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AGREEMENT BETWEEN
KING COUNTY

AND
INTERNATIONAL BROTHERIIOOD OF TEAMSTERS LOCAL UNION NO. 117

RE,PRESENTING

THE PROFESSIONAL & TECHNICAL AND ADMINISTRATIVE SUPPORT

BARGAINING UNITS IN
WASTEWATER TREATMENT DIVISION

KING COUNTY DEPARTMENT OF NATURAL RESOURCES AND PARKS

DEFINITIONS

Definitions that apply to this Agreement are found under KCC 3.12.010. Where there is a

difference between the Code definition and a definition below, the Code will prevail. In addition to

Code definitions, below are additional definitions that pertain solely to this Agreement. If a County

Code definition change is made that affects this Agreement, the County agrees to bargain the effects

of the change as required by law.

Benefit Eligible Employee - Regular, provisional, probationary andterm-limited temporary

employees are eligible for insured benefits (e.g. medical, dental, life), paid and unpaid leaves as

provided under the terms of this Agreement.

Business Teams - The work groups assigned by management to plan, monitor, evaluate, and

carry out work assignments and operational standards within their area of responsibility.

Emergency - An unforeseen circumstance or combination of circumstances or the resulting

state that calls for immediate action.

Salaried Employee - An employee who occupies a position that is exempt from FLSA

overtime pay requirements (also referred to as FLSA exempt employee).

Full-time Employee - An employee normally scheduled to work forty (a0) hours per week or

one who works an alternative work schedule recognized as equivalent to a forty (40) hour week.

Good Standing - An employee who leaves the County other than being terminated for cause

if a regular employee or for misconduct if a temporary employee.

Hourly Employee - An employee who occupies a position that is covered by the FLSA

overtime requirements (also referred to as FLSA non-exempt employee).
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Opening - A vacancy the County has determined should be filled.

Part-time Employee - An employee normally scheduled less than forty (40) hours per week.

Regular Employee - A career service employee.

Special Duty Assignment - A temporary appointment of a regular employee to perform work

in a higher paid position.

Temporary Employee - Includes probationary, provisional, short-term and term-limited

employees.

Transfer - Movement of an employee from one position and/or job assignment to another

within the same classification or different classification with the same pay range as the former

classification.

Vacancy - An unfilled FTE position.

PREAMBLE

This Agreement is the result of good faith negotiations between King County (the County)

and the Teamsters Local Union No. 117 (the Union).

This document establishes a framework within which the County and the Union can achieve

our joint mission to efficiently and effectively operate and maintain the public's wastewater treatment

system while providing a high quality work environment. Both parties agree that this Agreement

promotes and provides the flexibility and openness needed to fuither the goals of improving the work

environment, promoting safety and wellness, and productivity initiatives.

This Agreement was written through a collaborative process that allowed the County and the

Union to communicate openly to produce a contract while building positive, ongoing relationships.

The Agreement was developed to accomplish the following goals:

. Develop a compensation and benefit package that is the best in the wastewater treatment

industry, and which will attract and retain outstanding employees.

. Create an Agreement that generates gains in effrciency and effectiveness, is economically

feasible, and is justifiable to the Council, the ratepayer, and the public.

. Write an Agreement that is clear and easily understood

. Develop an Agreement consistent with a supportive, productive, challenging, high-quality
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work environment in which all employees are treated with dignity and respect and are valued for their

individual and team contributions.

. Collaborate to produce an excellent Agreement while building an ongoing

labor/management relationship based on open communications, mutual trust, and respect.

. Include a process in the Agreement by which mutually beneficial changes can take place.

STEWARDS

1.1 Union Recognition

The County recognizes the Union, as the sole and exclusive bargaining representative of all

full-time and part-time employees in accordance with the PERC certification and voluntary accretion

agreements between the parties whose job classifications are listed in the attached Addendums A, B,

C and D.

1.2 Union MembershiP

A. It is a condition of employment that, within thirty (30) days of the effective date of

this Agreement, all employees covered by the Agreement will become and remain members in good

standing in the Union, or pay an agency fee to the Union in lieu of membership dues. This

requirement will apply to employees who are temporarily appointed to work in a job classification

covered by this Agreement if the appointment is expected to last thirty (30) days or more, however,

they will not be required to pay initiation fees and become a "member in good standing" if such

action is based solely upon an "acting" position status.

B. Employees covered by this Agreement who qualiff for an exemption from the

requirement for Union membership based on an employee's bona fide religious belief shall contribute

an amount equivalent to regular Union dues to a charity mutually acceptable to the employee and the

Union. The Employee shall furnish the Union with wriuen proof each month that such payments are

being made. If the employee and the Union do not reach agreement on such matter, the Public

Employment Relations Commission (PERC) shall designate the charitable organization.

C. Failure by a, employee to abide by the provisions of paragraphs A and B will

result in discharge. If an employee has failed to fulfiIIthe obligation set forth in A and B, the Union
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will provide the employee and the County with seventy-two (72) hours notice of intent to seek the

discharge of the employee. During this period the employee may bring the amount in arrears current

to avoid discharge.

D. Upon request, the County will provide the Union with a current list of all

employees in the bargaining unit. Such list will indicate the employees' names, section and/or unit,

employment status, job classification, and date of hire into his/her current classification.

E. The County will notifu the Union of all new hires, and will notify the Union

whenever an employee is moved into or out of a bargaining unit position. The notification will

include the employee's name, section and/or unit, employment status, job classification, date of hire

and effective date of the personnel action.

1.3 Union Dues Deduction

A. Upon receipt of written authorization individually signed by a bargaining unit

member, the County will deduct from the pay of such employee the amount of dues, initiation fees,

assessments, and agency fees as certified by the Union.

B. The Union will indemniff and hold the County harmless against any claims made

and any suit instituted against the County on account of any collection of the dues for the Union. The

Union agrees to refund to the County any amounts paid to it in elror on account of the collection

provision, upon presentation ofproper evidence thereof.

1.4 Shop Stewards, Union Activities and Representation

A. Union Representatives (Staff) may visit the work location of employees covered by

the Agreement at any reasonable time. They shall report to the appropriate manager/designee upon

arrival at the work site being visited.

B. The Union will provide the Division Human Resource Manager and the Labor

Negotiator with the names of Shop Stewards. When contract administration business is conducted

during working hours, the Shop Steward is responsible for clearing the time taken away from work

with his/her manager or supervisor.

C. The Union shall be allowed use of bulletin board space to post Union notices.

Only recognized officers, stewards, and staff representatives of the Union will be entitled to post and
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remove Union materials, and only materials originating from the Union office and bearing the Union

logo or signed by a staff representative of the Union may be posted on the Union bulletin board space.

The Union shall be allowed to post electronic mail notices on the County system if the notices meet

the same requirements, provided they comply with County policies governing electronic mail and

internet use.

D. Employees who are designated by the Union as stewards may make limited use of

County telephones, FAX machines, and similar equipment for the purposes of contract

administration. In addition, such stewards may use the County electronic mail system for

communications related to contract administration, provided they comply with County policies

governing electronic mail and internet use. In no circumstances shall use of the County equipment

interfere with County operations.

ARTICLE 2: NON.DISCRIMINATION

2.1 Neither the County nor the Union will discriminate against any individual with respect to

compensation, terms, conditions, or privileges of employrnent on the basis of sex, race, color,

religious affiliation, national origin, age, marital status, gender identity or expression, sexual

orientation, or disability.

2.2 Allemployees share the responsibility of maintaining a work environment that is

supportive of equal employment opportunity. Employees, and members of the public alike, will be

treated fairly and with dignity and respect.

ARTICLE 3: NO STRIKES OR LOCKOUTS

During the term of this Agreement, neither the Union nor the employees covered by this

Agreement shall cause, engage in, sanction, or in any way encourage employees covered by this

bargaining unit to slowdown or strike. The County shall not institute any lockout of its employees

during the life of this Agreement.

4.1 The County shall have exclusive authority and responsibility to administer all matters that

are not covered by this Agreement.
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4.2 Management Rights - Enumerated

The management of the County and the direction of the work force is vested exclusively in the

County, except as may be limited by the express written terms of this Agreement. AII matters,

including but not limited to, the right to hire, appoint, promote, demote, transfer, layoff, discipline

and discharge temporary employees, and discipline and discharge regular employees for cause; train,

assign and direct the work force; improve efficiency; develop work rules, policies and procedures;

develop and modiff classification specifications, allocate positions to those classifications, allocate

employees to those positions; determine work schedules, determine location of facilities and assign

employees to those locations; appraise employee performance; contract out work; determine wage

rates and wage schedules, place employees on the wage schedules and wage rates, and determine the

methods employees move through wage schedules and wage rates; determine methods, processes and

means for providing services ; may be administered for its duration by the County in accordance with

such policy or procedures as from time to time may be determined and take whatever actions are

necessary in emergencies as determined by the County.

4.3 Payroll System

The parties agree the County has the right to implement a common biweekly payroll system,

standardize pay practices and Fair Labor Standards Act's workweeks. The parties agree that

applicable provisions of the collective bargaining agreement may be re-opened atany time by the

County for the purpose of negotiating standardizedpay practices, to the extent required by law.

ARTICLE 5: TYPES OF EMPLOYEES AND PROBATIONARY PERIOD

5.1 General

Employees covered by this Agreement may be either full-time or part-time. The County shall

staff positions as full-time where possible, recognizing that legitimate work requirements or

employee needs may require the employment of part-time or term-limited, short-term or provisional

temporary employees, or employees working special duty.

5.2 Probationary Period

The first six (6) months of employment in a regular position shall be a probationary period for

all employees hired into a regular position. During this period a probationary employee may be
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terminated or have his/her probationary period extended without recourse to the Dispute Resolution

procedure under Article 10. If the probation period is to be extended, written notice of the extension

must be given to the employee and the Union and should be provided prior to the end of the

probationary period.

