KING COUNTY

ADOPTED LABOR POLICIES
PUBLIC

	YEAR ADOPTED
	PUBLIC/

CONFIDENTIAL
	SUMMARY

	1995
	PUBLIC
	The County shall endeavor to establish a CAP to minimize cost and times discipline.  An approximate guideline for such a CAP is 240 hrs.

	1996
	PUBLIC
	Binding Interest Arbitration: It shall be the policy of King County that binding interest arbitration only be extended to those represented groups of County employees where the provision of service by those employees is essential and absence of which would pose an immediate and dire threat to the public health, safety and welfare.

	1996
	PUBLIC
	Reduction‑in Force: It shall be the policy of King County that reductions to the present represented work force shall be based on seniority; and, in those situations where specific skills need to be retained in order to effectively provide a service to the public, the County shall also seek to base reductions on the need to retain those specific skills. It shall further be the policy of King County that in those cases where jobs may be eliminated, the County shall commit to retraining and redeploying affected employees to the extent possible.

	1996
	PUBLIC
	Interest‑based bargaining: It shall be the policy of King County that collaborative bargaining, as a means of achieving mutually satisfactory ends, be used whenever the Executive and bargaining units agree.

	1996
	PUBLIC
	Vacation Accrual and Sick Leave Cashout: It shall be the policy of King County that the vacation accrual schedule contained in the Title III amendments enacted by Council action in 1995 shall be negotiated with the County's collective bargaining units with the intention of incorporating those provisions into future labor agreements.

	1996
	PUBLIC
	Diversity in the County's work force: It shall be the policy of King County to acknowledge the worth of cultural and ethnic diversity in building and maintaining an effective work force.

	1996
	PUBLIC
	Contracting Out of Work: It shall be the policy of King County Council that the contracting out of work presently performed by represented County employees shall not be proposed to the Council until a work program has been completed which involved the affected bargaining unit in exploring other alternatives to meet management goals.

	1996
	PUBLIC
	Labor/Management Committees:  The County recognizes the value of the Labor/Management Committee process when addressing issues at the department or division level.  The County encourages, but does not mandate, active labor/management committees in all departments to discuss issues and interest of both parties.

	1996 
	PUBLIC
	Discipline and Grievances:  The County recognizes and respects the right of employees to due process and fair treatment and that the discipline or removal of employees should be neither arbitrary nor capricious.  Grievance procedures for employees shall be completed within contractually specified time frames, or the time frames in the career or civil service guidelines or charter, whichever apply.  Grievance procedure time frames may be extended with mutual agreement between other parties.

	1996
	PUBLIC
	Mediation:  The County encourages, but does not mandate, alternative dispute resolution such as voluntary mediation, as preferable to an adversarial process, or litigation for resolving conflicts and grievances.

	1996
	PUBLIC
	Contract Consolidation:  The County supports consolidation in the number of bargaining units and collective bargaining agreements where legal and appropriate.

	1996
	PUBLIC
	**Benefits Trust Plan:  The County recognizes that increasing costs for medical, dental, life, and other benefits pose a serious problem for maintaining stable budgets.  Therefore, the Executive requested to further research the establishment of a Benefits Trust Plan and is requested to present findings and recommendations to the Labor Policy Committee no later than October 31, 1996. 

	1996
	PUBLIC
	Health Benefits Cost Sharing:  The cost of medical, dental, life, and other employee benefits continues to grow.  The expectation is that health-care costs will continue to rise.  If the County is to maintain its current level of benefits, it may need to consider cost sharing with employees, possibly on a sliding scale basis.

	1997
	PUBLIC
	Use of Temporary and Part-Time Employees: It shall be the policy of King County to promote equitable employment practices and operational efficiency by having ongoing, stable, predictable bodies of work, which are half-time or more, performed by career service employees.  Additionally, it shall be the policy of King County to maximize the use of full-time employees and consolidate less than full time positions whenever possible.  The executive shall promptly transmit initial and annual reviews of the work performed by temporary and part-time employees and the recommendations to create regular career service positions resulting from the reviews and that the council may act in a timely manner on any executive recommendations to create career service positions, as appropriate.

New policies governing the creation of term-limited temporary positions and future employment of temporary and part-time employees in King County shall be recommended by the County Executive for adoption by the Council.

Further, the County will honor existing collective bargaining agreements and engage in good faith bargaining with county labor unions to negotiate the effects of the Logan Settlement Agreement (Case No. 93-2-20233-4 SEA) on represented employees.  Such negotiations are intended to reach a fair and equitable disposition of employment issues concerning represented temporary and part-time King County employees.

	1998
	PUBLIC
	It shall be the policy of King County to continuously explore options to maximize the quality and availability of health and disability benefits for County employees.  To the extent agreed upon the Joint Labor Management Insurance Committee, the County shall facilitate the easier and greater availability to County employees of natural and alternative medicine options.

	1998
	PUBLIC
	Release Time:  King County recognizes the value of employee involvement in the contract.  It shall be the policy of King County that for each of its collective bargaining contracts, the union shall be allowed to bring to the bargaining table as a part of the union’s negotiating team a minimum of two employees who shall receive no loss of regular base wages, insured benefits and accruals for the duration of the bargaining.  The actual number of employees who are to be granted release time for this purpose shall be negotiated in good faith between the Executive, as the County’s bargaining agent, and the representatives of each of the unions having bargaining agreements with King County.  (This policy replaces the previously adopted “Existing employee negotiating teams” policy.)
Timeliness of Labor Contract Negotiations:  It shall be the goal of King County to complete negotiations with its collective bargaining units prior to the expiration of any agreement in effect, subject to the concurrence of the Union as party to the agreement and individual circumstances pertaining to any given contract.  In order to implement this policy, and if both parties agree, the Executive shall work with the County’s collective bargaining units to make whatever scheduling adjustments may be necessary to allow sufficient time for negotiations to commence, be concluded and for mutual approval to be secured.

	1998
	PUBLIC
	Timeliness of Implementation: It shall be the policy of King County that collective bargaining agreements approved by their adoption by ordinance shall have their provisions, in general, and salary and cost-of-living adjustments, specifically, implemented in conformance with RCW 39.76.010, which requires payment “for the amount specified in the applicable contract documents within thirty days” after it is due.  As a matter of policy, this requirement shall also apply to the implementation of non-financial provisions of collective bargaining agreements, unless otherwise specified within an agreement.  For the purposes of this policy, thirty days shall mean thirty days after the Council has adopted a collective bargaining by ordinance, the Executive has signed it and the ordinance has gone into effect.

	2000
	PUBLIC
	Labor Management Partnerships.    It is recognized that an effective and equal partnership between the county and its labor unions is essential in achieving King County’s vision to become a high performance regional government.  An integral part of this effort is the involvement of county employees and their labor representatives in the implementation of organizational and operational changes in the way the county does business, to remain competitive in the delivery of effective and efficient services.  Therefore, opportunities for the involvement of employees and unions in decision-making and the identification of process improvements should be promoted and actively pursued.

In order to achieve the above, the Executive is authorized to negotiate changes to existing contract language in collective bargaining agreements and/or negotiate new provisions in collective bargaining agreements that support this effort.  Such negotiations may include, but will not be limited to, the redesign of existing labor management committees; the design of gainsharing and/or other pay for performance systems; and the development of training programs to educate employees on process improvement techniques as well as additional skill enhancement as needed to create these changes to current practices.
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