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City Council

CITY OF SEATTLE

Agenda

June 7, 2022 - 2:00 PM

Meeting Location:

http://www.seattle.gov/council

Council Chamber, City Hall, 600 4th Avenue, Seattle, WA 98104

Committee Website:

Members of the public may register for remote or in-person Public 

Comment to address the Council. Details on how to provide Public 

Comment are listed below:

Remote Public Comment - Register online to speak during the Public 

Comment period at the 2:00 p.m. City Council meeting at 

http://www.seattle.gov/council/committees/public-comment. Online 

registration to speak will begin two hours before the 2:00 p.m. meeting 

start time, and registration will end at the conclusion of the Public 

Comment period during the meeting. Speakers must be registered in 

order to be recognized by the Chair.

In-Person Public Comment - Register to speak on the Public Comment 

sign-up sheet located inside Council Chambers at least 15 minutes prior 

to the meeting start time. Registration will end at the conclusion of the 

Public Comment period during the meeting. Speakers must be 

registered in order to be recognized by the Chair

Submit written comments to all Councilmembers at Council@seattle.gov

A.  CALL TO ORDER

B.  ROLL CALL

C.  PRESENTATIONS

Click here for accessibility information and to request accommodations. Page 2 
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June 7, 2022City Council Agenda

D.  PUBLIC COMMENT

Members of the public may sign up for remote or in-person public 

comment to address the Council for up to 2 minutes on matters on this 

agenda; total time allotted to public comment at this meeting is 20 

minutes.

E.  ADOPTION OF INTRODUCTION AND REFERRAL CALENDAR:

Introduction and referral to Council committees of Council Bills 

(CB), Resolutions (Res), Appointments (Appt), and Clerk Files 

(CF) for committee recommendation.

June 7, 2022IRC 352

Attachments: Introduction and Referral Calendar

F.  APPROVAL OF CONSENT CALENDAR

The Consent Calendar consists of routine items. A Councilmember 

may request that an item be removed from the Consent Calendar 

and placed on the regular agenda.

Journal:

May 31, 2022Min 3821.

Attachments: Minutes - Special Meeting

May 31, 2022Min 3832.

Attachments: Minutes

Bills:

AN ORDINANCE appropriating money to pay certain 

claims for the week of May 23, 2022 through May 27, 

2022 and ordering the payment thereof; and ratifying 

and confirming certain prior acts.

CB 1203343.

Appointments:

NEIGHBORHOODS, EDUCATION, CIVIL RIGHTS, AND CULTURE 

COMMITTEE:

Click here for accessibility information and to request accommodations. Page 3 
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June 7, 2022City Council Agenda

Appointment of Pauline Adonis as member, Seattle 

Youth Commission, for a term to August 31, 2023.
Appt 021744.

The Committee recommends that City Council 

confirm the Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

Appointment of Tatiwyat Buck as member, Seattle 

Youth Commission, for a term to August 31, 2023.
Appt 021755.

The Committee recommends that City Council 

confirm the Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

Appointment of Caroline Carter as member, Seattle 

Youth Commission, for a term to August 31, 2023.
Appt 021766.

The Committee recommends that City Council 

confirm the Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

Appointment of Kayla Haile as member, Seattle Youth 

Commission, for a term to August 31, 2023.
Appt 021787.

The Committee recommends that City Council 

confirm the Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

Appointment of Nyla Moxley as member, Seattle Youth 

Commission, for a term to August 31, 2023.
Appt 021798.

The Committee recommends that City Council 

confirm the Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

Click here for accessibility information and to request accommodations. Page 4 
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June 7, 2022City Council Agenda

Reappointment of Steven Pray as member, Seattle 

LGBTQ Commission, for a term to October 31, 2023.
Appt 021929.

The Committee recommends that City Council 

confirm the Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

G.  APPROVAL OF THE AGENDA

H.  COMMITTEE REPORTS

Discussion and vote on Council Bills (CB), Resolutions (Res), 

Appointments (Appt), and Clerk Files (CF).

CITY COUNCIL:

AN ORDINANCE relating to City employment; authorizing the 

execution of a collective bargaining agreement between The City of 

Seattle and the Seattle Police Management Association to be 

effective January 1, 2020 through December 31, 2023; and ratifying 

and confirming certain prior acts.

CB 1203321.

Attachments: Att 1 - Agreement with SPMA

Supporting

Documents: Summary and Fiscal Note

Summary Att 1 - Agreement with SPMA (Bill Draft)

NEIGHBORHOODS, EDUCATION, CIVIL RIGHTS, AND CULTURE COMMITTEE:

Appointment of Hamdi Mohamed as Director, Office of Immigrant 

and Refugee Affairs.
Appt 021882.

The Committee recommends that City Council confirm the 

Appointment (Appt).

In Favor: 3 - Morales, Sawant, Strauss

Opposed: None

Attachments: Appointment Packet

Confirmation Questions and Responses

I.  ITEMS REMOVED FROM CONSENT CALENDAR

Click here for accessibility information and to request accommodations. Page 5 
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J.  ADOPTION OF OTHER RESOLUTIONS

K.  OTHER BUSINESS

L.  ADJOURNMENT

Click here for accessibility information and to request accommodations. Page 6 
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SEATTLE CITY COUNCIL

Introduction and Referral Calendar

June 07, 2022

List of proposed Council Bills (CB), Resolutions (Res), Appointments 

(Appt) and Clerk Files (CF) to be introduced and referred to a City 

Council committee

Record No. Title
Committee Referral

By: Mosqueda 

AN ORDINANCE appropriating money to pay certain claims 

for the week of May 23, 2022 through May 27, 2022 and 

ordering the payment thereof; and ratifying and confirming 

certain prior acts.

City Council 1. CB 120334

By: Mosqueda 

AN ORDINANCE relating to grant funds from non-City 

sources; authorizing the Human Services Department to 

accept specified grants and execute related agreements for 

and on behalf of the City; amending Ordinance 126490, 

which adopted the 2022 Budget; changing appropriations to 

the Human Services Department; and ratifying and 

confirming certain prior acts.

Finance and 

Housing 

Committee 

2. CB 120338

By: Strauss 

AN ORDINANCE relating to grant funds from non-City 

sources; authorizing the Directors of the Office of Planning 

and Community Development and the Seattle Department of 

Construction and Inspections to accept a grant and execute 

related agreements; amending Ordinance 126490, which 

adopted the 2022 Budget; changing appropriations to 

various departments; and ratifying and confirming certain 

prior acts.

Land Use 

Committee 

3. CB 120339

By: Strauss 

Appointment of Sophia Benalfew as member, Equitable 

Development Initiative Advisory Board, for a term to 

February 28, 2025.

Land Use 

Committee 

4. Appt 02217

By: Strauss 

Appointment of Quanlin Hu as member, Equitable 

Development Initiative Advisory Board, for a term to 

February 28, 2023.

Land Use 

Committee 

5. Appt 02218

By: Strauss 

Appointment of Mark R. Jones as member, Equitable 

Development Initiative Advisory Board, for a term to 

February 28, 2023.

