                 $313,000

Appendix 100 to the CLA covers approximately 27 electrical and electronics technicians and specialists in the Departments of Information Technology, Local Services, Natural Resources and Parks, and Public Health that are represented by International Brotherhood of Electrical Workers (IBEW), Local 77. 

The proposed wage range increases for this bargaining unit include:

· Electronic Communication Specialist - Range 62 to 65
· Electronic Communication Technician I - Range 48 to 51
· Electronic Communication Technician II - Range 57 to 60
· Traffic Signal Technician I - Range 57 to Range 60
· Traffic Signal Technician II - Range 60 to Range 63
· New class specs for Supervisor II - Range 64, Signal Shop Supervisor -Range 67, and Radion Shop Supervisor - Range 69.

Fiscal Impact The fiscal impact of this proposal for the duration of the agreement would be $313,000.


Appendix 153: Teamsters Local 117 – Metro Capital Division	      $76,000

Appendix 153 to the CLA represents 13 staff members in Metro's Capital Division. 
Modification of existing classification series. The appendix would modify the existing classification services to include newly named and new descriptions for classifications of Capital Unit Managers and Transit Capital Supervisors.

All employees will receive a wage range of plus 1 due to market conditions. 

Fiscal Impact The fiscal impact of the proposal for the duration of the agreement would by $76,000.


[bookmark: _Hlk109593118]Appendix 154: Teamsters Local 117 – Multiple Departments 	$1,422,000

Appendix 154 to the CLA represents 649 professional, technical and administrative employees represented by Teamsters Local 117 and work in the Department of Community and Health Services (DCHS), Department of Executive Services (DES), Department of Human Resources (DHR), Department of Information Technology (KCIT), Department of Natural Resources and Parks (DNRP), Department of Public Health (DPH), Department of Local Services (DLS), Department of Adult and Juvenile Detention (DAJD), Department of Elections, and King County Metro.  

Proposed range increases for this bargaining unit include:
· Payroll Specialist –Range 44 to Range 47
· Payroll Administrator- Range 49 to Range 50
· Records Management Specialist- Range 46 to Range 48
· Language Services Specialist II - Range 51 to Range 53
· Administrative Staff Assistant - Range 48 to Range 49
· Administrative Specialist I -  Range 33 to Range 35
· Administrative Specialist II -  Range 37 to Range 39
· Administrative Specialist III - Range 41 to Range 43
· Administrative Specialist IV - Range 46 to Range 48
· Customer Service Specialist I - Range 32 to Range 34
· Customer Service Specialist II - Range 36 to Range 38
· Customer Service Specialist III - Range 40 to Range 42
· Customer Service Specialist IV - Range 45 to Range 47
· Fiscal Specialist I - Range 34 to Range 35
· Fiscal Specialist II - Range 38 to Range 39
· Fiscal Specialist III - Range 42 to Range 43
· Fiscal Specialist IV - Range 47 to Range 48

Fiscal Impact The fiscal impact of this proposal would be $1.4 million for the duration of the agreement.


[bookmark: _Hlk110622436]

Appendix 155: Teamsters Local 117 – PAO 	$ 22,000

Appendix 155 to the CLA represents 209 legal administrative specialists, legal secretaries, victim advocates, paralegals, word processing operators, application developers, and desktop support specialists in the Prosecuting Attorney's Office (PAO). 

New IT classifications are added to replace current IT jobs in Addendum B: 
· NEW Technology Services Analyst at range 56 replaces the existing Desktop Support Specialist – PAO (range 55). 
· NEW Technology Services Analyst Senior at range 61 to replace Desktop Support Specialist Senior at range 57. Effective 1/1/2026 for retroactive pay purposes.

Fiscal Impact The fiscal impact of this agreement would be $22,000 for the duration of the proposal.



Appendix 156: Teamsters Local 117 – WTD 	$424,000                             

Appendix 156 to the CLA represents 82 employees in professional, technical and administrative support positions in the Wastewater Treatment Division, Department of Natural Resources and Parks. 

