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Proposed Ordinance 2014-0295 was reported out of committee on July 29 by a vote of 5-0 with a Do Pass Consent recommendation. The staff report was orally revised in committee to reflect that the proposed collective bargaining agreement would increase the covered employees' compensation to 2.39% above market.
SUBJECT
An ordinance adopting a collective bargaining agreement between King County and Service Employees International Union, Local 925, covering about 250 employees in the Wastewater Treatment Division of the Department of Natural Resources and Parks.

SUMMARY
Proposed Ordinance 2014-0295 (Att. 1 to this staff report) would adopt a collective bargaining agreement (CBA) between King County and Service Employees International Union, Local 925. The CBA (Att. 1-A) covers about 250 employees in the Wastewater Treatment Division of the Department of Natural Resources and Parks. They perform a variety of administrative, technical, and professional work in direct support of the County’s Wastewater Treatment operations.
The Wastewater Treatment Division protects water quality and prevents water pollution by providing wastewater treatment to 17 cities and 17 local sewer utilities, serving about 1.5 million people, including most urban areas of King County and parts of south Snohomish County and northeast Pierce County.
The bargaining unit includes 40 classifications, which are listed in CBA Appendix A (Att. 1-A, pp. 60-61).
The CBA covers the four-year period from 1 July 2013 through 30 June 2017. (CBA Article 27, Att. 1-A, p. 34)[footnoteRef:1] [1:  Throughout this staff report page numbers refer to the pages of the specific attachment.] 

CHANGED CONTRACT PROVISIONS
The most notable changes in the proposed new CBA are described below. The costs and savings from these changes, where applicable, are summarized in the fiscal impact tables on pages 3-4 of this staff report.
1. COLAs
The bargaining unit members will receive the same cost-of-living adjustment for 2014 as the vast majority of County employees pursuant to the 2010 "Zero COLA" agreement: 1.67%.
For 2015 and beyond, they will receive whatever COLA is negotiated with the King County Coalition of Unions.[footnoteRef:2] Executive staff has reported that a tentative agreement has been reached with the Coalition, providing for, among other things, COLAs of 2.00% for 2015 and 2.25% for 2016. That agreement has not yet been transmitted to the Council and is subject to Council review. [2:  This is not stated explicitly in the CBA; however, Section 13.1 and Appendix A provide that compensation for these employees will be based on "the County's Squared Salary Table," which historically has reflected the COLA negotiated with the Coalition of Unions.] 

No COLA has been negotiated yet for 2017.
2. Employee retention at West Point treatment plan
Changes in Section 8.4 of the CBA (Att. 1-A, p. 12) would improve workforce stability at the West Point wastewater treatment plant by eliminating a contract provision that allows individuals to obtain training and qualification at West Point and then, using the competitive selection process under the contract, transfer to a position in the same classification at a different facility. The new contract language precludes an employee from doing so for the employee's first five years in the bargaining unit. Competing for promotional positions would not be precluded. According to executive staff, these changes will produce annual savings of $40,901.
3. Pay range increase for one classification
Section 13.1 (Att. 1-A, p. 28) and Appendix A of the CBA (Att. 1-A, pp. 60-61) would provide a two-range pay increase (from Range 41 to Range 43) for the Wastewater Treatment Utility Worker II classification. Only employees at step 10 of range 41 would move to the same step of range 43 (an increase of about 4.8%); other employees would move to the closest step of the new range that would not result in a pay decrease. According to executive staff, this increase is based on internal alignment with the compensation paid to an employee with the same body of work in another bargaining unit represented by the same union and would cost $10,087 per year.
4. Premium pay increases
The new CBA would make the following increases in premium pay:
· Night shift premium: from 5% of regular pay to 7% (§ 13.4.1)
· Rotating shift premium: from $1.00/hr. to $1.50/hr. (§ 13.4.2)
· Standby pay: from $3.00/hr. to $4.50/hr. (min. of 12 hrs.) (§ 13.5)
· Shoe allowance: from $100/yr. to $200/yr. (§ 20.4)
According to executive staff, these increases are market-based (except for the increase in the rotating shift premium, for which market data were unavailable). The market data provided by executive staff are contained in Attachment 2. The projected annual cost of each increase is listed in the fiscal impact table on page 4 of this staff report.
5. Staff scheduling changes at Brightwater facility
Section 14.1(C) of the CBA (Att. 1-A, pp. 32-33) provides for changes in the configuration of operating shifts at the Brightwater facility. According to executive staff, these changes produce annual savings of $47,569.
6. Elimination of productivity incentives
The new CBA would eliminate several incentive pay provisions in favor of the following new language in the CBA preamble (Att. 1-A, p. 5):
The Employer and the Union also agree that change in the workplace is an evolutionary process, which requires the commitment of both parties over time. The Employer and the Union also recognize the mutual benefits of employing continuous tools and processes throughout the division. These tools and processes include employee generated ideas such as "Bright Ideas", the Executive's Initiatives such as "Lean" and "Three Percent Efficiency", the division's integration and implementation of the industry's best practices, and its business planning and performance measures. The Employer will continue to engage the union membership and its leadership to create an efficient and productive workplace.
However, for employees who were bargaining unit members before 18 October 2008, Section 20.1 of the CBA (Att. 1-A, p. 54) would make past incentive payments a permanent part of their base pay. Section 20.1 provides in part:
In order to memorialize the gainsharing distribution for ongoing permanent savings to the wastewater program achieved under a prior collective bargaining agreement, a permanent adjustment for past productivity gains will continue to be added to the base hourly pay rate for all employees in the bargaining unit prior to October 18, 2008.
FISCAL IMPACT
The fiscal impact of the CBA is detailed in the Fiscal Note (Att. 5) and is summarized in the tables below.
	
	2014
	2015
	2016
	2017

	Increase over previous year
	$	569,636
	TBD
	TBD
	TBD

	Cumulative increase over 2013
	$	569,636
	TBD
	TBD
	TBD



	Source of 2014 Cost Increase/Decrease
	Dollar Amount
	Percent Change from 
Total 2013 Base

	COLA
	$383,534
	1.67%

	Pay range increase
	$10,087
	0.04%

	Night shift premium: 5% to 7%
	$40,660
	0.18%

	Rotating shift premium: $1.00/hr. to $1.50/hr.
	$85,795
	0.37%

	Standby pay: $3.00/hr. to $4.50/hr.
	$114,029
	0.50%

	Shoe allowance: $100/yr. to $200/yr.
	$24,000
	0.10%

	Brightwater schedule change
	($47,569)
	(0.21%)

	West Point workforce stability
	($40,901)
	(0.18%)

	Total
	$569,635
	2.48%


CONSISTENCY WITH LABOR POLICIES
According to executive staff, the total compensation of the bargaining unit employees is currently slightly below the applicable labor market, and the proposed increases in premium pay would increase the total compensation of these employees to 2.39% above market.
LEGAL REVIEW
The CBA has been reviewed by the Office of the Prosecuting Attorney, Civil Division. (Att. 4: Transmittal letter)
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