Land Use 

Committee 

6. Appt 02219

Page 1 Last Revised 6/6/2022City of Seattle
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By: Strauss 

Appointment of Jamie Madden as member, Equitable 

Development Initiative Advisory Board, for a term to 

February 28, 2024.

Land Use 

Committee 

7. Appt 02220

By: Strauss 

Appointment of Diana Paredes as member, Equitable 

Development Initiative Advisory Board, for a term to 

February 28, 2025.

Land Use 

Committee 

8. Appt 02221

By: Strauss 

Appointment of Kaleb Germinaro as member, Equitable 

Development Initiative Advisory Board, for a term to 

February 28, 2024.

Land Use 

Committee 

9. Appt 02222

By: Strauss 

Reappointment of Lindsay Goes Behind as member, 

Equitable Development Initiative Advisory Board, for a term 

to February 28, 2025.

Land Use 

Committee 

10. Appt 02223

By: Strauss 

Appointment of Maria Barrientos as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

11. Appt 02224

By: Strauss 

Appointment of Brenda L. Baxter as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

12. Appt 02225

By: Strauss 

Appointment of Troy Britt as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

13. Appt 02226

By: Strauss 

Reappointment of Penn DiJulio as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

14. Appt 02227

By: Strauss 

Appointment of Che Fortaleza as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

15. Appt 02228

By: Strauss 

Reappointment of Ana Cristina Garcia as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

16. Appt 02230

Page 2 Last Revised 6/6/2022City of Seattle
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By: Strauss 

Reappointment of Stewart Germain as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

17. Appt 02231

By: Strauss 

Reappointment of Christian Gunter as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

18. Appt 02232

By: Strauss 

Appointment of Quanlin Hu as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

19. Appt 02233

By: Strauss 

Reappointment of Brian L. Johnson as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

20. Appt 02234

By: Strauss 

Appointment of Nicole Li as member, Design Review Board, 

for a term to April 3, 2024.

Land Use 

Committee 

21. Appt 02235

By: Strauss 

Appointment of Kun Lim as member, Design Review Board, 

for a term to April 3, 2024.

Land Use 

Committee 

22. Appt 02236

By: Strauss 

Appointment of Christina Lin as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

23. Appt 02237

By: Strauss 

Reappointment of Katherine Liss as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

24. Appt 02238

By: Strauss 

Appointment of Benjamin Maritz as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

25. Appt 02239

By: Strauss 

Appointment of Joe Reilly as member, Design Review 

Board, for a term to April 3, 2023.

Land Use 

Committee 

26. Appt 02240

By: Strauss 

Appointment of Lisa Richmond as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

27. Appt 02241

Page 3 Last Revised 6/6/2022City of Seattle
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By: Strauss 

Appointment of Gavin Schaefer as member, Design Review 

Board, for a term to April 3, 2024.

Land Use 

Committee 

28. Appt 02242

By: Strauss 

Reappointment of Emily van Geldern as member, Design 

Review Board, for a term to April 3, 2024.

Land Use 

Committee 

29. Appt 02243

By: Strauss 

Appointment of Kelabe Tewolde as member, Seattle 

Planning Commission, for a term to April 15, 2025.

Land Use 

Committee 

30. Appt 02244

By: Morales 

AN ORDINANCE relating to service animals; conforming the 

definition of “service animal” to federal and state law; 

establishing a uniform definition for “service animal” by 

removing similar terms and including the definition in the 

Parks Code; making technical corrections; and amending 

Sections 6.310.465, 9.25.023, 9.25.082, 11.40.180, 

14.04.030, 14.06.020, 14.06.030, 14.08.015, 14.08.020, 

14.08.045, 14.08.070, 14.08.190, 18.12.030, and 18.12.080 

of the Seattle Municipal Code.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

31. CB 120335

By: Morales 

AN ORDINANCE relating to historic preservation; imposing 

controls upon the Cayton-Revels House, a landmark 

designated by the Landmarks Preservation Board under 

Chapter 25.12 of the Seattle Municipal Code, and adding it 

to the Table of Historical Landmarks contained in Chapter 

25.32 of the Seattle Municipal Code.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

32. CB 120336

By: Morales 

Appointment of Leslie Anne Anderson as member, Seattle 

Arts Commission, for a term to December 31, 2023.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

33. Appt 02216

By: Morales 

Reappointment of Dean E. Barnes as member, Landmarks 

Preservation Board, for a term to August 14, 2025.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

34. Appt 02229

By: Morales 

Appointment of Olisa Enrico-Johnson as member, Seattle 

Arts Commission, for a term to December 31, 2023.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

35. Appt 02245
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11

http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=13041
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=13042
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=13043
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=12680
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=12816
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=12972
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=12928
http://seattle.legistar.com/gateway.aspx?m=l&id=/matter.aspx?key=12864


By: Morales 

Appointment of Ricky Graboski as member, Seattle Arts 

Commission, for a term to December 31, 2023.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

36. Appt 02246

By: Morales 

Appointment of Danielle McClune as member, Seattle Arts 

Commission, for a term to December 31, 2023.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

37. Appt 02247

By: Morales 

Appointment of Kateri Joe as member, Families, Education, 

Preschool, and Promise Levy Oversight Committee, for a 

term to December 31, 2024.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

38. Appt 02248

By: Morales 

Appointment of Evan M. Smith as member, Families, 

Education, Preschool, and Promise Levy Oversight 

Committee, for a term to December 31, 2024.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

39. Appt 02249

By: Morales 

Reappointment of Roi Chang as member, Landmarks 

Preservation Board, for a term to August 14, 2025.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

40. Appt 02250

By: Morales 

Reappointment of Matt Inpanbutr as member, Landmarks 

Preservation Board, for a term to August 14, 2025.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

41. Appt 02251

By: Morales 

Appointment of Kenny Pittman as member, Historic Seattle 

Preservation and Development Authority Governing Council, 

for a term to November 30, 2024.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

42. Appt 02252

By: Morales 

Reappointment of William H. Southern Jr. as member, 

Community Involvement Commission, for a term to May 31, 

2024.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

43. Appt 02253
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By: Morales 

Appointment of Marcus White as member, Community 

Involvement Commission, for a term to May 31, 2023.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

44. Appt 02254

By: Morales 

Reappointment of Kristina M. Sawyckyj as member, Seattle 

Disability Commission, for a term to April 30, 2024.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

45. Appt 02255

By: Morales 

Reappointment of Andrew Ashiofu as member, Seattle 

LGBTQ Commission, for a term to April 30, 2024.

Neighborhoods, 

Education, Civil 

Rights, and 

Culture Committee 

46. Appt 02256

By: Herbold 

AN ORDINANCE relating to civilian and community 

oversight of the police; establishing a process for 

investigating complaints naming the Chief of Police; adding 

a new subchapter V to Chapter 3.29 of the Seattle 

Municipal Code; and amending Section 49 of Ordinance 

125315 to renumber the existing Subchapter V of Chapter 

3.29 and Sections 3.29.500 and 3.29.510 of the Seattle 

Municipal Code.