Proposed range increases for this bargaining unit include:
· Wastewater Communication Specialist I, from Range 51 to Range 53
· Wastewater Communication Specialist II, Range 54 to Range 56
· Wastewater Communication Specialist III, from Range 58 to Range 60
· Wastewater Communication Specialist IV, from Range 64 to Range 66
· Engineer I, increase from Range 54 to Range 57
· Engineer II, increase from Range 59 to Range 62
· Engineer III, increase from Range 64 to Range 67
· Engineer IV, increase from Range 69 to Range 72
· Industrial Maintenance Program Specialist, from Range 65 to Range 68
· Chief Process Analyst, from Range 66 to Range 69
· Payroll Specialist, from Range 44 to Range 47
· Financial Services Administrator, Range 71 to Range 75
· Fiscal Specialist I, from Range 34 to Range 35
· Fiscal Specialist II, from Range 38 to Range 39
· Fiscal Specialist III, from Range 42 to Range 43
· Fiscal Specialist IV, from Range 47 to Range 48
· Admin Office Assistant, from Range 29 to Range 30
· Administrative Specialist I, from Range 33 to Range 35
· Administrative Specialist II, from Range 37 to Range 39
· Administrative Specialist III, from Range 41 to Range 43
· Administrative Specialist IV, from Range 46 to Range 48
· Administrative Staff Assistant, from Range 48 to Range 49
· Customer Service Specialist I, from Range 32 to Range 34

Fiscal Impact the fiscal impact of this agreement would be $424,000 for the duration of the agreement.


Appendix 157:  Teamsters Local 117 – WTD (Supervisors) 	$742,000

Appendix 157 to the CLA represents 78 supervisory employees in the Wastewater Treatment Division, Department of Natural Resources and Parks. 

Proposed wage range increases for this bargaining unit include:
· Process Control Supervisor, from Range 74 to Range 75
· Wastewater Maintenance Supervisor, from 72 to 75
· Wastewater Operations Engineering Supervisor, from 72 to 75
· Wastewater Safety and Emergency Manager, from 72 to 75
· Wastewater Treatment Supervisor, from 72 to 75
· Wastewater Treatment Supervisor (Rotating), from 71 to 75
· Financial Services Administrator from Range 71 to Range 75
· Wastewater Capital Projects Managing Supervisor, from 75 to 76
· Wastewater Construction Management IV, from 75 to 76
· Wastewater Engineer Supervisor, from 75 to 76
· New Wastewater Designer-Supervisor, placed at 75

Fiscal Impact the fiscal impact of this proposal would be $742,000 for the duration of the agreement.


Appendix 159: Teamsters Local 117 – WTD	        $567,000

Appendix 159 to the CLA represents 25 employees (managers and assistant managers) of the International Brotherhood of Teamsters Local 117 working in the Wastewater Treatment Division, Department of Natural Resources and Parks. 

The material changes proposed for this bargaining incorporate current practices that are in place via separate memorandums of agreement with the bargaining unit that provide wage range adjustments for six different classifications with the bargaining until.

Fiscal impact The fiscal impact of this proposal would be $567,000 for the duration of the agreement.



Appendix 170: Animal Control Officers Guild – RASKC	                 $65,000                                              

Appendix 170 to the CLA represents 27 employees of the Animal Control Officers Guild in the Department of Executive Services, Records and Licensing Services Regional Animal Services of King County (RASKC). The employees provide animal care, pet adoption and control services. 

The proposed wage range adjustment for this bargaining unit would be increasing the range or the Animal Control Technician classification from range 32 to Range 35.

Fiscal impact The fiscal impact of this proposal would be $65,000 for the duration of the agreement.


Appendix 191: PSEU, Non-Commissioned H7  – DAJD	     $258,000

Appendix 191 to the CLA represents approximately 72 employees in the Department of Adult and Juvenile Detention, including Community Correction Caseworkers, Fiscal Specialists, Corrections Technicians, and Administrative Support Personnel, represented by the Public Safety Employees Union (PSEU), Non-Commissioned. The wage range increases proposed for this bargaining unit include:

· Administrative Specialist I - Range 33 to Range 35
· Administrative Specialist II - Range 37 to Range 39
· Administrative Specialist III - Range 41 to Range 43
· Corrections Technician I – Range 42 to Range 44
· Corrections Technician II –Range 45 to 47
· Customer Service Specialist III - Range 40 to Range 42
· Fiscal Specialist I - Range 34 to Range 35
· Fiscal Specialist II - Range 38 to Range 39
· Fiscal Specialist III - Range 42 to Range 43
· Records Management Specialist –Range 46 to Range 48 
· Payroll Specialist – Range 44 to range 47

Fiscal impact the fiscal impact of this proposal would be $258,000 for the duration of the agreement.