5.3 Trial Service Period

All regular employees promoted or transferred to a different classification within the

bargaining unit(s) shall serve a six (6) month trial service period. An employee who does not

successfully complete the trial service period in a position to which he or she had been promoted or

transferred may be restored to his or her former position. Such restoration is not mandatory, but is

optional at the discretion of the former appointing authority provided the position is open and

available.

ARTICLE 6: PERSONNEL ACTIONS

6.1 Job Posting

The purpose of posting job announcements is to ensure that interested regular employees

know of openings that occur within the bargaining units and that they have a reasonable chance to

compete for the position.

6.2 Special Duty

A. Special duty and temporary assignments may be filled on a temporary basis by

regular bargaining unit employees for six (6) months without competition. The Section Manager,

after consulting with the supervisor of the affected business team, may approve an extension of up to

six (6) additional rnonths. Management will notiff the Union of special duty and temporary

assignments and extensions.

B. If management determines that a special duty or temporary assignment will last

more than twelve (12) months, the assignment will be posted for a minimum of fourteen (14) days

and filled by internal regular employees through competitive process.

6.3 Competitive Promotions

A. For all competitive promotions to regular positions, selection criteria will be

established in advance by the appointing authority. A panel that includes at least one bargaining unit

"atment 
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representative will interview and evaluate candidates, and make recommendations to the appointing

authority. The same selection criteria shall apply to external and internal candidates.

B. Internal candidates. Internal candidates refers to employees covered by the

professional and Technical and Administrative Support Unit (Staf0 and this Agreement. Employees

who are not represented under this Agreement or the Staff Agreement who are filling aLocal ll7

position on an acting basis are not intemal candidates for the purpose of this Section. Openings for

vacancies shall first be posted for a minimum of fourteen (14) days for regular bargaining unit

members who are in the same classification and wish to be considered for transfer. The selection

panel will first consider internal transfer applications from members of the bargaining unit. If there

are no transfer candidates, the position will be open to competitive internal candidates.

C. External candidates. If no competitive internal candidate is selected by the

appointing authority, the position willbe open to external applicants. The County may post for

intemal and external applicants simultaneously.

6.4 Layoffs of Regular EmPloYees

A. In the event of a need for a reduction in force, the County will meet with the Union

as far in advance as possible, a minimum of six (6) weeks, to identiff the reasons requiring the

reduction and the number and classifications of employees affected.

B. The County and the Union agree that these affected regular employees shall be

given preference for non-promotional job openings within the bargaining units for which they meet

the minimum qualifications. If layoffs are required, the least senior employee(s) in the affected

classification in the bargaining unit shall be laid off provided that those employees remaining on the

job are qualified to perform the work assigned.

C. Regular employees subject to layoff shall be allowed to exercise seniority rights as

defined in Article 7 .2 to displace the least senior employee in another bargaining unit classification,

provided he/she has completed a probationary period in the classification, and has more seniority than

the least senior employee in the classification.

6.5 Outplacement

The County will make available its employee outreach services for employees who have
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been notified of their impending layoff through the County's employment resource center.

6.6 Recall

A. Regular employees laid off shall be eligible for recall for two (2) years from date of

layoff. Employees shall be recalled to the affected classifications in the order of seniority (the most

senior being recalled first) provided that those recalled are qualified to perform the work assigned.

B. To be eligible for recall, a laid-off employee must keep the County informed of

hislher current address and phone number. The County shall notiff laid-off workers of recall by

certified letter. When offered re-employment from layoff, the employee must indicate acceptance and

report for work within thirty (30) days unless unusual circumstances prohibit return within that time

period.

C. EmPloYees failing to

this section shall be considered to have

ARTICLE 7: SENIORITY

7.1 All regular employees shall accrue seniority from the date of hire. All temporary

employees subsequently hired into a regular position without a break in service and who complete the

probationary period shall be credited with seniority retroactive to date of hire as a temporary

employee.

7.2 Seniority for layoff and recall shall be defined as the length of continuous service with the

County including time served under the former Metro.

7.3 Seniority for purposes of transfers and all other purposes under the Agreement that refer

to classification seniority shall be defined as the length of continuous service within the classification.

ARTICLE 8: DISCIPLINARY ACTION

8.1 No regular employee who has completed the probationary period shall be disciplined

except for just cause. The County and the Union agree with the principle of progressive discipline,

which may include oral reprimands, written reprimands, suspension and discharge, or alternative

forms of discipline, such as demotion, as supported by just cause'

8.2 All discipline of regular employees who have completed the probationary period under

Section 5.2 shall be subject to the Dispute Resolution Procedures in Article 10.
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8.3 Probationary, provisional, short-term temporary and term-limited temporary employees

are employed at will and can be disciplined and terminated without cause and cannot use the

procedures under Article 10 to grieve or otherwise appeal a discipline or a job separation of any kind.

PLAN

9.1 performance Appraisals The County shall maintain a system of employee performance

evaluations/development reviews designed to give a fair evaluation of the work performed by the

employee and to guide the professional development of the employee to meet business and individual

needs.

A. A copy of the final evaluation will be provided to the employee, and a copy will be

placed in the employee's permanent personnel file. The employee willbe given an opportunity

within thirty (30) days of the evaluation to attach comments to the evaluation in the personnel file.

B. An employee may appeal the evaluation to the next level of supervision above the

person who did the evaluation, if he/she disagrees with the ratings.

C. Each regular employee will receive an annual performance evaluation between

September 15th and October 15th of each year.

9.2 Performance Improvement Plan (PIP) When a regular employee's supervisor believes

the employee's performance is unsatisfactory, the supervisor will document the specific performance

deficiencies with a written performance appraisal.

A. Upon receipt of an unsatisfactory performance appraisal and, if requested, the

completion of a higher level review which confirms the unsatisfactory performance appraisal, the

employee will be placed on a plp. The PIP will be reviewed by WTD Human Resources and will

include the following:

. Opportunity for the employee to be involved in the development of the PIP

. Description of the employee's specific performance deficiencies

. Specific performance objectives

. Listing of resources available to the employee, as appropriate

. Specified duration (up to 12 months) that provides sufficient time for the employee

Treatient Division, Professional & Technical and

Administrative Support - Department of Natural Resources and Parks)
November 1, 2014 through December 31,2016
156C01 I 5
Page 10



I

2

3

4

5

6

7

8

9

10

11

t2

13

t4

15

t6

t7

18

19

20

2l

22

23

24

25

26

27

28

to make the required improvements

. Regular review of the employee's performance with written evaluation to the

employee indicating his/her progress in meeting the specific performance

objectives.

B. The act of placing an employee on a PIP is not a grieveable action.

C. While on a PIP, an employee will not receive any scheduled salary step increase. If

the employee successfully completes the PIP, the employee will then receive the delayed salary step

increase the first pay-period following successful completion of the PIP. The employee will not be

paid retroactive step increase for the period the step increase was delayed. Delayed receipt of a salary

step increase will not impact future scheduled salary step increases.

D. When an employee is unable to satisfactorily perform the specific performance

objectives of hislher PIP, the supervisor may extend the period of the PIP (but not to exceed the 12

month maximum) if the supervisor determines that the employee may be able to make the required

improvements if given more time.

E. An employee who is unable to satisfactorily perform the specific performance

objectives of hislher PIP will be subject to demotion or discharge from employment. Demotions or

discharges resulting from a failure to satisfactorily complete a PIP will be subject to the grievance and

arbitration process in Article 10.

ARTICLE 10: DISPUTE RESOLUTION PROCEDURES

10.1 Grievance/ArbitrationlVlediation

The County recognizes the importance and desirability of settling grievances promptly and

fairly in the interest of continued good employee relations and morale and to this end the following

procedure is outlined. To accomplish this, every effort will be made to settle grievances at the lowest

possible level of supervision/management.

Employees will be unimpeded and free from restraint, interference, coercion, discrimination

or reprisal in seeking adjudication of their grievances.

The Union shall not be required to press employee grievances if, in the opinion of the Union,

the grievance(s) lack(s) merit. With respect to the processing, disposition and/or settlement of any
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grievance, including hearings and final decisions of Boards and Arbitrators, the Union shall be the

exclusive representative of the employee(s) covered.

Probationary, provisional, short-term temporary and term-limited temporary employees are

employed at will and cannot use the procedures under this Article to grieve or otherwise appeal

discipline or a job separation of any kind.

A. Definitions.

Grievance - A claimed violation of any provision of this Agreement. Complaints of

discrimination or alleged violation of Article 2 shall be subject to this dispute resolution procedure,

but shall not be subject to arbitration.

Working Days - Monday through Friday, excluding holidays observed by the County.

B. Procedure.

Step 1. A grievance shall be presented in writing by the aggrieved employee or hisftrer

Union representative within fifteen (15) working days of the date when the employee could

reasonably be expected to know ofthe basis for a grievance. The grievance shall be presented to the

employee's Section Manager. The Manager or designee shall gain all relevant facts and shall attempt

to adjust the matter and notifr the employee within fifteen (15) working days after submission of the

grievance. If a grievance is not presented in writing to the next level within ten (10) working days

after the date of the Step 1 response (or the date by which the response was due, if no decision is

issued), it shall be presumed resolved.