Public Safety and 

Human Services 

Committee 

47. CB 120337

Page 6 Last Revised 6/6/2022City of Seattle
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May 31, 2022City Council Meeting Minutes

Pursuant to Washington State Governor’s Proclamation No. 20-28.15 and Senate Concurrent Resolution 8402, this 

public meeting will be held remotely. Meeting participation is limited to access by the telephone number provided on 

the meeting agenda, and the meeting is accessible via telephone and Seattle Channel online.

A.  CALL TO ORDER

The City Council of The City of Seattle met in Special Session remotely 

pursuant to Washington State Governor’s Proclamation 20-28.15, and 

guidance provided by the Attorney General’s Office, on May 31, 2022, 

pursuant to the provisions of the City Charter. The meeting was called to 

order at 1:01 p.m., with Council President Juarez presiding.

B.  ROLL CALL

Juarez, Morales, Nelson, Pedersen, SawantPresent: 5 - 

Lewis, StraussAbsent: 2 - 

Herbold, MosquedaLate Arrival: 2 - 

C.  APPROVAL OF THE AGENDA

D.  ITEM OF BUSINESS

At 1:03 p.m., Council President Juarez announced that the Council would 

convene in Executive Session to discuss pending, potential, or actual 

litigation for an estimated length of 30 minutes. The Executive Session 

was extended for an additional 10 minutes. The Executive Session 

concluded at 1:41 p.m.

E.  ADJOURNMENT

There being no further business to come before the Council, the meeting 

was adjourned at 1:41 p.m. 

Page 1
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_____________________________________________________

Linda Barron, Deputy City Clerk

Signed by me in Open Session, upon approval of the Council, on June 7, 2022.

_____________________________________________________

Debora Juarez, Council President of the City Council

______________________________________________________

Monica Martinez Simmons, City Clerk
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Tuesday, May 31, 2022

2:00 PM

SEATTLE CITY COUNCIL

600 Fourth Ave. 2nd Floor

Seattle, WA 98104

Remote Meeting. Call 253-215-8782; Meeting ID: 586 416 9164; or 

Seattle Channel online.

City Council

Debora Juarez, Council President

Lisa Herbold, Member

Andrew J. Lewis, Member

Tammy J. Morales, Member

Teresa Mosqueda, Member

Sara Nelson, Member

Alex Pedersen, Member

Kshama Sawant, Member

Dan Strauss, Member

Chair Info: 206-684-8805; Debora.Juarez@seattle.gov

Journal of the Proceedings of the Seattle City Council
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May 31, 2022City Council Meeting Minutes

Pursuant to Washington State Governor’s Proclamation No. 20-28.15 and Senate Concurrent Resolution 8402, this 

public meeting will be held remotely. Meeting participation is limited to access by the telephone number provided on 

the meeting agenda, and the meeting is accessible via telephone and Seattle Channel online.

A.  CALL TO ORDER

The City Council of The City of Seattle met remotely pursuant to 

Washington State Governor’s Proclamation 20-28.15, and guidance 

provided by the Attorney General’s Office, on May 31, 2022, pursuant to the 

provisions of the City Charter. The meeting was called to order at 2:01 

p.m., with Council President Juarez presiding.

B.  ROLL CALL

The following Councilmembers were present and participating 

electronically:

Juarez, Herbold, Morales, Mosqueda, Nelson, Pedersen, Sawant, 

Strauss

Present: 8 - 

LewisLate Arrival: 1 - 

C.  PRESENTATIONS

There were none.

D.  ADOPTION OF INTRODUCTION AND REFERRAL CALENDAR:

IRC 351 May 31, 2022

Motion was made, duly seconded and carried, to adopt the 

proposed Introduction and Referral Calendar (IRC) by the 

following vote:

In Favor: Juarez, Herbold, Morales, Mosqueda, Nelson, Pedersen, Sawant, 

Strauss

8 - 

Opposed: None

E.  APPROVAL OF CONSENT CALENDAR

Motion was made, duly seconded and carried, to adopt the Consent 

Calendar.

Journal:

Min 381 May 24, 2022

The item was adopted on the Consent Calendar by 

the following vote, and the President signed the 

Minutes:

Page 1
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In Favor: Juarez, Herbold, Morales, Mosqueda, Nelson, 

Pedersen, Sawant, Strauss

8 - 

Opposed: None

Bills:

CB 120333 AN ORDINANCE appropriating money to pay certain 

claims for the week of May 16, 2022 through May 20, 

2022 and ordering the payment thereof; and ratifying 

and confirming certain prior acts.

The item was passed on the Consent Calendar by the 

following vote, and the President signed the Council 

Bill:

In Favor: Juarez, Herbold, Morales, Mosqueda, Nelson, 

Pedersen, Sawant, Strauss

8 - 

Opposed: None

F.  APPROVAL OF THE AGENDA

Motion was made, duly seconded and carried, to adopt the 

proposed Agenda.

Page 2
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G.  PUBLIC COMMENT

The following individuals addressed the Council:

Howard Gale

Angie Gerrald

Bryan Rodriguez

Justin Hyer

Anna Powell

Richard Columbare

Talisha Herald

Charlotte Thistle

Brittany Jarnot

Brett Frank-Looney

Jennifer Lekisch

Magnolia Klee

Tiffani Alvidrez

Michelle Balzer

Dee Johnson

Bruce Becker

Shelby Hansen

By unanimous consent, the Council Rules were suspended to allow the 

remaining speakers to address the Council.

Elizabeth Jackson

Kate Martin

Kimberly Wolfe

Joelle Craft

James Thomas

Daniel Bannon

Leif Giering

David Oldham

Ma Hernandez

Kyle Mitchell

Wei Lin

Davis Obenga

Carmen Figueroa

Jake Lindsay

Brogan Thomsen

Rich Morris

Michael Wolfe

Aaron Toso

Page 3
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Gordon Haggerty

Devin Glaser

Ryan Georgi

Kate Rubin

BJ Last

Tiffani McCoy

Doug Bambrick

David Haines

Councilmember Lewis joined the meeting at 2:26 p.m.

H.  COMMITTEE REPORTS

SUSTAINABILITY AND RENTERS' RIGHTS COMMITTEE:

Page 4
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1. CB 120325 AN ORDINANCE relating to housing and displacement mitigation; 

expanding the information required for submission under the 

Rental Registration Inspection Ordinance for rental housing 

units; requiring submission of rental housing-related information; 

and amending Chapter 22.214 of the Seattle Municipal Code.

The Committee recommends that City Council pass as amended 

the Council Bill (CB).

In Favor: 3 - Sawant, Lewis, Morales

Opposed: 2 - Nelson, Juarez

ACTION 1:

Motion was made by Councilmember Morales and duly seconded, to 

amend Council Bill 120325 by adding a new sixth Recital as shown below: 

WHEREAS, the Council believes that the rent and rental housing 

information property owners will submit to the research university should be 

made available to the public for transparency purposes; and 

The Motion carried by the following vote: 

In favor:   6 - Herbold, Lewis, Morales, Mosqueda, Sawant, Strauss

Opposed: 3 - Juarez,  Nelson, Pedersen 

ACTION 2:

Motion was made by Councilmember Morales and duly seconded, to 

amend Council Bill 120325, Seattle Municipal Code Section 22.214.040, 

as shown in Attachment 1 to the Minutes. 