Appendix 192: PSEU – DCHS (Social Service Professionals)	 $-- 

Appendix 192 to the CLA represents approximately 52 employees in the Department of Community and Human Services (DCHS), including Social Workers and social services professionals.

No material changes are proposed for this bargaining unit.


Appendix 193: Public Safety Employees Union (PSEU) – KCSO	$299,000

Appendix 193 to the CLA represents approximately 148 non-commissioned professional employees of the King County Sheriff's Office. 

The wage range increases proposed for this bargaining unit include:
· Administrative Office Assistant - to Range 30
· Administrative Specialist I - Range 33 to Range 35
· Administrative Specialist II - Range 37 to Range 39
· Administrative Specialist III - Range 41 to Range 43
· Administrative Specialist IV - Range 46 to Range 48
· Administrative Staff Assistant - Range 48 to Range 49
· Customer Service Specialist I - Range 32 to Range 34
· Customer Service Specialist II - Range 36 to Range 38
· Customer Service Specialist III - Range 40 to Range 42
· Customer Service Specialist IV - Range 45 to Range 47
· Fiscal Specialist I - Range 34 to Range 35
· Fiscal Specialist II - Range 38 to Range 39
· Fiscal Specialist III - Range 42 to Range 43
· Payroll Specialist Range - Range 44 to Range 47
· Records Management Specialist - Range 46 to range 48
· SEP II - Range 30 to range 32
· Sheriffs Records Specialist - Range 40 to 43 
· Community Service Officer - Range 44 to Range 45


Fiscal Impact. The fiscal impact of the proposal would be $299,000 for the duration of the agreement.
Appendix 212: PSEU – KCSO (Communication Specialists Supervisors)	$170,000

Appendix 212 to the CLA represents approximately 9 Communication Specialist Supervisors in the King County Sheriff's Office. 

The wage range increase proposed for this bargaining unit includes increasing the wage range for the Communications Supervisor classification from range 60 to 62.

 A premium pay incentive of 5% for supervisors to remain dispatch qualified is also included in the proposal.

Fiscal Impact The fiscal impact of the proposal would be $170,000 for the duration of the agreement.


Appendix 220: Teamsters Local 763 – Department of Assessments  	 $440,000                                                   

Appendix 220 to the CLA represents 129 employees of the Professional & Office-Clerical Employees and Drivers, Teamsters Local 763 working in the Department of Assessments (DOA). This appendix covers DOA employees in multiple classifications. Wage range increases proposed for this bargaining unit include:
· Commercial Appraiser II from Range 58 to 59 
· Current Use Evaluation Specialist from Range 57 to 58 
· Residential Appraiser II from Range 56 to 57

Reimbursements The proposal would increase tuition reimbursement from $250 to $350 per employee per year; and would increase automobile reimbursements for Residential Appraisers from $50 per month to $100 per month. Commercial Appraisers would receive a new $50 per month automobile reimbursement during the summer months (May through September).

Fiscal Impact The fiscal impact of this proposal would be $440,000 for the duration of the agreement.

Appendix 260:  WSCCCE, Council 2, Local 1652 – Public Health 	$2,000

This appendix covers approximately 36 employees in the Medical Examiner's Office in Public Health, including classifications for administrative specialists, fiscal specialists, forensic autopsy technicians, forensic medico death investigators and health program assistants. No wage range increases are proposed for this bargaining unit; however, several provisions related to the unique nature of the work the unit performs is proposed including: defining "call outs" for emergent situations; indemnification for county employees; and outlining Autopsy Technician coverage for weekend employees.

Fiscal Impact The fiscal impact of this proposal would be $2,000 for the duration of the agreement.


