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General Items

Throughout the tentative agreement (TA), the 17A bargaining team and King County agreed to correct existing typos and where ever manager appeared, to replace it with director to reflect current County practices. In addition, dates were changed when appropriate to define the duration of the proposed agreement. Where possible, the Memorandum of Understanding were incorporated into the body of the TA. These are identified below. 
Article 1: Purpose, Equal Opportunity Employment, LMC

1.2  “legally protected union activity” was added.  This will provide additional protection to those individuals active within the bargaining unit against discrimination with respect to compensation, terms, conditions or privileges of employment.  
Article 2:  Union Recognition and Membership

No Changes Proposed
Article 3: General Provisions

3.4.2 We agreed to add to the picket line language the following “This section shall not apply in situations that pose an imminent threat to structures or human health and/or safety”. 
After several months of meetings we agreed to add a new section, 3.10 to the CBA. We did so only after extensive discussions with members, within the bargaining team and with King County. We finally agreed to this new section because we became convinced that it will actually provided more protection to the members than the existing open language included in current contract language found in 3.1, Management Rights in that it precludes use of the evaluation for discipline.
NEW SECTION  3.10.  Performance Evaluations:  The purpose of a performance evaluation shall be to notify employees of performance expectations and of the supervisor’s evaluation of the employee’s performance relative to those expectations.



Performance evaluations shall not be used for discipline, however they may be used to show that an employee has been notified of any concerns regarding his/her performance.



An employee may appeal a performance evaluation consistent with the Performance Evaluation article of the 2000 King County Personnel Guidelines. Section 15.3 of the  2000 Guidelines specifically state: 

15.3. Appeal of a Regular Employee Performance Evaluation

A. Within five working days after a copy of the performance evaluation is given to

the employee, the employee may request additional evaluation and

consideration. With the approval of the department director, the appointing

authority may designate an alternate five-working day period for this purpose.

The employee should prepare a written request as follows to the division

manager:

• Identify the evaluation by its date, the name of the rater, and the date

the evaluation was received.

• Specify the ratings or comments which the employee believes are

incorrect.

• State the ratings or comments the employee believes should be made

on the evaluation.

• Give facts substantiating each change requested.

• Keep a copy of the written request and send the original to the division

manager.

B. Upon receiving the request, the division manager will have 15 calendar days to

meet with the employee and either sustain or change the performance

evaluation and notify the employee of the decision in writing. In case of a

change to the evaluation, a copy of the revised evaluation is to be included with

the decision. In the event that the issue is not resolved by the division manager,

the employee may, within 15 calendar days of the meeting with the division

manager, meet with the department director who will notify the employee of

the decision in writing. The department director’s decision to sustain or change

the performance evaluation will be final.
Article 4: Holidays

No Changes Proposed  
Article 5: Vacations

5.5 clarifying language was added the carry-over language on usage of leave beyond the maximum amount, to be used prior to “the end of the last full pay period that includes” December 31 of each year. 
Article 6: Sick Leave
No Changes Proposed
Article 7: Paid Leaves

7.3.1 After having raised this in the last few rounds of bargaining, the County agreed to delete year and insert “per occurrence” in the bereavement leave language. 
7.3.4 We agreed to add “Immediate” to subsection title to reflect the actual defined family included within the subsection.
Article 8: Medical, Dental & Life Insurance

No Changes Proposed
Article 9: Compensation

9.1 Dates reflective of term of TA,  January 1, 07, 08, 09 
9.6. New language was added to start the section, “The provisions of this section (9.6 Overtime) shall apply to hourly employees only.” The section was further clarified with the inclusion of “exclusive of lunch period” in the language defining the work day. 
9.6.5 Has been revised to include the possibility of mixed compensatory time/paid. “With mutual agreement, compensatory time may be earned as a mix of time off and paid time (for example, one hour of straight time, one half-hour time off).”