Step 2. If after thorough discussion with the Section Manager or designee, the

grievance has not been satisfactorily resolved, the employee or his/trer Union representative may

submit the grievance in writing to the Division Director or designee. The grievance statement must

include a brief description of the events that are the basis of the grievance, the provisions of this

Agreement that the employee believes have been violated, and the requested remedy. All letters,

memoranda and other written materials previously considered at Step I shall be made available for

the review and consideration of the Division Director or designee. The Division Director or designee

may interview the employee and/or his/her representative and receive any additional related evidence

which he/she may deem pertinent to the grievance. He/she shall make his/her written decision

qter Treatment Division, Professional & Technicql and
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available within twenty (20) working days of receipt of the grievance; copies will be provided to the

employee, the Union representative, the employee's Section Manager or designee, division Human

Resources, and the Labor Relations Director or designee. If the Division Director or designee does

not issue a written decision within twenty (20) working days of having received the grievance, the

grievance may be advanced to the next level. If the grievance is not pursued to the next higher level

within twenty (20) working days of the issuance of the Step 2 decision (or the date by which such

decision is due, if no decision is issued), it shall be presumed resolved.

Step 3. If after thorough discussion with the Division Director or designee, the

grievance has not been satisfactorily resolved, the employee or his/her Union representative may

submit the grievance in writing to the Labor Relations Director or designee. The grievance statement

must include a brief description of the events that are the basis of the grievance, the provisions of this

Agreement that the employee believes have been violated, and the requested remedy. All letters,

memoranda and other written materials previously considered at Step 1 shall be made available for

the review and consideration of the Labor Relations Director or designee. The Labor Relations

Director or designee may interview the employee and/or his/her representative and receive any

additional related evidence which heishe may deem pertinent to the grievance. He/she shall make

his/her written decision available within twenty (20) working days of receipt of the grievance; copies

willbe provided to the employee, the Union representative, and the employee's Division Director or

designee, division Human Resources. If the Labor Relations Director or designee does not issue a

written decision within twenty (20) working days of having received the grievance, the grievance may

be advanced to the next level. If the grievance is not pursued to the next higher level within twenty

(20) working days of the issuance of the Step 3 decision (or the date by which such decision is due, if

no decision is issued), it shall be presumed resolved.

Step 4. If the decision of the Labor Relations Director or designee does not resolve

the grievance, the grievance may be submitted to arbitration within twenty (20) working days of the

date of response provided in Step 3 (or the date by which such decision is due, if no decision is

issued).

Should arbitration be necessary either after an attempt to mediate the dispute or directly after

er Treqtment Division, Professional & Technical and
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Step 3, the parties shall select a third disinterested party to serve as an arbitrator. In the event that the

parties are unable to agree upon an arbitrator, then the arbitrator shall be selected from a panel of

seven (7) arbitrators furnished by the Public Employrnent Relations Commission (PERC) or the

Federal Mediation and Conciliation Service (FMCS), whichever source is mutually acceptable. The

arbitrator will be selected from the list by both the County representative and the Union, each

alternately striking a name from the list until only one name remains. The party to strike first shall be

determined by a coin toss. The arbitrator under voluntary labor arbitration rules of the American

Arbitration Association shall be asked to render a decision promptly and the decision of the arbitrator

shall be final and binding on both parties.

No matter may be arbitrated which the County, by law, has no authority over, nor authority to

change, or has been delegated to any civil service commission or personnel board as defined in RCW

41.56.

The arbitrator shall have no power to change, alter, detract from or add to the provisions of

this Agreement, but shall have the power only to apply and interpret the provisions of this Agreement

in reaching a decision.

The arbitrator's fee and expenses shall be borne equally by both parties. The fee for any court

reporter shall be bome by the party requesting same unless otherwise mutually agreed. A copy of any

record shall be made available to the other party at cost. Each party shall bear the cost of its

presentation, including attorney's fees, regardless of the outcome.

C. Time Limits. Time limits may be extended by written agreement of the parties.

10.2 Alternate Dispute Resolution Procedures

After a grievance is initially filed, the following Alternative Dispute Resolution (ADR)

process may be followed at any step of the grievance process, with mutual consent. This process will

not exceed twenty (20) working days unless extended by mutual agreement:

A. A meeting will be arranged by the Union representative and County representative

to attempt to resolve the matter.

B.

(1) The meeting will include a mediator and the affected parties (including

freatment Division, Professional & Technical and
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the Labor Negotiator).

(2) The parties may mutually agree to other participants such as union and

management representatives or subject matters experts.

C. The parties will meet at mutually agreeable times to attempt to resolve the matter.

D. If the matter is resolved, the grievance will be withdrawn.

E. If the matter is not resolved, the grievance will continue through the grievance

process and be considered timely under the previous step.

F. Either party may initiate the next step in the grievance process at the appropriate

time, irrespective of this process.

G. Offers to settle and aspects of settlement discussions will not be used as evidence

or referred to ifthe grievance is not resolved by this process.

ARTICLE 11: CLASSIFICATIONS AND RATES OF PAY

11.1 The classifications and rates of pay for all employees in the bargaining units are listed in

Addendums A, B, C and D of this Agreement.

11.2 The Cost of Living provisions are under Appendix A'

11.3 Regular employees who receive a satisfactory annual performance appraisal shall

progress two (2) steps annually until reaching the top step of their salary range. New employees hired

on or after November l, 2008 shall be placed at Step 2 of their range and shall progress two (2) steps

annually on November 1, until they reach the top step of their range, provided they have completed

probation or trial service period by November 1 and receive a satisfactory performance appraisal.

The County may hire an employee above Step 2 in accordance with 3.15.120 of the King County

Code.

Regular employees who are at Step 10 and receive the highest rating on their performance

appraisal for two (2) consecutive calendar years shall be eligible for a merit increase of two point five

percent (2.5%),or five percent (5%), above Step 10. This must be re-earned each year.

11.4 Special Duty. A regular employee who is temporarily assigned in writing by hislher

supervisor to perform the work of a higher-paying classification for a period of one (1) work day or

more for employees paid on an hourly basis or one (1) workweek or more if paid on a salary basis,

eatment Diyision, Professional & Technical and
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shall receiv e apay increase of approximately five percent (5%), but not more than the maximum of

the salary range of the higher classification. Special duty pay may exceed the top of the salary range

where the employee is receiving above-Step-l0 incentive pay. In those instances, the special duty pay

may exceed the maximum of the new pay range by no more than five percent (5%) and shall continue

only as long as the incentive pay would have remained in effect.

11.5 Hourly employees not assigned to standby who are called in to work on an unscheduled

basis or because of an emergency, within twelve (12) hours or less of their scheduled report time,

shall be paid at the overtime rate for the actual hours worked, with a minimum of three (3) hours. If

subsequent call-ins fall within three (3) hours, further pay witl not start until the fourth (4th)

unscheduled work hour. A call-in may be cancelled; however, if the call-in is cancelled less than four

(4) hours prior to the scheduled start of the call-in, the employee shall be paid the minimum amount

of call-in pay (three [3] hours). Travel time to and from the job shall be considered as working time

in such circumstances. Employees who have been notified more than twelve (12) hours before report

time that their work schedule has been changed shall not be eligible for call-in pay.

11.6 Hourly employees who are scheduled to attend meetings on their regular day(s) off or

who are required to return to work on a work day to attend a meeting or are required to return to work

on a day off shall be compensated for the greater of two (2) hours or the actual meeting time at the

overtime rate.

ARTICLE 12: HOURS OF WORI( AND OVERTIME

12.1 Some employees covered by this bargaining unit are employed in a bona fide executive,

administrative or professional capacity and are in turn exempt from overtime payments under the

Federal Fair Labor Standards Act (FLSA) and are expected to work the hours necessary to

satisfactorily perform their j obs.

12.2 lJorurs of Work

A. Regular work shifts are eight (8) hours per day for five (5) consecutive days per

week, or ten (10) hours per day for four (4) consecutive days per week.

B. Rotating shifts are four (4) continuous days of two (2) eleven and seven-tenths

(1t.7) hour day shifts and two (2) eleven and seven-tenths (11.7) hour night shifts, followed by four

^tewqter 
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(4) scheduled days offbefore starting a new rotation cycle.

C. Other innovative work schedules mutually agreed upon by the County and the

Union may be utilized.

12.3 The following provisions of this Article apply only to hourly employees in positions

covered by the overtime requirements of the Fair Labor Standards Act (FLSA).

12.4 Nleal and Rest Periods

A. Thirty (30) minute meal periods will be provided on the employee's time during

each shift or workday. Except in emergencies, employees will not be required to respond to work

needs during the unpaid meal period.

B. Fifteen (15) minute paid rest periods will be provided approximately midway

through each one-h alf (ll2) shift. Employees assigned to work the eleven and seven tenths (1 1.7)

hour rotating shift will be provided with three (3) fifteen (15) minute paid rest periods during each

shift.

C. Employees will not be required to work longer than thee (3) hours without a rest

or meal period except in emergencies.

12.5 Overtime

A. Employees required to work more than their regular workday or workweek willbe

paid either overtime for such additional hours at one and one-half (1-ll2) times the employee's

regular hourly rate of pay or compensatory time, if compensatory time is approved by their

supervisor, at the rate of one and one-half (l-ll2)times the amount of overtime hours actually

worked.

B. Paid benefit time, extended sick leave and compensatory time shall not be counted

as time worked for purposes of overtime calculation. The County will provide the Union with at least

thirty (30) days notice of any change in the workweek or payroll week for employees covered by this

Agreement.

C. For the purpose of calculating overtime, an employee's workday shall be defined

as beginning with the first (1st) hour of their regularly assigned shift and continuing for a total of

twenty-four (24) consecutive hours. The workweek shall consist of seven (7) consecutive twenty-
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four (24) hour periods as defined by the County.

D. When an employee is held over or called in for a work period that includes a

regular meal period, the meal period will be unpaid.

E. Employees working two (2) consecutive hours of unscheduled overtime

immediately following the employee's regularly scheduled workday shall be eligible to receive a meal

expense reimbursement. For purposes of this provision, "unscheduled overtime" is overtime about

which the employee is notified on the day in question.