Appendix 272: WSCCCE , Council 2, Local 2084 FM – FMD 	$--

Appendix 272 to the CLA represents 10 employees within the Department of Executive Services, Facilities Management Division. 

No material changes are proposed for this bargaining unit.


Appendix 273: WSCCCE, Council 2, Local 2084-SC – Superior Court	$32,000
 
Appendix 273 to the CLA represents approximately 57 employees in Superior Court serving as administrative specialists and fiscal specialists providing support to the Juvenile Court; and juvenile probation counselors, who assess, supervise, and counsel clients involved in the juvenile justice system. Proposed wage range increases for this bargaining unit include:
· Admin Spec I - from 33 to 35
· Admin Spec II - from 35 to 39 
· Admin Spec III - from 41 to 43
· Fiscal Spec II - 1 from 38 to 39 
· Fiscal Spec IV - from 47 to 48

Fiscal Impact The fiscal impact of this proposal would be $32,000 for the duration of the agreement.


Appendix 274: WSCCCE, Council 2, Local 2084SC-S – Superior Court[footnoteRef:29]  	$195,000 [29:  Due to separately elected status, Superior Court has the authority to bargain working conditions while the Executive branch bargains wage and wage related issues.  Therefore, for all Court contracts, the Executive negotiates a “wage contract” while there is a separate “working condition” contract that is negotiated and administered by the Court.  The "wage contract" is included in the CLA while the "working conditions" contract is not. This is why the Superior Court appendices state "Wages Only" in the title.
] 


Appendix 274 to the CLA represents 8 supervisors in Superior Court who supervise employees in professional, technical, and administrative positions in the Court's Juvenile Court Services Division, primarily overseeing juvenile probation counselors who assess, supervise, and counsel clients involved in the juvenile justice system. 

No material changes are proposed for this bargaining unit.


Appendix 275: WSCCCE, Council 2, Local 1652-R – DNRP 	      $48,000

Appendix 275 to the CLA covers approximately 39 industrial and hazardous waste employees in the Department of Natural Resources and Parks (DNRP) that are represented by Washington State Council of County and City Employees (WSCCCE), Council 2, Local 1652-R. Proposed wage range increase for this bargaining unit include:
· Admin Specialist I - from 33 to 35
· Admin Specialist II - from 37 to 39 
· Admin Staff Asst - from 48 to 49 
· Engineer I - from 54 to 55
· Engineer II - from 59 to 60 
· Engineer III - from 64 to 65
· Engineer IV - from 69 to 70 
· Industrial Waste Compliance Investigator II - from 62 to 63
· Industrial Waste Compliance Investigator III - from 67 to 68 

Fiscal Impact The fiscal impact of this proposal would be $48,000 for the duration of the agreement.









Appendix 276: WSCCCE, Council 2, Local 2084-S – DAJD 	$31,000                                                      

Appendix 276 to the CLA represents approximately 11 employees who are first line supervisors in the Juvenile Division of the Department of Adult and Juvenile Detention, represented by the Washington State Council and County and City Employees (WSCCCE), Council 2, Local 2084-S. 

Longevity Premium Longevity pay is increased form a flat amount to percentage of base pay. These changes include:
	At five years - 1% premium from $0.54/hr
	At 10 years – 2% premium from $0.81/hr
	At 15 years - 3% premium from $1.08/hr



Appendix 330: PSEU – DAJD (Management)         	                                                $--                                                      

Appendix 330 to the CLA represents approximately 10 employees who are managers in the Department of Adult and Juvenile Detention, represented by the Public Safety Employees Union. 

Aligns a variety of provisions with the CLA and no other material changes are proposed for this bargaining unit.



Appendix 351: IUOE Local 302 – DNRP, DLS, DES	$164,000

Appendix 351 to the CLA represents 85 employees (Equipment Operators) within the Departments of Natural Resources and Parks, Local Services, and Executive Services. This bargaining unit is represented by the International Union of Operating Engineers, Local 302. 

