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SUBJECT:  Proposed Ordinance 2009-0243 would approve and adopt the collective bargaining agreement negotiated by and between King County and the Service Employees International Union local 925, and establish the effective date of the agreement.

SUMMARY The proposed ordinance would approve a new six-year collective bargaining agreement (CBA) with Local 925 of the Service Employees International Union, representing approximately 175 members working in the Parks and Recreation Division of the Department of Natural Resources and Parks.  The agreement runs from January 1, 2008 through December 31, 2013, running concurrently with the current Parks Levy approved by the voters.  

The Bargaining Unit at a Glance 

The Service Employees International Union Local 925 represents Parks Division employees who are responsible for the maintenance, and operation of county parks, trails, athletic fields and pools.  Classifications include Park Specialists, Operating Engineers, Custodian, Inventory Purchasing Specialists, Playground Specialists, and Hazardous Waste Technicians.  They work with community groups, non-profit organizations and volunteers in maintaining the parks and operating them for public use. 
Consistency with Labor Policies 

The proposed CBA and MOA appear consistent with adopted labor policies.

Performance Evaluations
The CBA provides that the Parks Division intends to develop a “performance feedback system”.  This system is intended to promote open communication and promote employee growth and development.  The Performance Feedback System must be approved by the Labor Management Committee; Local 925 agrees to appoint a representative to serve on a division-wide committee to develop the Performance Feedback System.  This provision is a holdover from the previous agreement. 

Interest Arbitration  The unit is ineligible for interest arbitration.
New CBA Provisions
 

Temporary Employees    Existing contract language notes that temporary employees are supplemental to the regular work force, employed at will and part of the bargaining unit.  New language is added providing that, where a temporary position extends into the November 1-February 28 season, the positions are to be offered to a 0.67 FTE employee at no less than that person's rate of pay.  Additionally, with regards to the 4-month period that 0.67 employees are not working, language is added requiring them to notify the county of their interest in work opportunities; if employed, they will be paid at their regular rate of pay as a PS II.

 

Vacation Leave Payout  Existing contract language addresses payment to employees for accrual of vacation leave upon departure from county service, limiting payment for such accrual until the eligible employee reaches 6 months of service.  Language is added specifying that those limitations don't apply where employees use accrued vacation for qualifying events under the Washington Family Care Act, or as otherwise required by law.
 

Voluntary Employee Benefits Association  Language is added to sick leave payout provisions saying that, where a bargaining unit elects to adopt a Voluntary Employee Benefits Association as provided in King County code, that such adoption will supersede the sick leave cash out of the subject section of the agreement. 

Bereavement Language entitling employees to three working days of bereavement leave a year due to death of family members is changed to allow three working days of bereavement leave per instance.

 

Seasonal Employee Wage Steps  Seasonal employees will be classified as Parks Specialist I at range 35 starting January 1, 2009.  Returning seasonal employees will be placed at the step closest to what would have been their salary under the previous salary rate.  Seasonal employees will be hired in at step 2 of the applicable salary range, and progress 2 steps every 2080 hours up to step 10. 

 

Cost-of-living Wage Adjustments (COLA)  Pay rates in effect on December 31 2007 will be increased by 2.49 percent, effective January 1 2008; on January 1 2009, those rates will be increased by 90% of the increase in CPI-W  All Cities, but not less than 2% nor more than 6%; on January 1 2010, those rates will be further increased by 90% of the increase in CPI-W, but not less than 2% nor more than 6%.  The parties will reopen negotiations in 2010 for Cost of Living Increases for 2011, 2012, and 2013.
Lead Worker  Language granting lead workers a 7% premium above base wage rates is modified to provide for a 7.5% premium for lead workers.  Language is added describing criteria for lead assignments, including assignments to satellite offices with certain employee levels; special events; weekends or days without Parks Specialist IIIs on duty; no such assignments during probationary period; completion of supervisor training; rotation of lead assignments; section manager discretion in assignment of leads; operating engineers overseeing summer pools operations.
Supported Employment Program  Language is added acknowledging an ongoing study of the county's Supported Employment Program, addressing classification structure.  Park Specialist I positions will be paid at 100% of the appropriate step in Range 35.  The Union will be apprised of the status of the study; upon completion, the parties agree to reconvene negotiations on pay rates for new classifications, and to negotiate impacts of reclassification of any supported employees.  Any wage increase will be effective January 1, 2008 unless otherwise agreed.  

Work from Home  Telecommuting must be approved by section leadership.