12.6 Compensatory Time

A. Accrued compensatory time shall be available for the employee's use as paid time

off the job. Accrued compensatory time in excess of eighty (80) hours (forty-eight [48] hours where

requested by the employee) shall be paid off at the conclusion of each calendar year quarter at the

employee's regular hourly rate of pay. A current balance of compensatory time hours available will

be shown on the pay stub. Employees may not use compensatory time until it is earned and is shown

on the pay stub.

B. Overtime/Compensatory Time Option. The supervisor and the employee shall

determine which form of compensation will be provided. The employee's preference for either

overtime pay or compensatory time or a combination thereof will be considered. However, business

needs may prevent the employee from earning compensatory time in lieu of overtime pay. This

selection shall be made prior to the employee submitting their time sheet for the pay period in which

the overtime was worked. Employees' requests to use compensatory time earned may be denied if
such leave would unduly disrupt the County's business operations.

12.7 Fourteen (14) calendar days notice will be given an employee prior to implementing an

involuntary change in the employee's regular schedule, except in cases of emergency.

12.8 The County may not change an employee's regular schedule for the purpose of avoiding

the payment of overtime.

ARTICLE 13: BENEFIT TIME

13.1 General Description

The benefit program has two elements to it: one is Benefit Time (BT) and the other is

Internqtional Brotherhood of Teamsters Local I l7 - LVastewater Treatment Division, Professional & Technical and
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Extended Sick Leave (ESL). Both programs are for benefit eligible employees and built on the

accrual rate table set forth in Section 13.5. This program recognizes the need for scheduled time

away from the job (vacation and holidays) for personal reasons and for occasions when the employee

must be away because of illness or injury. Benefit Time is administered with the understanding that:

a) BT is intended to constitute wages earned for services rendered, and b) because business needs

may constrain employees' ability to utilize leave, the Agreement provides for a yearly cash

conversion of up to one hundred twenty (120) hours of Benefit Time. BT shall not apply to

employees in classifications listed under Addendum D.

13.2 Definitions

A. All BT and ESL time is based on a two thousand eighty (2,080) hour year. BT is

the bank of time accrued for use during scheduled paid time off, including holidays, and unscheduled

paid time off (excluding bereavement leave and jury duty) to include the first two (2) consecutive

days of unscheduled illness for employees and to care for their eligible dependents.

B. ESL is the bank of time accrued for use during all paid nonscheduled illness

exceeding two (2) consecutive scheduled workdays for employees and to care for their eligible

dependents, as well as for pre-scheduled paid time off (e.g., surgery or tests) or injury of the employee

or to care for an eligible dependent.

C. Employees may donate BT and ESL to another benefit eligible employee in

accordance with County guidelines for donation of vacation and sick leave, respectively.

13.3 Principles

A. The BT program is intended to provide a productive workplace where employees

are encouraged to be healthy and regularly be at work.

B. Operational efficiency is increased by the responsible management of the BT

usage. The appropriate use of BT rests with the business teams.

13.4 Absence

A. Employees are expected to schedule BT as far in advance as possible to facilitate

business team planning. Employees are expected to notiff the County each day of any unscheduled

absence. If the reason for unscheduled absence is for illness in excess of two (2) consecutive days,

eatment Division, Professional & Technical qnd

Administratite Support - Department of Natural Resources and Parks)
November 1, 2014 through December 31, 2016
t 56C01 I 5
Page l9



I

2

3

4

5

6

7

8

9

10

11

t2

13

l4

15

t6

t7

18

t9

20

2l

))

23

24

25

26

27

28

the employee shall be paid from their accrued ESL bank beginning with the third (3rd) day.

However, all BT and ESL time shall be coordinated with, and supplementary to, Workers'

Compensation.

B. Hourly employees who become ill or who are injured while at work shall apply the

applicable accrued BT or ESL for that portion of the shift that they are unable to complete. This day

will be considered the first day of unscheduled absence in case of illness or injury when determining

the activation of payment of ESL time. Hourly employees may use accrued BT and ESL in

increments of one-half (1/2) hour if approved by the supervisor.

C. Salaried employees use accrued BT in increments of not less than one (l) regular

work day. Salaried employees who are absent for part of a work day will not be required to charge

such absences against any accrued leave balances nor will the employee's pay be reduced.

D. Employees unable to work because of any other personal emergency shall be

allowed to use BT for any unworked but scheduled hours.

E. BT and ESL will be paid only to the extent that BT and ESL hours have been

accrued by the employee in the pay period immediately preceding the absence.

eatment Division, Professional & Technical qnd
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13.5 BT ESL Accrual

A. BT accrual shall

service date:

be as follows and based on a benefit eligible employee's adjusted

Accrual Rates

Years of Employment Annual Bi-weekly Hourly

Less than 5 years 232 8.923 0.1 1 15

5 years but less than 8 years 256 9.846 0.1231

8 years but less than 10 years 264 10.154 0.1269

l0 years but less than 16 years 296 1 1.385 0.1423

16 years but less than 17 years 304 11.692 0.t462

17 years but less than 18 years 312 12.000 0.1s00

l8 years but less than l9 years 320 12.308 0.1538

l9 years but less than 20 years 328 t2.615 0.1577

20 years but less than 21 years 336 t2923 0.1615

21 years but less than22years 344 t3.231 0.16s4

22years but less than 23 years 352 13.538 0.t692

23 years but less than24 years 360 t3.846 0.1731

24 years but less than 25 years 368 t4.t54 0.1769

More than 25 years of service 376 t4.462 0.1808

B. ESL accrual shall accumulate for all employees on the basis of fifty-six (56) hours

per year (0.0269 hours per hour).

C. The hourly accrual rates indicated in this article shall not be construed to mean that

FLSA exempt employees receive compensation based on number of hours worked.

13.6 BT and ESL Accumulation

A. Employees with at least four hundred and eighty (480) hours at the pay period

ending before April lst shall have the option to convert up to one-hundred twenty (120) hours of BT
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to cash if their classification is listed under Addendum A or up to forty (40) hours if their

classification is listed under Addendums B and C, down to a balance of four hundred and eighty (480)

hours.

B. BT in excess of six hundred (600) hours for employees who can convert up to one

hundred twenty (120) hours of BT to cash, or in excess of five hundred twenty (520) for employees

who can convert up to forty (40) hours of BT to cash from the pay period ending before April 1st of

the calendar year shall be forfeited. Exception: an employee who exceeds their BT cap i.e., six

hundred (600) or five hundred twenty (520) hours, on or after April I as a direct result of cancellation

by the County of the employee's absence shall be allowed to retain the excess hours for up to six (6)

additional months (to the following October l) provided the employee did not have an opportunity to

use the excess time before April 1.

C. There shall be no limit on the amount of ESL accrued.

13.7 Upon Retirement or Death

Upon retirement from the County or death, an employee or their beneficiary shall be paid for

up to four-hundred eighty (480) hours of accrued BT at one-hundred percent (100%) and for all

accrued ESL at thirty-five percent (35%). Retirement as a result of length of service means an

employee is eligible, applies for and begins drawing a pension from PERS or the City of Seattle

Retirement Plan immediately upon terminating County employment.

13.8 Employees have successfully completed probation may cash-out a maximum of 480

hours of BT time upon leaving employment in good standing. Employees returning to regular service

who resigned, were separated for non-disciplinary medical reasons or from layoff within two (2) years

will have their ESL restored.
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13.9 Holidays

A. All work performed on the following holidays by hourly employees shall be paid at

the rate of one and one-halt (l-llz)times the employee's hourly rate of pay for all hours worked:

. New Year's Day

, Martin Luther King Jr.'s BirthdaY

. Washington's Birthday (also known as President's Day)

. Memorial Day

. Independence Day

. Labor Day

. Veteran's Day

. Thanksgiving Day

. Day after Thanksgiving DaY

. Christmas Day

B. Holidays will be on the actual day of the holiday for shift crews and on the day the

County observes the holiday for employees whose workdays are on Monday through Friday. Shift

supervisors required to work on Decemb er 24thwill be paid one and one-half (l-ll2) times the

employee's hourly rate of pay for'all hours worked.

13.10 Reopener

The parties agree to reopen Section 13.6 in the event that the BT maximum accrual or cash-

out rate(s) increases in another bargaining unit representing employees in the Wastewater Treatment

Division.

13.11 Employees under Addendum D are eligible for vacation, sick and holiday leaves in

accordance with the Personnel Guidelines.

ARTICLE 14: BENEFITS

14.1 Benefit Plan Administration

The administration of the employee benefit plans is the responsibility of the County. The

County is committed to helping employees understand the benefits to which they are entitled

eliminating red tape where possible, and ensuring efficient administration by the parties with which
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it contracts. The County may make administrative changes that are necessary or desirable and will

notifu the Union of administrative changes as they occur.

The County shall maintain the current level of benefits under its medical, dental, vision and

life insurance programs during the life of this Agreement, except that:

A. There is an established Labor/Management Insurance Committee comprised of

representatives from the County and the Labor Union Coalition whose function is to review, study,

and make recommendations relative to existing medical, dental, and life insurance programs.

B. The Union and the County agree to incorporate changes to employee insurance

benefits which the County may implement as a result of the agreement of the Joint Labor

Management Insurance Committee.

14.2 Eligibility

Benefit eligible employees and their eligible dependents will receive insured benefits (e.g.,

medical and dental) coverage from the first day of the calendar month following the date of hire, or

the date of hire if it is the first day of the month.

14.3 Retirement

Bargaining unit employees are currently covered by the Public Employees Retirement System.

All terms, conditions, and benefits shall be pursuant to the laws, ordinances, and rules and regulations

governing this retirement system.

