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YOUR TEAM RECOMMENDS A YES VOTE! 
Highlights of the Tentative Agreement 

 
Your team worked hard to negotiate a strong agreement, especially given the economic 

crisis facing the County right now. We gained some improvements that in many places will make 
this a stronger contract than its predecessor, and we fought hard to stave off takeaways that the 
County was pushing in many areas. The contract has been reorganized with certain topics moving 
from one Article number to another, and in some instances (e.g. vacation) existing language has 
been updated to more closely resemble County-wide policy. Rest assured that your team carefully 
examined each and every proposed change and engaged in rigorous negotiations over every word 
in this contract. This Agreement includes tradeoffs including lowering the vacation accrual cap 
from 480 to 320 for future employees (all the existing WSNA bargaining unit as of January 1, 
2021 will maintain the higher cap of 480). We also agreed to make some changes to provide clarity 
around when and how schedule changes can occur.   

We were able to secure a 1% wage increase in 2021, a significant achievement considering 
that since COVID and the economic fallout it has caused, the County has not agreed to give any 
other group a wage increase for 2021.We also secured a 2% increase for 2022, and a modest 
ratification bonus of $500 for career-service employees.   

Renewal for Registered Nurse License.  New language.  Art 8.2.  For career-service nurses 
and term-limited temporary (TLT) nurses (after one year of employment). 

3% General Wage Increase (GWI) Over Two Years.  Effective January 1, 2021, wages 
will be increased by 1%. Effective January 1, 2022, wages will be increased by 2%. 

$500 Ratification Bonus. Regular employees in paid status as of ratification will receive a 
$500 payment, and TLT employees in paid status as of ratification will receive a $250 
payment. 

6.10:  New Bilingual Premium Pay. New benefit of $25 per pay period for employees assigned 
to provide bilingual, interpreter, and/or translator services.  

6.11:  New Certification Premium Pay. New benefit of $50 per pay period for approved 
certifications.  

9.2.1:  Free Parking at Goat Hill Through June 30, 2021. Nurses assigned to the King County 
Correctional Facility will continue to receive free parking through June 2021.  

10.7:  Compensatory Time. We agreed to lower the comp time balance from 80 to 40 hours per  

10.6.2:  Daily Overtime Language Improvement:  Eliminated language that deducted daily 
overtime if you called in sick the same week.   

10.9:  Scheduling for Non-Jail Health Services:  Current contract language allows management 
to change schedules except the County had to negotiate “significant” changes. Getting more 
specificity about what type of change is “significant,” and ensuring sufficient flexibility to change 
operations as necessary to best serve clients was a “must have” for the County. Your team fought 
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hard to build in as much notice and protections as possible. Under the new language, non-jail-
health nurses will receive 30 days’ notice for any change of more than 1.5 hours to a nurse’s 
scheduled shift, and 45 days’ notice for any change of scheduled days, or more than 1.5 hours to a 
scheduled shift.  

10.11:  Maintained current language on Jail Health Scheduling:  Management again tried to 
insert language allowing agency RNs to sign up when the draft schedule was released but your 
negotiating team fought that off.   

10.12:  Formalized language for the Jail Health Scheduling Committee:  This improved 
language was added to better define that the scheduling committee is recognized as vital to the 
rebid process, to consult on alternative staffing patterns/schedules, employee self-scheduling, or 
shared staffing  

11.5:  Transfers. This was one of the County’s top priorities and they pushed hard for the right to 
transfer CHS employees without limitation to improve business operations or advance equity and 
social justice interests (current language allowed involuntary transfers but did not elaborate on 
circumstances under which they could occur). We negotiated several limitations on the ability to 
transfer employees, including consideration of seniority and employee preference, and a 
prohibition against transferring between north & south sectors or between jail and non-jail 
facilities.  

11.6.1:  New Hire Wage Placement.  Improved language going forward.  When a new employee 
is hired into the bargaining unit, the nurse may be placed by the County at up to Step 11 of the 
salary range for a classification based upon a nurses’ prior relevant experience.  Succeeded in 
removing contract language about County budget and operational needs to fill positions.   

12.3:  Protections around PIPs. New protections that will apply when an employee is placed on 
a performance improvement plan.  

12.4:  Letters of Expectation:  Restored language!  At employee’s request, materials relating to 
letters of expectation or counseling will be removed after 12 months if no similar acts have 
occurred.   

12.4:  Letters of Reprimand “Sunset” (New language).  Letters of reprimand cannot be used for 
progressive discipline after a period of 18 months if no new discipline of a similar nature has 
occurred during that period.  

12.5:  Improvement to Just Cause Provision:  The County does not consider verbal coaching 
and counseling, letters of expectations, performance improvement plans, and similar management 
interventions as progressive discipline. Therefore, these actions shall not be considered 
disciplinary action subject to just cause or the grievance procedure, but they may be used later in 
progressive discipline to demonstrate an employee was adequately on notice about the need to 
comply with a particular workplace rule or expectation. 

12.5:  Arbitration:  In exchange for the clarifications and improvements to the just cause provision 
and the sunset clause for disciplinary letters, the team agreed to the following:  A Verbal 
Reprimand or Written Reprimand may only be pursued to Step 3 of the grievance procedure, and 
shall not be subject to further appeal at Step 4 Arbitration 
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13.3:  Working outside of Classification:  For working in a higher classification, you are paid a 
set 5% pay premium instead of “approximately 5%” above your current rate of pay.   

14:  Special Duty Language:  Added new language to contract which currently exists in County 
ordinance, adds definition and clarification about special duty assignments.  

15.3:  Non-JHS Staff Assigned to 24/7 Operations:  New language to better define hours and 
wages for community programs that run 24/7 (for example, the Isolation/Quarantine sites and 
possible future 24/7 operations.)   

16.2, 16.5, 16.6:   & 16.5:  Vacation. We fought hard to fend off a County proposal to decrease 
vacation accrual rates for all nurses and maintained current contract language. We agreed to lower 
the total cap from 480 to 320 for employees going forward (this is the amount nearly all other 
County employees are subject to).  We successfully preserved language ensuring that employees 
are paid their vacation upon separation, fighting off County demands to allow them to withhold 
payment unless an employee leaves in good standing.  

22:  More Bereavement Leave. Employees will now receive up to five days (max 40 hours) of 
bereavement leave (current contract language is three days).  

29:  Reduction in Force (RIF). Key existing protections in a RIF preserved, including 30 days’ 
notice, recall rights for two years, and application of seniority. “Bumping” rights by layoff division 
(e.g. within Community Health Services, Prevention, or Jail Health Services).  

 


