King County Comprehensive Labor Policy (LP 2010-031) Analysis
PO 2018-0178 Master Labor Agreement
	Labor Policy
	Labor Policy Description
	Does the MLA and its appendices comport with the County’s comprehensive labor policies?

	Labor/Management Committee
	
The County encourages active labor/management committees in all departments to discuss issues and interests of both parties.
	
Yes, the majority of the appendices representing the various bargaining units would either establish a labor/management committee or continue the existing labor/management committee.


	Mediation
	
The County encourages an alternative dispute resolution, such as mediation for resolving conflicts and grievance.
	
Yes, MLA Article 26.4 (superseding) states that any party, at any time, can request mediation as a form of alternative dispute resolution. 


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

	
Yes, the MLA includes 31 superseding articles that would apply to 85 bargaining units in 60 labor agreements.  

	Benefits
	
The County may need to consider cost sharing with County employees, possibly on a sliding scale basis in order to maintain its current level of benefits.

The bargaining agent shall bargain in good faith with the goal of reaching agreement that County employees shall make co-payments at the point of service to cover a portion of the cost of the medical, dental and vision benefits. 








The total percentage of benefit payments by County employees shall be at least equal to the average of payments made by employees of large public and private sector employers in the Puget Sound area.
	
It is unknown if Executive staff explored cost sharing on a sliding scale basis. Analysis is ongoing.


Yes, MLA Article 25 states that terms and conditions for medical, dental, vision, disability, accidental death and dismemberment, and life insurance programs are outlined under "2017-2018 Total Compensation" Agreement. Council approved the 2017-2018 Total Compensation Agreement in 2016 via ORD 18405. The Total Comp Agreement outlines the co-payments for employees represented by the Joint Labor Management Insurance Committee.


It is unknown to Council staff at this time if the total percentage equates to the average of payments made by employees of large employers in the Puget Sound. Analysis is ongoing.

	Compensation
	
When determining whether a change in wages is warranted, and when negotiating the amount of any such change, the executive shall consider the following factors:

i. economic conditions, including inflation or deflation, in the region,
ii. revenue and cost forecasts for the county,
iii. comparable market compensation, and
iv. the status of county reserves.

If a cost of living adjustment is warranted, it shall be linked to a specific Bureau of Labor Statistics Index, such as up to 90 percent of the calculated average of the 12 monthly percentage changes of the All-Cities CPI-W between July of the previous year and June of the current year.

The executive shall bargain in good faith with the goal of including provisions in
collective bargaining agreements that allow bargaining to be reopened on total
compensation and other contract terms when significant shifts in economic and
fiscal conditions occur during the term of the proposed agreement, as defined by
mutually-agreed upon objective measures, such as a swing in the King County unemployment rate of more than two percentage points compared with the previous year or a deviation of more than seven percent, net of inflation from the previous year in actual sales tax revenues collected.
	
A number of the MLA appendices include new pay ranges for certain position classifications. It is unknown to Council staff at this time whether the Executive considered the factors described in the compensation labor policy. Analysis is ongoing.








Not applicable since the MLA does not outline the economic terms. The 2017-2018 Total Compensation Agreement approved by Council in 2016 via ORD 18405, outlines the cost of living adjustment or general wage increase for the Coalition.



Not applicable since the MLA does not outline the economic terms. The 2017-2018 Total Compensation Agreement approved by Council in 2016 via ORD 18405, outlines the economic terms for the Coalition.

Note: The MLA Article 28 (superseding) states that if any non-Coalition bargaining unit within County reach a more favorable combined general wage increase and benefit funding rate, the Coalition would reserve the right to reopen the MLA to bargain the impacts of that decision. If the County can demonstrate that the non-Coalition bargaining unit made economic offsets in negotiations to increase wages or benefits, the reopener would not apply.


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

	
According to Executive staff, no additional binding interest arbitration rights were extended.

	Reduction-in-Force
	
Where there is an applicable collective bargaining agreement, the order of layoff shall be determined by the collective bargaining agreement.



	
Yes, the majority of the appendices representing the various bargaining units would have provisions relating to reduction-in-force and/or layoffs.

	Interest-based Bargaining
	
Collaborative bargaining as a means of achieving mutually satisfactory ends be used whenever the Executive and bargaining units agree.

	
Executive staff indicate that they used interest based bargaining in Coalition bargaining. In addition, they used King County Alternative Dispute Resolution for facilitation.