14.4 Pension Trust

14.4.1 Contribution. The County will contribute one dollar ($1.00) to the Western

Conference of Teamsters Pension Trust (Pension Trust) on behalf of each member of the bargaining

units whose position is under Addendums A, B and C in accordance with the parties' pension

agreements.

14.4.2 Wage Reduction. In order to participate in the Pension Trust all bargaining

unit employees who are in classifications covered under Addendums A, B and C shall have their

wage rate reduced by the amount of the County's contribution on the employee's behalf pursuant to

Section 14.4.1. The parties agree and understand that this contribution shall not be reported as part of

the employees' wage to the State Department of Retirement Systems or the Internal Revenue

eatment Division, Professional & Technicql and
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Service, nor shall this contribution

salary-based premium pay.

be part of the employees' wage for computation of overtime or any

14.5 Workers' Compensation

A. The County will maintain workers' compensation procedures and payments

consistent with all state laws, administrative rules, and guidelines promulgated by the state legislature

and Department of Labor and Industries.

B. In addition to the compensation benefits accruing to employees under state

industrial insurance laws, or in addition to the compensation earned for alternative work, an employee

may use his/her accrued BT and ESL or vacation and sick leave to supplement the workers'

compensation payment. An employee will not receive compensation in excess of what he/she would

normally receive in net take-home pay. Any ove{payment must be returned to the County. Net take-

home pay will be calculated based on the employee's hourly wage at the time of injury times eighty

(80) hours minus mandatory deductions.

C. Employees who miss work due to on-the-job injuries will continue to accrue BT

and ESL or vacation and sick leave on straight-time hours of work lost, for a maximum of sixty (60)

workdays missed during each calendar year.

14.6 'Home Free' Guarantee

The County will operate a program to provide employees with a free ride home, by taxi, if on

a given day the employee has commuted to work by bus, carpool, vanpool, bike, train, or walking on

the day of the trip and has an emergency that day which requires the employee to leave work at other

than the employee's regularly scheduled quit time. Determination of what constitutes a qualified

emergency will be made at each worksite by the employee designated by the County. Employees can

exercise their'home free' guarantee a maximum of eight (8) times per calendar year.

14.7 Prior Ongoing Permanent Savings

In order to memorialize the gainsharing distribution for ongoing permanent savings to the

wastewater program achieved under the prior Collective Bargaining Agreement, a permanent

adjustment for past productivity gains will be added to the base hourly pay rate for all employees

employed in a bargaining unit position prior to November 18, 2006 and shall be adjusted for COLA
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in accordance with the provisions of.Appendix A. Employees hired or promoted into bargaining unit

positions on or after November 18, 2006 shall be entitled to receive the wage adjustment under this

section if the employee is hired/promoted from a position which received the adjustment at the time

of the hiring/promotion. The provisions of this section will not apply to employees in classifications

listed under Addendums B and D.

ARTICLE 15: LEAVES OF ABSENCE WITH AND WITHOUT PAY

15.1 Leaves of Absence With PaY

A. Bereavement Leave. In the event of death of a member of the employee's family,

benefit eligible employees will be granted three (3) days off with pay to attend the funeral. In

addition to the bereavement leave granted herein, a maximum of three (3) days ESL or sick leave may

be used with approval of the employee's supervisor. For purposes of this section, employee's family

is defined as:

' Employee's spouse or domestic partner

. Children of the employee, employee's Spouse or domestic partner

. Parents of the employee, employee's spouse or domestic partner

. Siblings

. Grandchildren

. Grandparents

. Son-in-law, daughter-in-law

B. Jury Duty/Subpoena. A benefit eligible employee called for jury duty or

subpoenaed may be allowed the necessary leave with pay not to exceed forty (a0) hours per week'

The employee should notiff hislher supervisor immediately upon receiving notification ofjury duty

or subpoena. As the employee will be paid by the County, compensation received from a jury

function shall be submitted to the County. Any payment for travel expenses will be reimbursed to the

employee. The employee shall make every effort to report to work in case of early excusal. This

section does not apply when the employee is a plaintiff or defendant.

C. Military Duty/Training Leave. An employee who is a member of the

Washington National Guard or any organized reserve of the Armed Forces of the United States, and
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is ordered to be on active training duty, shall be allowed twenty-one (21) work days of military leave

during each training year. The employee must present orders for active or inactive training duty to

his/her supervisor prior to taking leave. The employee may use military leave for weekend reservist

duty.

D. Executive Leave. Employees covered by this Agreement who are in a salaried

position and eligible for Executive Leave as provided in Executive policy will receive three (3) days

ofExecutive Leave per calendaryear. Executive Leave up to seven(7) additional days peryear, as

provided in the Executive policy, may be granted at the discretion of the County.

15.2 Family and Medical Leave

A. Up to eighteen (18) weeks of unpaid leave shall be granted to benefit eligible

employees for the employee's own serious health condition, or for family care, as provided by King

county code 3.12.220 (Substitute ordinance No. 13377), as amended.

B. The employee must exhaust all accrued sick leave or ESL prior to using unpaid

leave for the employee's own health condition. Donated leave shallrun concuffently with unpaid

leave.

C. For a leave for family reasons, the employee shall choose at the beginning of the

leave whether it willbe paid or unpaid; when an employee chooses to take paid leave for family

reasons, the employee may reserve up to eighty (80) hours of accrued sick leave or ESL.

D. The County shall continue its contribution to health insurance during the period of

unpaid leave.

15.3 Military FamilY Leave

A. As provided under RCW 49.77 employees whose spouse is a member of the

United States armed forces, national guard, or reserves who has been notified of an impending call or

order to active duty, or who has been deployed, or when the military spouse is on leave from

deployment, shall be entitled to a total of fifteen (15) days of unpaid leave per deployment or the use

of accrued paid leave.

B. In addition, the National Defense Authorization Act (NDAA) amends the Family

and Medical Leave Act (FMLA) by providing up to twelve (12) weeks of leave for "any qualiffing

eq.tment Division, Professional & Technical and

Aiministrative Support - Department of Natural Resources and Parfts)

November t, 2014 through December 31, 2016
I 56C01 I s
Page 27



I

2

3

4

5

6

7

8

9

10

11

t2

13

t4

15

t6

17

18

t9

20

2L

22

23

24

25

26

27

28

exigency" and up to twenty six (26) weeks of FMLA leave to care for the serious health condition of

an injured or ill covered service member. Leave for a "qualiffing exigency" provides up to twelve

(12) weeks of leave for one of eight (8) clearly defined reasons arising out of the fact that the spouse,

son, daughter, or parent of the employee is on active duty, or has been notified of an impending call to

active duty status in support of a contingency operation. Military caregiver leave under the NDAA

provides up to twenty six (26) weeks of leave, instead of the standard twelve (12) weeks, to care for

the serious health condition of a covered service member who is recovering from an illness or injury

sustained in the line of duty. Eligible family members for military caregiver leave include the spouse,

son, daughter, parent, or next of kin of the injured covered service member. Leave under the NDAA

continues to follow the same eligibility criteria, protections and benefits available under the FMLA

law.

15.4 Domestic Violence Leave

Employees who are victims of or who have family members thatate victims of domestic

violence, sexual assault, or stalking may take reasonable leave from work for legal or law-

enforcement assistance, medical treatment or counseling as provided for under RCW 49.76.

Employees may use any accrued leave for domestic violence leave, including sick leave, ESL, BT or

other paid time off, compensatory time, or unpaid leave time. Employees eligible for this leave

include a child, spouse, parent, parent-in-law, grandparent or person whom with the employee has a

dating relationship.

15.5 Leaves of Absence Without PaY

Benefit eligible employees may request a leave of absence without pay by presenting a written

request to their immediate supervisor along with any supporting documentation. The decision to

grant a leave of absence without pay shall be at the discretion of the County.

15.6 Return from Leave of Absence

A. Regular employees wanting to return from a medical leave of absence, or who need

to extend the leave of absence beyond the original return date, may be required to be examined by a

physician of the County's choice at the County's cost to determine the employee's right to either a

continuing leave or work status.
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B. Regular employees will be re-employed in their former classification at the end of

the leave, provided the employee is able to perform the work. Seniority, ESL or Sick Leave balance

earned, and BT or Vacation Leave accrual rates based upon seniority established at the time of

departure on 1eave of absence shall be restored when the employee retums to work. No seniority or

benefits will accrue while on a leave of absence without pay. In the case of Union business leave,

employees granted leave will continue to earn seniority.

15.7 To the extent that the Washington State Family Care Act (RCW 49.12.295)provides a

greater benefit than the provisions of this Agreement, the Washington State law will apply.

ARTICLE 16: SPECIAL CONDITIONS

16.1 License and Tuition Reimbursement

Employees required to have special licenses and/or required to attend seminars/outside

courses of study that relate to business needs and are approved in advance will be reimbursed.

16.2 Professional Registration and Certification Pay'

A. Introduction. To encourage professional development and to ensure the

employment of qualified personnel in appropriate classifications, compensation for professional

licenses and certifications will be provided in accordance with this Article. Such compensation shall

be paid to those employees who have obtained professional licenses and certifications or completed

further education or paid for memberships in organizations that are directly applicable to their

employment.

B. Professional Engineer Licenses. Employees who have one or more current

Washington State professional licenses in the branches of Civil, Mechanical, Electrical, Chemical,

Environmental, Sanitary, or Structural Engineer shall be paid fifty ($50) dollars per month. If the

professional engineering license is directly applicable to their employment, they will receive an

additional fifty ($50) dollars per month.

C. Certifications and Professional Designations. Within the terms of this

Agreement, certifications include, but are not limited to the following:

. Certified Public Accountant

. Project Management Institute Certification
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. Certified Intemal Auditor

. Certified Maintenance and Reliability Professional

During the term of this Agreement, additional certifications may be added by mutual

agreement of the parties to this contract.