The Motion carried by the following vote: 

In favor:   5 - Lewis, Morales, Mosqueda, Sawant, Strauss

Opposed: 4 - Herbold, Juarez, Nelson, Pedersen

ACTION 3:

Motion was made and duly seconded to pass Council Bill 120325 as 

amended. 

The Motion carried, the Council Bill (CB) was passed as amended 

by the following vote, and the President signed the Council Bill 

(CB):

In Favor: Herbold, Lewis, Morales, Pedersen, Sawant5 - 

Opposed: Juarez, Mosqueda, Nelson, Strauss4 - 

Page 5
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PUBLIC SAFETY AND HUMAN SERVICES COMMITTEE:

2. CB 120294 AN ORDINANCE relating to app-based worker labor standards; 

establishing a compensation scheme for app-based workers with 

minimum pay requirements and related standards for 

transparency and flexibility; amending Sections 3.02.125, 

3.15.000, and 6.208.020 of the Seattle Municipal Code; and adding 

a new Title 8 and Chapter 8.37 to the Seattle Municipal Code.

The Committee recommends that City Council pass as amended 

the Council Bill (CB).

In Favor: 4 - Herbold, Lewis, Mosqueda, Nelson

Opposed: None 

Abstain: 1 - Pedersen

ACTION 1:

Motion was made by Councilmember Morales and duly seconded, to 

amend Council Bill 120294, by adding a new Section 8, and renumbering 

the remaining section numbers accordingly, as shown below:

Section 8. The City Council intends to consider regulations for minimum 

payment, transparency, and flexibility for marketplace network companies 

no later than August 1, 2023. 

The Motion carried by the following vote: 

In favor:   7 - Herbold, Juarez, Lewis, Morales, Mosqueda, Sawant, Strauss

Opposed: 2 - Nelson, Pedersen

ACTION 2:

Motion was made and duly seconded to pass Council Bill 120294 as 

amended. 

The Motion carried, the Council Bill (CB) was passed as amended 

by the following vote, and the President signed the Council Bill 

(CB):

In Favor: Juarez, Herbold, Lewis, Morales, Mosqueda, Nelson, Pedersen, 

Sawant, Strauss

9 - 

Opposed: None

Page 6
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I.  ADOPTION OF OTHER RESOLUTIONS

There were none.

J.  OTHER BUSINESS

There was none.

K.  EXECUTIVE SESSION

At 4:02 p.m., Council President Juarez announced that the Council would 

convene in Executive Session to discuss pending, potential, or actual 

litigation for an estimated length of 20 minutes. The Executive Session 

was extended for an additional 10 minutes. The Executive Session 

concluded at 4:32 p.m.

L.  ADJOURNMENT

There being no further business to come before the Council, the meeting 

was adjourned at 4:32 p.m. 

Page 7
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_____________________________________________________

Linda Barron, Deputy City Clerk

Signed by me in Open Session, upon approval of the Council, on March 22, 2022.

_____________________________________________________

Debora Juarez, Council President of the City Council

______________________________________________________

Monica Martinez Simmons, City Clerk

Attachment: Attachment 1 - Action 2 of Council Bill 120325
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Attachment 1- Action 2 of Council Bill 12325  

 

Amend Section 2 of CB 120325 as shown in double underline and double strike through 
language below:  

 
22.214.040 Rental housing registration, compliance declaration, and renewals 

* * * 

G. An application for a rental housing registration shall be made to the Department on 

forms provided by the Director. The application shall include, but is not limited to:  

1. The address of the property;  

2. The name, address, and telephone number of the property owners;  

3. The name, address, and telephone number of the registration applicant if 

different from the property owners;  

4. The name, address, and telephone number of the person or entity the tenant is 

to contact when requesting repairs be made to their rental housing unit, and the contact person’s 

business relationship to the owner;  

5. A list of all rental housing units on the property, identified by a means unique 

to each unit, that are or may be available for rent at any time;  

6. Effective three months from the date the contract described in subsection 

22.214.055.C is executed, aA declaration of compliance from the owner or owner’s agent, 

declaring that the owner or owner’s agent has provided to the research university selected by the 

Office of Planning and Community Development or other office within the Executive 

Department, pursuant to Chapter 20.50, the information required for submission by Section 

22.214.055. This subsection 22.214.040.G.6 shall expire on the date the next City of Seattle 
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comprehensive plan update required by chapter 36.70A RCW is adopted, or on December 31, 

2025, whichever is later.  

((6.)) 7. A declaration of compliance from the owner or owner’s agent, declaring 

that all housing units that are or may be available for rent are listed in the registration application 

and meet or will meet the standards in this Chapter 22.214 before the units are rented; and  

((7.)) 8. A statement identifying whether the conditions of the housing units 

available for rent and listed on the application were established by declaration of the owner or 

owner’s agent, or by physical inspection by a qualified rental housing inspector.  

H. A rental housing registration must be renewed according to the following procedures:  

1. A registration renewal application and the renewal fee shall be submitted 

before the current registration expires;  

2. All information required by subsection 22.214.040.G shall be updated as 

needed, except that, effective three months from the date the contract described in subsection 

22.214.055.C is executed, the information described in Section 22.214.055 shall be submitted by 

the owner at least twice annually by April 15 and by October 15 each year for information on the 

months of March and September of that same year, respectively. The requirement to submit 

information described in Section 22.214.055 shall expire on the date the next City of Seattle 

comprehensive plan update required by chapter 36.70A RCW is adopted, or on December 31, 

2025, whichever is later; and ((,))  

3. A new declaration as required by subsection 22.214.040.G.6 shall be submitted.  

* * * 
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22.214.055 Submission of rental housing information  

 A. Effective three months from the date the contract described in subsection 

22.214.055.C is executed, the The property owner or owner’s agent shall submit the following 

information to a research university selected by the Office of Planning and Community 

Development or other office within the Executive Department on the schedule set out in 

subsection 22.214.040.H.2: 

1. The name of the property owner provided in subsection 22.214.040.G.2; 

2. The address of the property containing the rental housing units provided in 

subsection 22.214.040.G.1; 

3. The list of all rental housing units on the property required by subsection 

22.214.040.G.5; and  

4. For each rental housing unit: 

a. Whether it is vacant or occupied;  

b. The estimated net rentable square footage;  

c. The number of bedrooms;   

d. The number of bathrooms;  

e. Information sufficient to ascertain the current housing costs, as defined 

in Section 22.204.090, charged monthly;  

f. The amount and identity of utilities paid by the owner;  

g. The prospective housing costs if the unit is physically vacant; and 

h. If subject to a rental agreement, the current term of the rental 

agreement.  
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B. The information submitted to the research university or under this Section 22.214.055 

shall not include the name(s) of the tenant(s). 