	Diversity in the County’s Work Force
	
To acknowledge the worth of cultural and ethnic diversity in building and maintaining an effective work force.

	
Not applicable to the MLA however, the Total Compensation Agreement for 2015-2016 (ORD 17916) mentions the “Employer of the Future/Investing in You” initiative. The initiative includes an area of focus on racial diversity and cultural response at all levels in the County.


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

	
Yes, MLA Article 16 (superseding) states that the County shall not contract out work, which the members of the Union have historically performed unless it is required by law or is a business necessity due to an emergency situation or to augment the workforce on a short-term, temporary basis.  

It states further that except for emergency situations, the County shall provide notice to the Union of its intent to contract out and, upon request, bargain the decision and/or effects of that decision. Except as provided herein, under no circumstance shall the County agree to any long-term or permanent contracting out of bargaining unit work. Nothing in this provision shall limit what the County has historically contracted out,
and no jobs will be eliminated due to contracting out.




	Use of Temporary and Part-Time Employees
	
To promote equitable employment practices and operational efficiency by
having ongoing stable, predictable bodies of work, which are halftime or more, performed by career service employees. Additionally, County will maximize the use of fulltime employees and consolidate less than full
time positions whenever possible.

	
Yes, MLA Article 18 (superseding) states that employees are encouraged to seek advancement within their specific work units, as well as within the County as a whole. All open regular and TLT positions that are represented by the unions that are part of the MLA shall be posted on the King County website and in Human Resources, for a minimum of 14 calendar days.

In addition, MLA Article 17 (superseding) states that term-limited temporary employees will not be used to supplant regular full-time equivalent or career service positions. 

	Timeliness of Labor Contract Negotiations
	
To complete negotiations with its collective bargaining units prior to the expiration of any agreement in effect subject to the concurrence of the Union as party to the agreement and individual circumstances pertaining to any given contract.

	
The County and the Coalition reached a tentative agreement on the MLA in October 2017. The MLA would be in effect from January 1, 2018 to December 31, 2020.

	Labor Management Partnerships
	
Opportunities for the involvement of employees and unions in decision-making and the identification of process improvements should be promoted and actively pursued.


	
According to Executive staff, member/employees were involved in every phase of bargaining and labor/management committees are active and supported in most bargaining units. 

	Project Labor Agreements
	
The county shall explore the use of a project labor agreement (PLA) for county projects when appropriate.

	
Not applicable to the MLA.

	Performance Evaluations
	
Employee performance evaluations shall be conducted at least annually as part of a systematic and equitable employee performance management system. These evaluations shall be maintained in employee personnel files. Employee performance evaluations shall be an element in a comprehensive employee performance management system
that shall include employee development and can be considered in determining
incentive compensation, promotions and demotions if agreed to by the union
through the collective bargaining process.

	
Yes, the majority of the appendices representing the various bargaining units would have provisions relating to performance evaluations.

Executive staff indicate that management retains the right to conduct performance appraisals. 

	Continuous Improvement
	
To promote a culture of continuous improvement.

	
According to Executive staff, several provisions of the MLA and its appendices support continuous improvement. For example, Article 12 Professional development fund pilot.

	Civilian Oversight of Sheriff’s Office
	
The Executive shall engage in good faith bargaining with labor organizations
that represent sheriff’s office employees to establish or enhance an office of civilian oversight of law enforcement, to the extent that bargaining is legally required.
	
Executive staff indicate that OLEO is not part of Coalition bargaining; OLEO is maintained. 

	[bookmark: _GoBack]Overtime
(LP 2012-034)
	
Subject to the county's collective bargaining obligations and applicable law, the County Executive shall pursue as a goal in collective bargaining an agreement that is supportive of the following:

A.  Overtime should be required or permitted only when necessary.

B.  In assigning and administering overtime, managers should continue to give appropriate consideration to the health and safety of employees and the public, the quality and productivity of services, and the need to maintain an appropriate staffing level for operations.

C.  To reduce unemployment, the County should hire or recall employees in preference to paying current employees to work overtime if doing so is cost-effective, taking into consideration all applicable costs, such as training, benefits and equipment.

D.  Job classifications that are not required by law to be compensated on an hourly basis should be compensated on a salaried basis whenever possible.

E.  Vacations, compensatory time off and other forms of scheduled leave should be coordinated to minimize the use of overtime to cover for employees who are on leave.

	