D. All employees who have one or more valid certifications as described above in a

discipline directly applicable to their employment shall be paid an additional fifty ($50) dollars per

month per certification up to a maximum of one hundred ($100) dollars per month. Employees must

provide at least bi-annual documentation of a license or certification to receive compensation, or

annually if license or certification requires annual renewal. Membership in an organization does not

qualiff an employee for compensation.

16.3 Vehicle Usage Reimbursement

Employees who are required and are authorized to use their own vehicles on the County's

business shall be reimbursed at the Internal Revenue Service rate or the rate established by Council,

whichever is greater.

16.4 Take-Home Vehicles

Because certain classifications in the bargaining unit require specialized vehicles with

specialized equipment to perform county work outside of an employee's normally scheduled

workday, employees assigned to such classifications shall be assigned County-owned vehicles with

such equipment in accordance with County policy.

16.5 Personnel Files

The employee or hislher representative (if the employee so authorizes in writing) may

examine the employee's personnel files, including the division personnel file.

Employees may request that a document be removed from their personnel frle in accordance

with established division procedures and HR policy.

16.6 Legal Counsel

Employees named as a defendant in a civil action arising out of the performance of the

employee's duties shall be provided legal representation and indemnification in accordance with the

provisions of King County Code 4.13.010 and 4.13.020.
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16.7 Drug and Alcohol Testing Policy

A. The parties have agreed to implement the "Prohibited Drug Use and Alcohol

Misuse Education and Testing Program Policy for Employees Occupying Safety-Sensitive Positions"

(hereinafter, "Drug and Alcohol Policy") with the following modifications or additions:

B. All bargaining unit employees subject to random testing will be included in a

single random testing pool of County employees-

C. The Union will be provided with a copy of the form(s) prepared indicating the

grounds for requiring an employee to submit to a reasonable suspicion test within 24 hours of testing

or as soon as possible thereafter.

D. When available, a second supervisor will observe the behavior that warrants a

reasonable suspicion test and will complete related forms in accordance with the Drug and Alcohol

Policy.

16.8 Recognition Programs

The County and the Union agree to develop and implement programs which recognize

employees in areas such as safety, service, and attendance.

16.9 Safety Standards

A. The County and its employees value a safe working environment and recognize

their mutual obligation to maintain safety standards. The County shall adopt and enforce a program

in accordance with applicable state and federal laws and regulations that encourages the safety

committees to establish programs that meet the County and the employee safety needs and that clearly

delineates safety equipment needs, thereby setting the standard for all employees to perform their

duties in a safe and competent manner.

B. The County shall supply and maintain safety-related items and equipment in

accordance with established practice and special conditions.

ARTICLE 17: SAVINGS CLAUSE

17.1 Should any part hereof or any provision herein contained be rendered or declared invalid

by reason of any existing or subsequently enacted legislation or by any decree of a court of competent

jurisdiction, such invalidation of such part or portion of this Agreement shall not invalidate the
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remaining portions hereof; provided, however, upon such invalidation the parties agree to meet and

negotiate such parts or provisions affected. The remaining parts or provisions shall remain in fulI

force and effect.

17.2 ltis intended that this Agreement and the County's established personnel policies, rules,

and regulations be complementary. Wherever the personnel policies, rules, and regulations are not in

conflict with this Agreement, their provisions shall be applicable to employees in the bargaining unit.

Wherever a conflict may arise between said personnel policies, rules, and regulations, and this

Agreement, the provisions of the Agreement shall control.

ARTICLE 18: CONTRACTING OUT

18.1 The County shall not contract out work

the contracting of such work eliminates, reduces, or

unit.

18.2 In the case of a circumstance that is beyond the control of the County at the time action

is required, that could not reasonably have been foreseen, and for which the County is not reasonably

able to provide the necessary tools, employees, or equipment to perform the work in a timely mErlner,

the County shall be allowed to enter into contracting arrangements for this purpose only. The County

shall officially notiry the Union of such instances in advance and discuss the impact of and possible

alternatives to these arrangements, if any, on the bargaining unit.

18.3 If, in order to secure funding for a specific project, the County is required to contract all

or part of the work to be performed due to limitations imposed by the funding agreement, such

contracting shall not be considered as a violation of the Agreement. In such instances, the Union

shall be officially notified in advance.

performed by members of the bargaining unit if

timits the normal work load of the bargaining
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The provisions of this Agreement shall become effective when ratified by the parties, unless a

different effective date is specified, and covers the period from November 1, 2014 through

December 31,2016.

APPROVED this zrF *r"rW2ots

King County Executive

Johlr Scearcy
Secretary-Treasurer
International Brotherhood of Teamsters Local 117
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APPENDIX A

MEMORANDUM OF AGREEMENT
BY AND BETWEEN
KING COT]NTY AI\D

THE UNDERSIGNED TINIONS

ADDRESSING "TOTAL COMPENSATION, COALITION BARGAII\ING ; 2015.2A16

BUDGET; AND COST-OF-LIVING WAGE ADJUSTMENTS FOR KING COUNTY
COALITION OF LABOR I]NIONS BARGAINING UNIT MEMBERS 2OL5.2OI6

fntroduction:

King County and the Coalition of King County Labor Unions have a longstanding history of
working collaboratively to address the many serious challenges faced by King County over the

past two decades.

The partnership between King County and the Coalition of ICng County Labor Unions has

resulted in several Agreements over the years intended to preserve the high quality and diversity

of services offered to the public, to preserve positions held by the county's high quality

employees, to standardizepay ranges and practices in King County and to reorganize county

functions to bring greater efficiencies to King County government.

Agreements between King County and the Coalition of ICng County Labor Unions have

included agteements allowing unpaid fur'loughs, agreements supporting a Lean process and

implementation of Lean proposals, agreements standardizing certain classification and

compensation processes, agreements that make efficient use of county resources by bargaining

many labor issues in countywide coalitions, agreements establishing effective use of Labor

Management Committees across I(ng County to facilitate frequent and transparent information

sharing and discussion and agreements such as the zero ("0") cost-of-living adjustment (COLA)

Agreement intended to addrcss the county's budget crisis at the height of the,great recession.

The parties have also wor{<ed together in Olympia and elsewhere in attempting to secure

additional funding options for King County services. The parties continue to engage in solution-

based discussions aimed at addressing funding shortages for various public services.

The partios have an interest in continuing their longstanding history of working collaboratively

to meet the serious challenges facing King County and its employees, and have bargained in
good faithto address the interests of the parties as they relate to economic issues. The County

continues to face serious fiscal challenges due to a longstanding structural imbalance between

non-discretionary expenditure growth rates and revenue growth rates restricted by state law; and

in20l5-2015 expects to eliminate hundreds of positions due to the loss of state and federal funds

and to budget cuts to several departments. This Agreement meets the interests of the parties and

advances the goals of the King County Strategic Plan by demonsfl'ating "sound finanoial

management" as well as by recognizing ICng County employees, the county's "most valued

resource," in working with ICng County to meet the challenges that will be presented during the

term of this Agreement

Total Compensation- Coalition of Unions
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APPENDIX A

Aqreement:

NOW THEREFORE, the undersigned Union and King County aglee as follows.

January lozlt|Cost-of-Living Adjustment contract rollovers and re-openers

1. Eftective January l,2}!5,employees covered by this Agreement and employed in

2015 will receive a2o/o Cost-of-Living Wage Adjustment;

2. Allother compensation elements ("wages, premiums, incentives, and other monetary

payments; and all forms of leave and beaefits") of curtent collective bargaining agreements

tCbaO ar.e "rolled gver" and neither increased nor decreased through 2016;provided, however,

that where the County and a union were already in the process of collective bargaining with
respect to certain elements of "Total Compensation" pdor to June 27,2014, there may be

increases or decreases in certain elements of "Total Compensation" in those collective

bar:gaining agreoments. Additionally, the Coalition "Administrative Support" Memorandum of
Agi.eement (a6ached as Addendum A) is also effective 2015-7076 and expires January 37,20L6;

3. A11 compensation elements of CBAs shall be opened on January 7,2015,or later, as

requested by the County, for the pulpose of bargaining in union coalition a "Total
Compensation" agreement that will be effective January 1,2017 or later, as agreed to by the

partiis. "Total Compensation" elements ale wages, premiums, incentives, and other monetary

payments; and all forms of leave and benefits. The parties aglee to bargain, to the extent

iequired by law, the effects of any newly created job classificdtions and other organizational

changes. biscussion dwing re-opener will include these "Total Compensation" elements as well

uu.oottty initiatives that include but are not limited to "Employer of the Future" and

"Standards." It is noted that the Joint Labor Management Insurance Committee (JLMIC)

Agreement covering benefits (part of "Total Compensation") is already opened in 2016 and

nothing in this Agreement is intended to change the terms ofthat Agreement'

January lr2076 Cost-of-Living Adjustment contract rollovers and re-openers

1. Effective January l,2}l6,emp1oyees covered by this Agreement and employed in

2016 will r'eceive a2.25% Cost-of-Living Wage Adjustment;

2. Consistent with #2 for 2015 above, all compensation elements of CBA o'rolled ovel''

and neither increased nor decreased through 2016;provided, however, that where the County and

a union were already in the process of collective bargaining with respect to cefiain elements of
,,Total Compensatiort'' prior to June 27,z}l4,there may be increases or decreases in certain

elernents of^"Total Compensation" in those collective bargaining agreements. Additionally, the

Coalition "Administrative Support" Memorandum of Agreement (attached as Addendum A) is

also effective2015-2016 and expires January 31,2016;

3. Re-openers consistent with #3 for 2015 above,

Lump Sum Coalition Participation Premium Payment

On or before Decerirber 37,2014, a flat iump sum Coalition Participation Premium payment of
$500.00 per employee will be paidto bargaining unit members who are employed by King

County on June 27',2014, and whose bargaining units ratiff this agreement on or before

Total Conrpensation - Coqlition of Unions
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APPBNDIX A

August 15,2014, This payment is in consideration of the agreement by participating unions to

bargain economic issues with ICng County as a coalition rather than as individual bargaining

units, resulting in process efficiencies and savings in administrative costs for King County.