C. The Office of Planning and Community Development or other office within the 

Executive Department will enter into a contract with the research university, directing it to use its 

unique expertise, including but not limited to its diverse array of academic resources, to sort, 

analyze, and report on this data to identify relevant displacement risks and rental housing market 

conditions for the City to use in policy and decision-making regarding housing. 

D. This Section 22.214.055 shall expire on the date the next City of Seattle 

comprehensive plan update required by chapter 36.70A RCW is adopted, or on December 31, 

2025, whichever is later. 
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CITY OF SEATTLE

ORDINANCE __________________

COUNCIL BILL __________________

AN ORDINANCE appropriating money to pay certain claims for the week of May 23, 2022 through May 27,
2022 and ordering the payment thereof; and ratifying and confirming certain prior acts.

BE IT ORDAINED BY THE CITY OF SEATTLE AS FOLLOWS:

Section 1. Payment of the sum of $26,608,616.78 on PeopleSoft 9.2 mechanical warrants numbered

4100577209 - 4100578891 plus manual or cancellation issues for claims, e-payables of $70,109.79 on

PeopleSoft 9.2 9100011802 - 9100011841, and electronic financial transactions (EFT) in the amount of

$95,970,480.64 are presented to the City Council under RCW 42.24.180 and approved consistent with

remaining appropriations in the current Budget as amended.

Section 2. Payment of the sum of $53,546,247.92 on City General Salary Fund mechanical warrants

numbered 51364147 - 51364816 plus manual warrants, agencies warrants, and direct deposits numbered

220001 - 222797 representing Gross Payrolls for payroll ending date May 24, 2022, as detailed in the Payroll

Summary Report for claims against the City that were reported to the City Council June 2, 2022, is approved

consistent with remaining appropriations in the current budget as amended.

Section 3. RCW 35.32A.090(1) states, “There shall be no orders, authorizations, allowances, contracts

or payments made or attempted to be made in excess of the expenditure allowances authorized in the final

budget as adopted or modified as provided in this chapter, and any such attempted excess expenditure shall be

void and shall never be the foundation of a claim against the city.”

Section 4. Any act consistent with the authority of this ordinance taken prior to its effective date is

SEATTLE CITY COUNCIL Printed on 6/6/2022Page 1 of 2
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File #: CB 120334, Version: 1

ratified and confirmed.

Section 5. This ordinance shall take effect and be in force 30 days after its approval by the Mayor, but if

not approved and returned by the Mayor within ten days after presentation, it shall take effect as provided by

Seattle Municipal Code Section 1.04.020.

Passed by the City Council the 7th day of June, 2022, and signed by me in open session in

authentication of its passage this 7th day of June, 2022.

____________________________________

President ____________ of the City Council

       Approved /       returned unsigned /       vetoed this _____ day of _______________, 2022.

____________________________________

Bruce A. Harrell, Mayor

Filed by me this ________ day of _________________________, 2022.

____________________________________

Monica Martinez Simmons, City Clerk

(Seal)
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File #: Appt 02174, Version: 1

Appointment of Pauline Adonis as member, Seattle Youth Commission, for a term to August 31, 2023.

The Appointment Packet is provided as an attachment.
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*Term begin and end date is fixed and tied to the position and not the appointment date. 
 

 

 
 

 
 

City of Seattle Boards & Commissions Notice of Appointment 
 

 

 
 

Appointee Name: Pauline Adonis 

Board/Commission Name: Seattle Youth Commission  Position Title: Commissioner 

 
  Appointment    OR      Reappointment 

 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 

9/1/2021 
to 
8/31/2023 

  
☒ Serving remaining term of a vacant position 

Residential Neighborhood: 
Mount Baker 

Zip Code: 
98144 

Contact Phone No.:  
 

Background:  
 
I want to become a member of the Seattle Youth Commission because everyday I am devoted to serving my 
community. Growing up in South Seattle, I have always been invested in the evolving landscape of the area. I love 
seeing the changes in my community, but I strongly believe there are many issues that have yet to be addressed, and 
I’m optimistic that we’ll be able to solve these problems. What caught my eye about being a member of the Seattle 
Youth Commission was the chance to connect my youth peers to city officials. For many youth historically, and in 
South Seattle especially, our voices are often not given enough weight in city policies and regulations that directly 
impact us. Being a member of the Seattle Youth Commission presents me with a unique, yet important role in 
helping to represent BIPOC youth voices in a society where our concerns are swept to the margins, which is a 
privilege I would be grateful to have. Another thing that spoke to me about being a commissioner was the 
opportunity to apply my various skills and knowledge to critical discussions around issues that impact my community. 
 
From the critical thinking skills I developed through being on my school’s mock trial team, to my extensive personal 
knowledge of South Seattle and the International Districts rich, resilience- filled history, I’m excited to further 
develop these skills, and share my input regarding issues that my friends, family, neighbors, and fellow community 
members face on a daily-basis. Finally, I’m interested in the fact that being a Seattle Youth Commissioner will present 
me with a one-of-a-kind learning opportunity. I love learning and my curiosity is fueled by exploring the world around 
me. I’m beyond excited to see my personal growth as a commissioner alongside fellow Seattle youth, and make a 
positive difference in my city while doing so.  
 

 

Authorizing Signature (original signature):  

 
Date Signed (appointed): 3/16/2022 
 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Seattle Youth Commission 2021-2022

1 / 4

Q1

Name

Pauline Adonis

Q2

Please provide your contact information.

Street Address

City, State

Zip Code

Phone Number

Email Address

Q3

What is your age?

16

Q4

Tell us where you go to school.

School Name Franklin High School

Grade Level Rising junior (11)

#11
COMPLETE

Collector:      Web Link 1  (Web Link)
Started:        Tuesday, June 22, 2021 1:07:59 PM

 Last Modified:        Monday, June 28, 2021 3:43:01 PM
 Time Spent:     Over a day

Page 2: 2021-22 Application
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Q5

Why do you want to become a member of the Seattle Youth Commission?

I want to become a member of the Seattle Youth Commission because everyday I am devoted to serving my community. Growing up 
in South Seattle, I have always been invested in the evolving landscape of the area. I love seeing the changes in my community, but I 
strongly believe there are many issues that have yet to be addressed, and I’m optimistic that we’ll be able to solve these problems. 
What caught my eye about being a member of the Seattle Youth Commission was the chance to connect my youth peers to city 
officials. For many youth historically, and in South Seattle especially, our voices are often not given enough weight in city policies and 
regulations that directly impact us. Being a member of the Seattle Youth Commission presents me with a unique, yet important role in 
helping to represent BIPOC youth voices in a society where our concerns are swept to the margins, which is a privilege I would be 
grateful to have. Another thing that spoke to me about being a commissioner was the opportunity to apply my various skills and 
knowledge to critical discussions around issues that impact my community. From the critical thinking skills I developed through being 
on my school’s mock trial team, to my extensive personal knowledge of South Seattle and the International Districts rich, resilience-
filled history, I’m excited to further develop these skills, and share my input regarding issues that my friends, family, neighbors, and 
fellow community members face on a daily-basis. Finally, I’m interested in the fact that being a Seattle Youth Commissioner will 
present me with a one-of-a-kind learning opportunity. I love learning and my curiosity is fueled by exploring the world around me. I’m 
beyond excited to see my personal growth as a commissioner alongside fellow Seattle youth, and make a positive difference in my 
city while doing so.