9.9 Has been revised to eliminate reference to two tier system and grandfathering of pay for members. It also includes additional reference requiring those compensated under the section to, when requested by the manager, to provide proof of having a current, valid license or certificate.
9.9.2.1 We added Certified Floodplain Manager to the list of the certifications incorporating and eliminating an existing MOU.
9.12 was obsolete language and was eliminated
Article 10: Hours of Work

10.5.2 corrected grammatical error, deleted to, inserted “with”
10.2 Corrected typo (h)ours

Article 11: Vehicles

11.3 New language inserted after overnight storage “of a county vehicle”

11.7 Inserted “hourly”, compensation for hourly employees…this carries over the clarifications made in section 9.6
11.10 was eliminated as obsolete, this was language resulting from the changes made to take home assignment of vehicles bargained for the last contract
Article 12: Employee Rights

No Changes Proposed
Article 13: Temporary Employees

NEW SECTION 13.6 The County performs an annual review of temporary employee usage called the Body of Work Review. The County will annually meet with the Union to discuss the results of the review and provide any relevant documentation. We believe this will provide our members with another tool to monitor attempts at supplanting FTE positions with temporary employees. 
Article 14: Union Representation

No Changes Proposed
Article 15: Reduction in Force / Seniority

15.5 Bumping: Early in our team meetings, we identified what we believe has been a misuse and probable abuse of contract language in targeting members for lay-off. We spent a considerable amount of time attempting to put into place within this agreement, language which we believe provides neutrality and equitability in determining whether a member is qualified to bump. As a result of our extended discussions with the County, we arrived at the following language for addition to the end of the section:
When the department has determined that an employee identified for layoff is not qualified for the positions held by less senior employees, the Career Support Services program will perform a comprehensive skills assessment for the employee selected for layoff; the department will furnish Career Support Services with a complete and up-to-date  description of the position that is potentially a bumping option; and the department will consult with Career Support Services about whether the laid-off employee can be expected to achieve a satisfactory level of job performance within the duration of a probationary period, in the bumping option position. The parties will abide by the decision of Career Support Services and such decision shall not be grievable by either party.

15.5.2 We have added additional clarifying language on bumping in an effort to achieve the original intent of the section, that is, bumping of the least senior employee within the same classification and division for which s/he is determined qualified.
Article 16: Reclassification

16.3 We were successful in convincing King County to add “Failure on the part of King County to process a reclassification request within 180 days of submittal, or secure an extension from the Union, will automatically move the matter to Section 16.7 for resolution.” This is a return to language eliminated after the infamous class-comp bargaining.
16.7 We have deleted some and added other language clarifying the employee options for appeal/grievance of a reclassification decision.  An employee may file a classification grievance either under this Agreement or under the King County Personnel Board guidelines, but not both.  An employee that files a classification grievance under this Agreement cannot file the same grievance with the King County Personnel Board.

Article 17: Transfer / Re-employment

17.1.1.1 In order to improve lateral notices to our members we proposed and the County agreed to include a final sentence modification to this subsection that provides for addition notice “via the King County Jobs website and posted on the designated 17a bulletin board”
Article 18: Dispute Resolution and Grievance Procedure

No Changes Proposed
Article 19: Duration

This will be a 3 year agreement effective May 1, 2006 through May 1, 2009. 
The County has also agreed to provide the Bargaining Unit with a letter promising to begin bargaining at least six months to the expiration of the CBA.
Appendix B

Section B – We have revised the standard regarding take home assignments

reducing the field time standard from 65% to 50%. 
NEW SECTION 5. We agreed to a new section that requires “Employees with take-home privileges will keep a record each day of the time location and mileage of their last stop”
Appendix C

Subsection 1.2.7 was revised to incorporate the insurance MOU: however, costs of insurance shall be excluded. Employees on Runzheimer must maintain basic liability coverage for their vehicle used for work and provide proof of insurance but ill no longer be required to carry Business Use Insurance.
Section 1.4 We agreed to include additional language, “Provisions of this section 1.4 shall change to be consistent with IRS regulations, should there be amendment to the applicable regulation during the term of this agreement”
Section 1.5 We added clarifying language on computing of commute versus business mileage: Beginning of day travel expenses will be computed as follows:  When the employee begins the day in the field, the employee travel expense compensation will begin at that point where the mileage exceeds the normal commute mileage from the employee’s residence to the employee’s office of assignment
Appendix D

No Changes Proposed
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