Promotions  Employees promoted within the county who do not successfully complete their probationary period may return to their former classification within 6 months; if there is a vacant position within their classification, they must accept that vacant position.  Otherwise, the employee may 'bump' the least senior person in their former classification.  

Transfers  Transfer requests by employees disciplined within the previous six months are subject to management approval; such employees must be notified in writing at the time of discipline that transfer request requires management approval.  

 Probationary employee transfer request  Probationary employee transfer requests will be considered by management on a case by case basis.

 Protective Clothing  The county will continue to provide protective clothing, boots and accessories.

 Bus Passes   New language clarifies that Regular and Term-limited Temporary employees are eligible for bus passes.  

Transitional Duty  Orientation about transitional duty policy will be provided to all bargaining unit employees within six months of implementation of this CBA.

Dispute Resolution Procedure  In a process intended to resolve a grievance,  the provision requiring a decision by the Division Director within 35 days of the failure of a ‘step 1’ resolution effort is replaced by a requirement for a decision by the Division Director within 14 days; the Union has 14 days following that response by the Division Director to advance the grievance to step 3, to be made in writing to the Director of the Human Resources Division; the Union must sign the   grievant’s request.  The Human Resources Division Director will issue a written decision within 14 calendar days after a step 3 meeting.
Bumping  Language addressing the establishment of an appointment schedule and notice to employees related to the bumping process is replaced with language directing the joint implementation of a bump/transfer process at a centralized location; 14 days notice of any bump/transfer process is provided for, and employees may participate in person, by telephone or by proxy. A transfer process may occur in conjunction with the bumping process. These processes will be based on classification seniority.  

Staffing levels Existing language was updated to read that the county agrees to retain at least 72 regular bargaining unit FTEs  through December 31, 2013, if, in addition to sufficient levy funds, there is $4.1 million in business revenue earned each year of the agreement.  In no case will FTEs be reduced below 59 regular 12-month full-time bargaining unit FTEs.  If there is no successor agreement by December 31, 2013, but there are sufficient new levy funds and $4.1 million in b business revenues, the 72 FTEs will be retained until December 31, 2014, or until a successor agreement is reached, whichever comes first.

Employee Rights  An employee will be informed as soon as practicable when an investigation has been initiated concerning the employee.

Personnel File  Official personnel files will be securely maintained in a central location.  Employees or their authorized representatives are entitled to copies of the contents upon request.  Negative materials to be inserted into the personnel file shall be reviewed by the employee prior to insertion; the employee will first sign the material only to verify knowledge of the material being placed in the file.  Employees may add a rebuttal statement to any disputed items, which shall be attached to the documents and retained in the file. The employee may challenge the propriety of including such material in the files, and if successful in that challenge, the material will be removed.  An employee may request, after at least two years, to have records of disciplinary actions removed from the employee's personnel file; if no related violations have occurred since the issuance, the county will consider the request.  Employees may request that documentation reflecting favorably on the employee's conduct be included in the personnel file.
Safety Equipment will be repaired or replaced if the county determines it to be unsafe; when determined to be safe, the employee raising a concern will be advised.  Employees may refuse to work in situations of imminent danger where death or serious injury could result immediately.  Employees are responsible for reporting safety hazards. The county will provided personal protective equipment like clothing and boots where the law so requires.

Drug and Alcohol Policy  Within 30 days of the implementation of the agreement, a copy of the Drug and Alcohol Policy will be distributed to each bargaining unit employee, and to each new employee upon hire.  

Work Outside Classification  When a Parks Maintenance Specialist II is assigned to work as a certified arborist, that person will be paid at the Parks Maintenance Specialist III rate.

Key Standard CBA Provisions
No Strike or Lockout Provision – The proposed agreement has a no strike or lockout provision.

Licenses/Certifications – The County will reimburse employees for the cost of maintaining required licenses and certifications. 

Reduction in Force – If layoffs become necessary, the agreement states that the Labor Management Committee shall convene to discuss and recommend alternatives.  If park facilities are transferred to another government (e.g., annexations), the county will try to get new owners to hire affected employees.  Layoffs would occur by seniority and employees may exercise bumping rights.

Contracting Out – The county and union agree to partner to enter into Association Development and Operations Partnerships and other types of partnership agreements with outside parties.  The county agrees that no bargaining unit full-time equivalent employees will be reduced or eliminated as a result of implements the partnerships.

Fiscal Note – The 2009 cost to implement the agreement will be $536,411.  The 2010 and 2011 costs are estimated at $282,000 and $261,676 respectively.
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