Q6

What are the issues in your community that you are passionate about and why?

One issue in my community that I am passionate about, and have been unlearning, relearning, working, and fighting against is water 
pollution and indigenous land sovereignty. Being a child of Filipino Immigrants, I never would have anticipated the similarities between 
our histories, which makes me even more motivated to fight this important issue. Although I am not of Duwamish nor Coast Salish 
ancestry, I believe it is vital that we protect our natural land and native environmental conservation practices for future generations of 
our city. Our youth are the inheritors of our land, and we deserve the right to enjoy Seattle’s flora and fauna as previous generations 
had. This year, I was lucky to be in one of InterimCDA’s Wilderness Inner-City Leadership Development programs where we learned 
about this very issue. It was mind-boggling to learn the damaging extent to which our city has manipulated the Duwamish River in 
particular - to the point where it’s unsafe for people to continue practicing their water-centered culture that they’ve been engaged in for 
many millennium. It’s a common saying that “water is life,” and that definitely holds true for our native peoples. When you learn about 
the river’s history, it makes you question why aren’t more people invested in this critical issue, which is another thing that motivates 
me to fight against it. 
Another issue in my community that I am passionate about is BIPOC food justice. Growing up, I always saw food as a given, and I 
even saw it as a key to emotional-security. But even the thought of the fact that some people who I interact with on a daily basis don’t 
have regular access to nutritious food was enough to get me invested in the issue. Like water, I strongly believe that food is life - not 
only is it a form of sustaining your body, but it’s a way of storytelling, retaining your culture, and even love. Eating good food should be 
a given, but unfortunately, for many this isn’t a reality, which is why I’m so invested in this issue. 
I’m also passionate about advanced-learning inequities in Seattle Public Schools. While attending Washington Middle School, a “Highly
Capable” pathway school, I often found myself, as well as my peers comparing our intelligence and our potential to the white-majority 
Highly Capable Cohort. I always viewed the HC Pathway as Seattle Schools’ excuse to further segregate our classrooms. This should 
go without saying, but this segregation is extremely damaging to all students in the system, and unfortunately it works at achieving its 
goal to further perpetrate white supremacy within the school system.
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Q7

What do you hope to gain from this experience?

Simply put, I hope to learn. Learn about issues from different youth perspectives, how to be an active citizen, how to effectively 
communicate my ideas, learn more about my city’s history, and learn how to grow as a person. I also hope to teach others about my 
own experiences and help them learn as well. Again, as a BIPOC youth, I’ve never had the opportunity to have my story and 
experiences heard from city leaders, and I hope this is the opportunity where I not only get to share my own thoughts, but also help 
represent the thousands of other BIPOC Seattle Youth who share the same sentiment. I also hope to gain connections with fellow 
Seattle change-makers and form lifelong connections to somehow change the world for the better someday.

Q8

What do you think makes your perspective unique to others?

I think my artistic approach to problem-solving makes my perspective unique to others. Growing up, I’ve always been a quiet person 
who’s found an outlet for personal expression through different forms of art. In our society, we’ve normalized analytical approaches, but
we often don’t shed enough light on the power of non-verbal expression. We don’t always remember spoken words, but it’s easier to 
reflect on the feelings that art can leave us with. I think the same way when it comes to activism and standing up for justice - I’ve 
always been passionate in creating work that communicates a message, yet penetrates to create meaningful memories alongside that. 
I think my approach is an asset in creating sustainable change that quantitative approaches don’t always achieve. It allows me to think
creatively about situations and look at them in different lenses which I think is important in change that is also equitable.

Q9

The City of Seattle’s Race and Social Justice Initiative advances racial equity in city government and the community.
What are your ideas about applying race and social justice principles as a Seattle Youth Commissioner?

An idea I have about applying social justice principles as a Seattle Youth Commissioner is to have relevant conversations regarding 
race, how we personally benefit from white supremacy, and what we can do to fight against it. It definitely is not a new or innovative 
idea, but it’s one that is proven to work. In these conversations, it’s important to give space for non-white voices to share their 
individual experiences that have been historically repressed by our society - and it’s also important to compensate these people for 
sharing their experiences and allowing us to learn from them. Another idea I have about applying social justice principles as a Seattle 
Youth Commissioner is to actively seek out a diverse set of voices and ideas. Although the Seattle Youth Commission is a group of 15
people, that doesn’t mean the extent to which these conversations take place stops there. Seattle’s youth population is not a monolith 
- everyone has a different story, perspective, opinion, and it’s damaging to cherry-pick which people we want to listen to, which is why 
it’s important that we include as many people in our conversations as possible.

Q10

Seattle Youth Commission interviews will be scheduled in
July. Will you be able to attend a phone or virtual interview
during this time?

Yes

Page 3: Interviews

Page 4: References
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Q11

Reference #1

Name De Pham

Phone

Email

Q12

Reference #2

Name David Lee

Phone

Email

Q13

Reference #3

Name Dev Vasquez

Phone

Email
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*Term begin and end date is fixed and tied to the position and not the appointment date. 
 

 

 
 

 
 

City of Seattle Boards & Commissions Notice of Appointment 
 

 

 
 

Appointee Name: Tatiwyat Buck 

Board/Commission Name: Seattle Youth Commission  Position Title: Commissioner 

 
  Appointment    OR      Reappointment 

 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 

9/1/2021 
to 
8/31/2023 

  
☒ Serving remaining term of a vacant position 

Residential Neighborhood: 
Downtown 

Zip Code: 
98104 

Contact Phone No.:  
 

Background:  
 
It would be an honor to represent diverse Indigenous students in Seattle. I want to connect and lead with other 
dedicated youth leaders from diverse cultures and experiences across Seattle. Connection has been an important 
value that my father always talks about, so I would like to understand common concerns and learn diverse 
perspectives on the Seattle government's issues. I think that it's an excellent opportunity to demonstrate that youth 
are leading now, and providing substantial representation for youth voices is essential. I want to be a part of it as an 
at-large commissioner position. I have overcome many barriers in my life, such as being a full scholarship recipient at 
the Northwest School. I want to continue building my capacity as a leader and advocate. 
 
I have been inspired by the leadership of my mentor, Dr. Andrea Garcia, Board Member of We Are Healers. This 
initiative encourages young Native leaders to pursue careers to become health professionals and leaders. In addition, 
her dedication and mentorship as a Mayoral Appointee in Los Angeles are teaching me to be humble, grounded, and 
engaged. 

 

Authorizing Signature (original signature):  

 
 
Date Signed (appointed): 3/16/2022 
 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Q1

Name

Tatiwyat Buck

Q2

Please provide your contact information.