Proposed wage range increases for this bargaining unit include:
· Equipment Operator In-Training - Range 47 to Range 49
· Equipment Operator - Range 50 to Range 52
· Equipment Operator-Lead - Range 54 to Range 56
· Landfill Gas Operator I - Range 51 to Range 53
· Landfill Gas Operator II - Range 59 to Range 61
· Wastewater Treatment Operator - Range 51 to Range 53
· Wastewater Treatment Senior Operator in Charge - Range 59 to Range 61
· Pump plant Operator - Range 45 to Range 46
· Solid Waste Preventive Maintenance Specialist - Range 48 to Range 49
· Solid Waste Preventive Maintenance Specialist nonCDL - Range 48 to Range 49
· Vegetation Specialist - 1 range, Range 49 to Range 50

Fiscal Impact The fiscal impact of this proposal would be $554,000 for the duration of the agreement.


Appendix 352: Teamsters Local 117 – KCSO (Security Screeners) 	$--

Appendix 352 to the CLA represents approximately 31 Security Screeners who work at the King County Sheriff's Office. 

No material changes are proposed for this bargaining unit.



Appendix 370: King County Prosecuting Attorneys Association – PAO 	 $--

Appendix 370 to the CLA represents 87 non-senior deputy prosecutors in the Criminal Division and Juvenile Division of the King County Prosecuting Attorney's Office (PAO). Appendix 370 specifies that matters not related to wages are covered in a separate but parallel agreement between the Prosecuting Attorney and the Association. 

No material changes are proposed for this bargaining unit; however, a wage future compensation study and reopener is included for deputy prosecuting attorneys.



Appendix 430: PSEU – KCTV	$--

Appendix 430 to the CLA represents 3 King County TV (KCTV) employees represented by PSEU (Public Safety Employees Union).  

No material changes are proposed for this bargaining unit.


Appendix 446: King County Maritime Coalition – Metro Marine Division      $12,000

Appendix 446 to the CLA represents 32 staff members in Metro's Marine Division. This bargaining unit joined the Coalition in 2019. Premium pay for training of 2.4% is included for captains; and a annual footwear reimbursement of $125 is provided for all employees not entitled to a boot allowance.

No other material changes are proposed for this bargaining unit.

Fiscal Impact The fiscal impact of this proposal would be $12,000 for the duration of the agreement.


Appendix 447: PROTEC17 – DCHS	$--

Appendix 447 to the CLA represents approximately 58 employees in the Finance and Administration section of the Department of Community and Human Services (DCHS), including business finance officers, fiscal specialists and contract specialists.

No material changes are proposed for this bargaining unit.



Appendix 448: PROTEC17 – DCHS 	$18,000
Appendix 448 to the CLA represents approximately 157 employees in the Department of Community and Human Services (DCHS), including project program managers, communications specialists, educator consultants, statistician, engineers and business and financial officers (outside of the Business and Finance Section). 

No material changes are proposed for this bargaining unit.



Appendix 450: Teamsters Local 763 – KCSO 	$248,000

Appendix 450 to the CLA represents approximately 57 Communications Specialists in the King County Sheriff's Office. The proposed wage range increases for this bargaining unit include:
· Increase Communications Specialist Call receiver pay from range 43 to range 45
· Increase Communications Specialist Dispatcher pay from range 50 to range 51

The proposed agreement makes changes to bring the appendix in line with the CLA and makes no other material changes for the bargaining unit.

Fiscal Impact The fiscal impact of the proposal would be $248,000 for the duration of the agreement.


Appendix 454: Teamsters Local 117 – Council (Legislative Analysts)      	           $18,000

Appendix 454 to the CLA represents 19 employees serving as Legislative Analysts to the King County Council. The CLA notes that the Legislative Analyst bargaining unit has the authority to negotiate the CLA provisions that govern hours and working conditions separate from the CLA. 

The proposed wage range increases for this bargaining unit include:
· Legislative Analyst - from Range 65 to Range 66
· Supervising Legislative Analyst I - from Range 81 to Range 82

An existing telework Memorandum of Agreement would be memorialized withing the appendix and sick leave and step increase provisions are brought in line with the CLA. No other material changes are proposed for this bargaining unit.

Fiscal Impact The fiscal impact of this proposal would be $18,000 for the duration of the agreement.