Additionally, this payment is in consideration for the agreement by participating unions to open

all compensation elemen* of CBAs on Januaty 1,2015 or latet, at the request ofKing County,

for the putpor. of bargaining a "Total Compensation" agreement in coalition, "Total

Compensation" eiements are defined earlier in this Memorandum of Agleement.

Changes to I(ing County Family and Medical Leave

The parties agree to a change in practice that will run King County familV Medical Leave

(KCi'ML) and Family Medical Leave Act (FMLA) concurrently,rathet than consecutively. This

rhung. is contingent upon the necessary King County Code change/policy being adopted by the

Kingtounty Council and then implemented fornon-represented ICng County employees. This

agreement does not prohibit the use of I(CFML intermittent leave after 12 weeks' The agreed

upon change will not be irnplemented for represented employees before July 1, 2015. The

parties agree to work together to identify the King County Code language changes necessary to

implement this change. As with all decision malcing in King County, the Equrty and Social

Justice Ordinance (#16948) will be applied.

It is further agreed that:

1. The COLA increases and lump sum payments outlined in this Agreement establish no

precedent with respect to futurc payments to King County employees;

2, The parties acknowledge that all parties have fuIfilled their obligations to engage in
collective bargaining over tho subjects contained in this Agreement;

3, The parties acknowledge that this Agr:eement is subject to approval by the King

County Council and ratification by the membership of the aforementioned Unions;

4. Any dispute regarding the interpretation and/or application of this Agteement shall be

handled pursuant to ttre tums of th. appliiable Union's gdevance procedure, provided that if
more than one bargaining unit has the same o( similar dispute, the grievances shall be

consolidated; and

5. The parties agree that this Memorandum of Agreement is contingent upon ratification

by the King County Council, and shall be effective once fully ratified by Kinq Coun$ (having

aiready been ratified by the undersigned Unions) through December 31,2016,

For King Cou

,/
Patti Cole-Tindall, Director
Offrce of Labor Relations
King County Executive Offrce

r-i7 ly
Date

Total Compensation - Coalitiort of Unions
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APPENDIX A

MEMORANDUM OI' AGRTEMENT
BY AND BETWEEN
KING COUNTY AND

TIIE UNDERSIGNtrD UMONS

ADDRESSING .(TOTAL COMPENSATION,, COALITION BARGAINING ; 2OI5 .2016

BUDGET; AND COST-Otr','-LIVING WAGE ADJUSTMENTS FOR KING COUNTY
COALITION OF'LABOR UNIONS BARGAINING UNIT MEMBBRS 2015.2016

Labor Organization: International Brotherhood of Teamsters Local 117

Ratified by the Members covered by the Contracts listed belowl

For ln orttl Brotherhood of Teamsters Local 117:

A-oln,*
Tracey A.

cba
code

Labor Organlzation Contract

412 Teamsters Local 117 Administrator I - Transit, Department of
'l"ronsnortation

4s6 Teamsters Local 117 Information Technology Managets and Supervisors
- Department of King County Information
Teohnolosy. Executive Branch Detinrtmeitts

461 Teamsters Local 117 Joint Units Asreement
454 Teamsters Local 117 Lesislative Analvsts - Kins Countv Council
230 Teamsters Local 117 Print Shop - Graphic Communications; Department

of Executive Services (Facilities Management
I)lvrslon)

ts4 Teamsters Local 117 Professional & Technical and Adrninistrative
Etrrnlovees

1s5 Teamsters Local 1 l7 Prosocutinp Attot'ney's Office
352 Teamsters Local 117 Sesurity Screeners - Kine County SherifPs Offige

t52 Teamsters Local 117 Transit Section Managers - Departrnent of
Transportation

159 Teamsters Local 117 Wastewater Treatment Division, Managers and

Assistant Managers - Department of Natural
Resources & Parks

1s6 Teamsters Local 117 Wastewater Treatment Division, Professional &
Technical and Administrative Support - Department
ofNatural Resources & Patks

1,57 Teamsters Local 117 Wastewater Treatment Division, Supervisors -
Deoartment of Natural ResoutoEs & Parks

Secretary-Treasurer

Total Compensation * Coalition of Unlons
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APPENDIX A

ADDENDUM A

MEMORANDUM OF' AGREEMENT

BY AND BETWEEN

KING COUNTY

AND

COALITION OT' LABOR UMONS

REPRESENTING

IilNG COUNTY ADMINISTRATTYE SI]PPORT CLASSIFICATIONS

Subject; "Coalition bargainiug for employees in specified administratlve support

classifieations

WHEREAS, King County and the undersigned labor unions representing certain adminishative

support classifiralions (,ihe Coalition') have agreed to bargainwages for those classifioations in

a coalition so that *y ugr.r*unts reacired *ouid be binding on all parties to the nogotiations and

would satisfy all bargaining obligations betwesn the parties with respect to wages for the

duration agreed to by the parties in such an agreement; and

WHEREAS, I(ng County and the Coalition have reached an agreement on wag-es, pursuant to

the terms r"i tortli ho"in, and therefore have fully satisfied their bargaining obligations on the

issue of wages for the duration of this Agreement;

Now THEREFORB, the parties have agrebd as follows:

1. The terms set forth in this Agreement shall applyto all positio"ns whlch are in the

following classifications and whioh are currently represonted by any of the undersigned

bargaining units:

Fiscal speciatist 1-.4
Administrative Specialist 1 - 4
Customer Service Specialist 1 - 4

Technical Information Processing Speci4list i - 4

Administrative Offi ce Assistant
Public Health Administrative Support Supervisor

Adrninistrative Staff Assistant

The positions referenced herein shall be referred to as "Coalition Administrative Support
posiiions,, and shall not include positions covered by bargainingunits eligible for interest

arbitratiorr.

-:;-*-:- -.--'--- -

Coatition Bargaining - Adminlslratiue Support Classifications.

000u0il1 156C0115 Appendix A_000u0414-To.ta-l!oryp-2015-2016=scsg.pdf .-
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APPENDX A

ADDENDUMA /

2. Beginning on January 1,z[lz,regular employees in Coalition Administrative Support

positionssirafireceiieawag€increase afL.5o/oabovestepl0uponcompleting15yearsservice
with King County, and a 3.0-% incroase (not crimulative with the 13% increase after 15 years)

above Step 10 upon completing 20 yoars service with King County; provided,,howover, that the

employeeis eligible for ihe above Step 10 premium only if heishe reoeives at least a3.25 rating

on ihe prior: y"*', performance evaluation. For pulposes of this provisiorr, yeats of service shall

be based or, ih. emlloyee's Adjusted Service Date as that term is defined in the King County
personnel Guidelines. The requirement that the ernployee earn at least a 3'25 rating on the

porfor:nance evaluation shall be waived for any year in which the employee did not receive a

performance evalgation prior to the start of the oalondar year. There shall be no limit or quota on

ihe number of employeei eligible to receive this wage premium above Step 10.

3. TSis Agreement fully satisfies tho parties' bargaining obligations with respect to

wagos for any. anfafl Coalition Administrative Support Positions t]rough December 37,2013.

Thiparties have agleed to bargain a successor agreement on wages in coalition utilizing the

same pl.oaess as was agreed toln these negotiations (see September 30, 2008 "Ground Rules for

King'iounty Adminisf,ative Support Coaiition Bargainingt' (attached hereto as Exhibit A)) with

the ;dditional agreement that any market surveys oonducted for those negotiations will bebased

on the following list ofjurisdictions:

1. Snohomish CountY
2. Pierco CountY
3, City of Seattle
4, CitY ofBellewe

? 8IlI:fHffifr'
7, CitY ofRedmond
8. CitY of Renton
9. CitY of l(ent

10. Port of Seattle

4. It is ihe partios' intent to not .simultaneously provide employees wittr both: a) the

wagepremium. rri.rrnr.d in Paragraph} of this Agreement, and b) an abovetop-step merit

pr"*iu- program, Therefore, employees in bargaining units which havo eligibility for above'

iop-stop *oitpuy arg not eligible forpremium under Paragraph2 of this Agreement; however;

suoh bargaining units may etect to.forgo above-top-step merit for their members who arepart of
this cqaftion in order for those members to be eligible for the premium under Paragraph 2 of this

Agreement. This provisionwould givo employees who are coveredbythese administrative

ffiort coalition iegotiations the option of: a) continuing to receive above-top'step merit pay

Ureyftave access to under their respective bargaining umt's existing collective baryaining

agrlemerrt, orb) receiving the wage premium under Paragraph 2_ of this Aefgeryent. Suc'h

.irptoy"., musi elect their preferre*option as a group as part of these negotiations, uod *Y:J

inaicaLttr"ir selection within 60 days of execution of this Agreement, and that seleotion will
remain in offeot for the duration of this Agreement.