Street Address

City, State

Zip Code

Phone Number

Email Address

Q3

What is your age?

14

Q4

Tell us where you go to school.

School Name Northwest School

Grade Level rising 9th grader

#12
COMPLETE

Collector:      Web Link 1  (Web Link)
Started:        Monday, June 28, 2021 3:33:01 PM

 Last Modified:        Monday, June 28, 2021 3:57:43 PM
 Time Spent:   00:24:42

Page 2: 2021-22 Application
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Q5

Why do you want to become a member of the Seattle Youth Commission?

It would be an honor to represent diverse Indigenous students in Seattle.  I want to connect and lead with other dedicated youth 
leaders from diverse cultures and experiences across Seattle.  Connection has been an important value that my father always talks 
about, so I would like to understand common concerns and learn diverse perspectives on the Seattle government's issues.  I think that 
it's an excellent opportunity to demonstrate that youth are leading now, and providing substantial representation for youth voices is 
essential. I want to be a part of it as an at-large commissioner position.  I have overcome many barriers in my life, such as being a full 
scholarship recipient at the Northwest School. I want to continue building my capacity as a leader and advocate.     

I have been inspired by the leadership of my mentor, Dr. Andrea Garcia, Board Member of We Are Healers. This initiative encourages 
young Native leaders to pursue careers to become health professionals and leaders. In addition, her dedication and mentorship as a 
Mayoral Appointee in Los Angeles are teaching me to be humble, grounded, and engaged.

Q6

What are the issues in your community that you are passionate about and why?

Access to quality education, affordable housing, healthy foods, and quality healthcare is important to me.  I am recently overcoming a 
multi-year battle with anemia and understand how my population is at higher risk for health issues.  Access to competitive sports is 
difficult for low-income players; there is still no guarantee that I will continue with my soccer club team year after year because of the 
cost of play.  My family barely makes it month to month in our apartment to ensure I can attend NW school, and my parents make 
sure I get high-quality organic produce and foods to support my health and wellbeing.  My family and community suffer from the worst 
of health disparities, and we have the lowest number of healthcare workers in advanced health professions.  I am inspired to become a 
healthcare leader and advocate to help change our current health system.  I am also passionate about raising awareness for Missing 
and Murdered Indigenous Women, environmental justice, and advocating for higher or equal pay for women.

Q7

What do you hope to gain from this experience?

Experience leading in new environments with new people is inspiring to me. However, learning about city government, how it functions, 
decisions are made, governance structures, and how money is used is still a little mysterious to me. I want to get a closer experience 
to learn more about how people collaborate and work together.  Learning student leader perspectives from different educational 
institutions will be helpful for me to continue and grow my lens.
Supporting engagement of more diverse voices and experiences to the Seattle Youth Commission and with the Mayor and City Council 
is something I would like to help grow.  The leadership of Indigenous female leaders inspires me. It is a unique time that Native 
candidates and representatives in Seattle are running.  Deb Haaland, Sharice Davids, Debra Lekanoff, and Paulett Jordan inspire me 
to demonstrate leadership at the National and State levels.  I want to be a part of leadership, so I often ask myself how I can lead? 
How can I contribute?

44



Seattle Youth Commission 2021-2022

3 / 4

Q8

What do you think makes your perspective unique to others?

I am a Native student (Indigenous), an enrolled member of the Yakama Nation, Wanapum Tribe, and an ancestry from the Puyallup 
tribe.  In most of the spaces that I participate and lead-in, I find myself the only Indigenous or Tribal person.  I am active in many 
areas and understand and expect to be the token Indigenous participant leader.  I come from a Tribal perspective wherein the broader 
society, including education and media, is the ongoing erasure of Native American people and narratives.  I have diverse life 
experiences and family and friend relationships, both urban and rural, and attended public and private schools.  My leadership 
strengths include listening, reflection, and taking action.

Q9

The City of Seattle’s Race and Social Justice Initiative advances racial equity in city government and the community.
What are your ideas about applying race and social justice principles as a Seattle Youth Commissioner?

Seattle students' civic learning programs can be a leadership development and pathway program for the Seattle Youth Commission.  
Building community, connection on deeper levels, and healing are essential practices for applying race and social justice principles.  
Knowing each other and our experiences as Seattle Youth Commission members, relationship building is the foundation for leading in 
racial equity work in city government and community.  We have to model what racial equity work looks like, working through complex 
histories, conversations, truths, reconciliation, healing, and then model and lead this for the City of Seattle.  I think it's vitally important 
to ensure substantial representation of the people most impacted by the inequalities and inequities.

Q10

Seattle Youth Commission interviews will be scheduled in
July. Will you be able to attend a phone or virtual interview
during this time?

Yes

Q11

Reference #1

Name Patsy Whitefoot

Phone

Email

Q12

Reference #2

Name Jenny Cooper

Phone

Email

Page 3: Interviews

Page 4: References
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Q13

Reference #3

Name Teo Rank

Phone

Email
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*Term begin and end date is fixed and tied to the position and not the appointment date. 
 

 

 
 

 
 

City of Seattle Boards & Commissions Notice of Appointment 
 

 

 
 

Appointee Name: Caroline Carter 

Board/Commission Name: Seattle Youth Commission  Position Title: Commissioner 

 
  Appointment    OR      Reappointment 

 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 

9/1/2021 
to 
8/31/2023 

  
☒ Serving remaining term of a vacant position 

Residential Neighborhood: 
Ravenna 

Zip Code: 
98115 

Contact Phone No.:  
 

Background:  
I am passionate about equity. Every person deserves the right to live a healthy, meaningful, and full life. I believe in 
giving people the opportunities they need to thrive. 
 
Throughout my life I’ve seen the impact and the value of education on me; I feel so fortunate to receive the 
education I have. In middle school I was involved and led IMPUHWE, a school led organization that works to get girls 
in developing countries the right to education as well as empowering women to their full potential. Through that 
group I have learned how educating a girl can truly make an astounding impact on society. During my time in 
IMPUHWE I discovered Water 1st international, a local Seattle organization working to get developing communities 
access to clean water. I’ve been a member of their youth board for the past two years. Through school and these two 
organizations I learned about the many intersectionalities between issues. Not having clean water for communities 
means girls have to walk to get water, and can't go to school, which creates devastating cycles. 
 
Understanding root causes of issues and intersectionalities between them is something else I am very passionate 
about. In March when I attended the Close Up foundation’s Empowering Female Leaders four week conference, not 
only did I gain perspective from girls all over the world, I learned about how to examine the roots of issues and how 
we can best solve them through careful examination. 
 
Another issue I am very passionate about is climate change and the impacts of climate change on marginalized 
communities. In 6th grade I was first exposed to the climate crisis and how human action can and is destroying our 
planet. Initially, I was terrified. I still am today, I often found myself scared and constantly worrying about what the 
future would be like for my generation. I took that fear as a 6th grader and channeled it into passion. Along with a 
fellow classmate I founded my school’s “green SIG (student interest group)” and we planned a school wide climate 
strike as well as other events to raise awareness. In the SYC I hope to take the organizing skills that I’ve learned to 
apply them to local issues such as uplifting local culture, improving homelessness, and continuing to create a green, 
healthy city.  