Appendix 456: Teamsters Local 117 – Multiple Departments 	$--        

Appendix 456 to the CLA covers approximately 114 information technology managers and supervisors in the King County Department of Information Technology, Department of Executive Services, and other Executive branch agencies that are represented by Teamsters Local 117. Example classifications include but are not limited to: IT Manager; IT Services Supervisor, Customer Success Manager; IT Project Manager-Senior; Principal Technology Strategist. 

No material changes are proposed for this bargaining unit.


Appendix 458: WSCCCE, Council 2, Local 2084-SC - Superior Court 	$--

Appendix 458 to the CLA represents 16 employees in Superior Court who work as attorneys and specialists in the Court Appointed Special Advocates (CASA) Program serving children who have allegedly been abused or neglected. 

No material changes are proposed for this bargaining unit.






Appendix 460: King County Security Guild – FMD 	$151,000

Appendix 460 to the CLA represents 58 employees (Security Officers, Dispatchers, and Sergeants) within the Department of Executive Services, Facilities Management Division. 

Wage range increases proposed for this bargaining unit include: 
· Security officer from range 39 to 40
· Security officer Dispatcher from range 41 to 42
· Security Sergeant from range 45 to 46

Equipment Allowance.   The proposed appendix would increase the annual safety shoe allowance from $200 to $300 per year.

Fiscal Impact The fiscal impact of this proposal would be $151,000 for the duration of the agreement.


Appendix 461:  Teamsters Local 117 JUA – Multiple Departments 	$325,000

This appendix covers approximately 216 employees represented by the Teamsters Local 117, Joint Units Agreement (JUA), in a wide range of positions in the Department of Adult and Juvenile Detention, Public Health, Department of Local Services, Department of Natural Resources and Parks, Department of Executive Services, Department of Community and Human Services, and King County Elections.  Positions range include (but are not limited to) cooks/bakers, inventory purchasing specialists, utility workers, truck drivers, chemical dependency screeners, and roads maintenance workers.

Wage range increases proposed for this bargaining unit include:
· Chemical Dependency Program Screener – from 36 to 41
· Chemical Dependency Program Screener Lead – from 39 to 44
· Print Shop Specialist I – from 37 to 39
· Print Shop Specialist II - from 40 to 42
· Print Shop Supervisor - from 48 to 53
· Cook/Baker I - from 43 to 44
· Cook Baker II - from 47 to 49

Alert Status Pay - Snow and Ice modification: all employees compensated overtime for all time worked while in support of snow or ice removal in an alert status, with 12 hour shifts, during a snow and ice emergency declared by the Roads Services Director/designee.

MOA to conduct wage study for some classifications, including Utility Workers and Crew Chiefs. 

Fiscal Impact The fiscal impact of the proposed agreement would be $325,000 for the duration of the agreement.



Appendix 464: PSEU – KCSO (Non-Commissioned Professional Employees)  $--

Appendix 464 to the CLA represents approximately 30 non-commissioned professional supervisors in the King County Sheriff's Office. 

The proposal would amend provisions in the appendix to bring them in line with the CLA. No other material changes are proposed for this bargaining unit.


Appendix 465: Teamsters Local 117, DPD (Supervisors and Managers) 	$169,000

Appendix 465 to the CLA represents 52 managers and supervisors in the Department of Public Defense. The proposed wage range increases for this bargaining unit include:
· Paralegal Supervisor increased from range 52 to range 56
· Public Defense Investigator Supervisor increased from range 59 to 62
· Public Defense Mitigation Specialist Supervisor increased from range 65 to range 69

Supervisor Ratio The supervisor ratio would be changed from 7 to 6 attorneys is considered full-time. Note - this change was already implemented per dept policy.

Fiscal Impact The fiscal impact of the proposal would be $169,000 for the duration of the agreement.


Appendix 467: Teamsters Local 117, Ombuds / Tax Advisor	$--

Appendix 467 to the CLA represents eight employees within the Ombuds/Tax advisor's office who investigate complaints on administrative conduct by King County agencies and departments regarding possible violations of the King County Code of Ethics, reports of improper governmental action, and allegations of retaliation under the Whistleblower Protection Code. In addition, the Tax Advisor section of the Ombuds Office provides property owners with information regarding all aspects of the property tax assessment process.

There are no material changes proposed for this bargaining until.
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