-nrn,r*na;ii:7;;,';;;'t*tt*srip;%"ti;"$;;":*:.
000uutr ' tstCotis1lperylixe_o!!a0!!-a-r9(!comp-2,015-20!!=9csg.pdf .^
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APPENDIX A

ADDENDUM A

. 5. This Agreement applies to positions in the classifications referenced above

(Paragpaph 1) covered by the following collective batgaining agreements:

Union Contract cba
Cotle

hternational Brotherhood of Teamsters

LocalllT
Professional & Technical and

Administrative Employees

154

International Brotherhood of Teamsters
Localll7

'Wastewater Trmtment Division,
Professional & Technical and

Administrative Support - Department of
Natural Resources and Parks

156

Joint Crafts Colncil, Conskuction Crafts Appendix K: Departments: Executive
Services (Facilities Managementl Records,
Elections & Licensing Services), Nafural
Resources & Parks, Transportation

350

Office & Professional Eutployees
International lJnion, Local 8

Department of Ass essments 035

Offrce & Professional Employees
International Union, Looal 8

Departrndnts: Public Health @ivision of
Alcohol, Tobacco and Othor Drugs
Prevention), Community and Human

Services (Mental Health, Chemioal Abuse

and Dependency Services Division)

038

Profsssional and Technical Employees,
Local17

Professional and Technical - Departrnent of
Transoortation

446

Professional and Technical Employees,
LocaltT

Departments : Development and
Environmental Sorvices, Executive Sorvices,

Natural Resources and Parks, Transportation

040

Professional and Technical Employees,
Local 17

Departments: Public Health, Community and

Human Seryices

060

Publio Safety Employees lInion Non"Commissioned - Departrnent of Adult
and Juvenile Detention

191

Public Safety Ernployees Union Non-Commissioned - Kine County Sheriff s

Office
193

Technical Enrployees Assooiation Wastewater Tteatmont Division, Department
of Nafural Resources andParks, Staff

428

Washington State Council of County and

Citn Emolovees. Counoil 2, Lacal 2084-SC
Superior Court - Staff (Wages Only) 2',13

Washington State Council of Cowrty and
City Emplovees, Council 2, Local2O84SC-S

Superior Court - Supervisors (Wages Only) 2t4

Washington Stats Council of County and
Citv Emplovees. Council 2, Local 21AD

Department of Adult and Juvenile Detention 080

Washington State Council of County and

Citv. Ernplovees. Council 2, Local L652
Medical Examiner - Department of Public
Health

260

Wabhington State Cpuncil of County and

Ciw Emolovees. Counoil2. Local L652M
WorkSource - Depprtrnent of Community
and l{uman Servicos

263

Washington State Counoil of County and
Citv Emplovees. Council 2, Local 1652R

Industrial aud Hazardous Waste 2'15

Coalition Bargaining - Administrative Support Classifications "

000U011 - - 
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APPENDIX A

ADDENDUM A

6. This Agteernent shall romain in effect thtouglr December 3l,z}n,

E'or Pro al and Technical Employees, Local 17:

Representative

, Union Representative

tl lt rf tt' 
Date

q'2a' t\
Date

4 -2{*,/z
Date

Coalition Borgainin g - Admfuis b'ative Suppotl ClassiJi.cations
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For Offiee & Professional Ernployees International Union, Local 8:

Amanda Saylor,

For Washington State Council of County and City Employees, Council 2:

For King County-:

J. Johnson, Labor Negotiator III
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:GRoTIND nul,ps x'oR I(tNc couNTY ,

ADIIINISTMTIVE SUPPORT C0ALITION BARGAII'IIING
...::.'.'

:Authoritv of the coalltion. Thp partig,s.agfqe that lhe union coalition is

speaking-with one'voioe, and that thg partigq. are enga$ed in Qoalitign

bargainingxather than co'ordinated bargainirrg.,:Tdiha=t eqd ea6t 0f tlid ffiioli 
.

ptltllto cOalition. bargaining agree- that they will be 'bo.uLr.d,by tl19' rosults of' tlte

,o*titio" bapgainingjana lhutl tneir authofity wilt Ue .timited. by ttrg,, UniOl

"ualltionlq 
lead negqtlatol, Eaoh'ofthe unions furttrq! agre9.,!-h,q!fhe,$.91n,,-p.,ls . ,

partieipation in coatition,bdrgaining fulfifls,the County-ts st{utUiy,!b}ig.ation,"'

io'Uarnuin regalding the isstres within thq soope of this poalitiOn,b-afgairing :

wliile ihe pat"ri*Jbog4gq in this coalition liargainipg and for]he dy1$oq,of

un, u*.e*ent ieacheld.. 'fh" coalition has agteed that 'for .fatification

purposai;tho Unions wili condrict a pooied vote with_ onq employee; ore- vqte,

witir ati Vofes consolidatecl and the result detetmiued liy a simplemajorrty.

2.

3, 1 Status of. Contr,ai:tS, The status of contraois will .trot';'riffeol A'. union?s

l., ' , purtiiib"tion in,this,:prcicesi,.11s-1 wtll it affesfthe,:othel,plffiions of-this

. u$""-ort. The partig+ 4re agtgeing to reppgn all eontraots foltliq purpose of
n[eottutiog ao*iensation rolating to tlte:.specified" adminiSrttative pupport

olassificatioirs,

Scope of Topic. The scopeof the discussiorrs will be to negotiate waggratel

for ihe,olassifications at.issue. The parties may irglee to address'.additional

Scqpe of Classilicatious. Administative Support classifications; including

Fiscal Specialist 1-4

Customers Serviee SPeoialist t'4
Technical Information Prosessing Spscialisg 1 -4

Medical Application Specialist (fleatth) ' ,. ' 
,l

Atlmiuistrative Speoidlist Supervisor (Ilealth) :

Administrative Stdff Assistant
-. - ' -= , 

.,,. .' '.,.. a."..; a', ,:.-

slassifisation that the parties maY agtee toand any othpr slassifisation that the partto$ maY agree t0

1
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APPENDX A

ADDENDUM A

Scope of Bargaining Units Included. The bargaining units as defined in
Addendum A to this agreement are inqluded in this coalition bargaining,

Negotlation Process.

A, Lead Nqgotiators. The lead negotiator for ttre Cotmty will be the
Manager of Labor Relations or such other negotiator as may be appointed by
the County. The lead negotiator for the Coalition will be the General Counsel

for Tearnsters Local 117 ot such other negotiator as may be appointed by the
Coalition. Only the lead negotiator will have the authority to bind the party
that they represent.

B. Table Composition. Each party wilt name a fixed set of participants in
the negotiation Others may be permitied to parlicipato as subjeot matter

experts but not as membqs of each.negotiating tearn. l'he unions agree to
name no more than two (2) employee.representatiYos per union; prOvided that
Local 17 may appoint four (4) employee representatives. The County agrees

to provide release time to partioipate in negotiation provided that such release

time does not interfere with the opelations of the County, In such event, the

partios wiil discuss alternatives to address the issue.

C, D*tes. The lead negotiator for each party shall $ot a complete set of
negotiating dates begirxring in January, 2AO9, and concluding by April 15,

2009.

I). Location. Bargainiag sessions will be held

facilities.
at downtown County

Cbmmunication. The expectation is that the parties wilt bargain at thp table

rather than in the workplioe, Prior to issuing written communicatioris with
County employees ot Union members regarding the'substance of tlrese

negotiations, a paxry intending to issue such a communication will ixovide the

othor party with prior notice of that commmication and will attqmpt to resolve

any issues regafdiog the content of the somdlunication prior to publicatiou.

The parties retain the right to oorhmunioate with their sonstifirensies in non-

written form. However, oonsistent with the spirit of this commitment the

parties will respect'the concept of prior notice outlined in this pamgraph.

2

I 56C01 I 5 Aopendk A 000U041 4 TotalComp 201 5-2016-scsg.pdf
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Mediation and Fact Findlng. If the parties fail to reaoh agreement, the

parties will simultaneously (1) request the assistance of an impartial thfud

party seleoted by the parties; if the parties oannot reach agreemelt, then the

*taiuto, will be seleoted tlrough the Pubiic Employment'Relations
Commission to mediate the negotiations; and (2) appoint a neutral fact-finder
pursuant to the selection process below. The mediation will be scheduled

ahead of the fact finding hearing. The fact-finder shall be charged to make

non-binding recommeldations to the parties as to the terms of an agrcement

regarding. wage rates for the classifications at issue, The fact-fi.nder shall

"on*id". 
the market position of the classifications and the econornic

circumstances of the employer in making his or her recommendatiorts. The

faot-findlng will be conoluded no later than sixty (60) days after the

conclusion,of mediation with the recommendation to each party. The cost of
the fact-finder shall be borne equally by the parties'

a. Selection, The parties will attempt to mutually agres on a faot-finder,

Absent such agreoment, the parties will request a panel from the Public

Employment Relations Conrmission and will select afact finder through

mutual sttiking.
b. Hearing, The hearing ptocedue shall be detb,rmined by the fact finder

but shaf be conductedHir'ly and oxpeditiously.

c. Recommendation, Prior to issuing a formal rccommendation, the fact
' finder will meet informally with the parties to inform them of his or her

findings. Thereafter, the parties will have one week to attempt to reach an

agreement. If the parties ate unable to reaoh agreement the fact finder

shall issue his or her decision

APPENDIX A

ADDENDUMA
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APPENDIX A

ADDENDUM A

lQ, Roturn tb Individual Bargai.nirtg. After . the issuarios cif the

recommendation, ths pafiies may return to:rinediation or otherwise attenrpt to
tesolve ihe ugr.em"nt ,tf fl1e. parties faii ,to :agrce after the fact finding

: . procdss, the coalition prose$il will be oonolude{ and tlro pai:ties will'ipturn to
'bargbjning th'eir individual oqntraqtS. .. 'The parties: 'updersFnd ,1hiit suoh

bargainlng will bcgin fieqh, aird the.poFitip:rs taken in this coalitirin largaiiri4g
wiii not be applicalle tg that:bargaining. ' : : :

Dated this 30tl day of $epteriibgre 2008.

\

: TEAMSTERS IOCAL UNION NO. 1 17

, i,

TECril{ICAL EMPLOYEES AS S OCIATION

'4:
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