Authorizing Signature (original signature):  

 
Date: 3/16/2022 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Q1

Name

Caroline Carter

Q2

Please provide your contact information.

Street Address

City, State

Zip Code

Phone Number

Email Address

Q3

What is your age?

14

Q4

Tell us where you go to school.

School Name The Lakeside School (New student, I attended Seattle
Girls' School from 6-8th grade)

Grade Level Rising 9th grader/Freshman

#6
COMPLETE

Collector:      Web Link 1  (Web Link)
Started:        Friday, June 25, 2021 8:47:20 PM

 Last Modified:        Friday, June 25, 2021 9:44:52 PM
 Time Spent:   00:57:32

Page 2: 2021-22 Application
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Q5

Why do you want to become a member of the Seattle Youth Commission?

About a year ago, I was on a zoom call with two fellow classmates discussing plans for an upcoming climate strike and how we could 
improve our club’s outreach to the rest of the school when we brought up local government. We often discuss the power of youth 
voice, and the importance of gathering all perspectives in making civic decisions. I asked about any forums where we could share our 
ideas and concerns surrounding the climate crisis and found the Seattle Youth Commission. Since then, it has been my goal to not 
only get a chance to share my voice and perspective on the SYC but to amplify the voices of youth around Seattle. While people 
under 18 can’t vote, we are very impacted by policy decisions and are going to be the ones taking on problems that have been passed 
down to us by previous generations such as climate change. I’ve lived in Seattle for my entire life and seen the best and hardest parts 
of it. I want to help support equitable and long-lasting improvements for our city and its people and feel the SYC is the best way to 
channel that energy.

Q6

What are the issues in your community that you are passionate about and why?

I am passionate about equity. Every person deserves the right to live a healthy, meaningful, and full life. I believe in giving people the 
opportunities they need to thrive. 
Throughout my life I’ve seen the impact and the value of education on me; I feel so fortunate to receive the education I have. In middle
school I was involved and led IMPUHWE, a school led organization that works to get girls in developing countries the right to 
education as well as empowering women to their full potential. Through that group I have learned how educating a girl can truly make 
an astounding impact on society. During my time in IMPUHWE I discovered Water 1st international, a local Seattle organization 
working to get developing communities access to clean water. I’ve been a member of their youth board for the past two years. Through 
school and these two organizations I learned about the many intersectionalities between issues. Not having clean water for 
communities means girls have to walk to get water, and can't go to school, which creates devastating cycles. 
Understanding root causes of issues and intersectionalities between them is something else I am very passionate about. In March 
when I attended the Close Up foundation’s Empowering Female Leaders four week conference, not only did I gain perspective from 
girls all over the world, I learned about how to examine the roots of issues and how we can best solve them through careful 
examination. 
Another issue I am very passionate about is climate change and the impacts of climate change on marginalized communities. In 6th 
grade I was first exposed to the climate crisis and how human action can and is destroying our planet. Initially, I was terrified. I still am 
today, I often found myself scared and constantly worrying about what the future would be like for my generation. I took that fear as a 
6th grader and channeled it into passion. Along with a fellow classmate I founded my school’s “green SIG (student interest group)” and 
we planned a school wide climate strike as well as other events to raise awareness. In the SYC I hope to take the organizing skills 
that I’ve learned to apply them to local issues such as uplifting local culture, improving homelessness, and continuing to create a 
green, healthy city.

Q7

What do you hope to gain from this experience?

In the SYC I hope to gain a community with fellow members and grow together as we collaborate on addressing local issues. Being in 
an environment with fellow students who are engaged, motivated, and passionate about making positive change in their communities 
is one I am excited and hope to be in! In this experience I know I will gain an important perspective on local government and how it 
functions as well as continuing my knowledge about teamwork and problem solving. As someone who is interested in international 
relations and government, this is an opportunity I cannot pass up!
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Q8

What do you think makes your perspective unique to others?

I truly value everyone’s voices and have a strong empathy for those around me. As a commissioner my unique approach will be 
focusing on outreach and engagement with youth all around Seattle. I’ve seen how my engagement and passion has taught me so 
much and allowed me to make change and I want to give that opportunity to all youth. I also believe I am a good problem solver, 
collaborator, and leader, three skills which I have truly refined over three years of middle school. Getting opportunities and experience 
to be a leader in class, organizations, and student government has taught me the power of honesty, kindness, and given me the skills 
to lead with empathy and motivation. I know I will do my very best to bring all of these traits to the SYC.

Q9

The City of Seattle’s Race and Social Justice Initiative advances racial equity in city government and the community.
What are your ideas about applying race and social justice principles as a Seattle Youth Commissioner?

I want to help uplift the value that despite our differences we are all human and deserve to be treated with kindness and respect. 
In the past year I have never been more aware of the racism ingrained in America and society. During the protests after George 
Floyd’s murder, and the rising Black Lives Matter movement that followed, I learned that we all have a role in fighting against racism. 
Bystanders are often the perpetrators. If we all stick to the mainstream and the current state of “now” no progress can be made in 
improving racial equity. As a member of the SYC I will work to make sure we have honest conversations about race and equity. When I
began to do this in school I initially felt very uncomfortable and scared that saying the wrong thing could create conflict. After practice 
and an understanding that part of examining my white privilege is knowing that I don't have to be perfect to help make a difference. 
Now, I can say that these uncomfortable moments have truly benefited my perspective and knowledge about racial justice. I also see 
inequities in the Seattle area and will work with my fellow commissioners to address them.

Q10

Seattle Youth Commission interviews will be scheduled in
July. Will you be able to attend a phone or virtual interview
during this time?

Yes

Q11

Reference #1

Name Wendy Ewbank (Global Studies teacher and IMPUHWE
teacher leader)

Phone N/A

Email

Page 3: Interviews

Page 4: References
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Q12

Reference #2

Name Steph Poole (Science teacher and advisor)

Phone

Email

Q13

Reference #3

Name Laura Capossela (Fellow classmate and climate/green
SIG member)

Phone

Email
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*Term begin and end date is fixed and tied to the position and not the appointment date. 
 

 

 
 

 
 

City of Seattle Boards & Commissions Notice of Appointment 
 

 

 
 

Appointee Name: Kayla Haile 

Board/Commission Name: Seattle Youth Commission  Position Title: Commissioner 

 
  Appointment    OR      Reappointment 

 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 

9/1/2021 
to 
8/31/2023 

  
☒ Serving remaining term of a vacant position 

Residential Neighborhood: 
Greenwood/Bitterlake 

Zip Code: 
98103 

Contact Phone No.:  
 

Background:  
 
As a black female who lives with a single mom in low income housing, I know what it feels like to have less 
opportunities available to me. Since my mom is an immigrant and her first language isn't English, she hasn't been 
able to help me as much with school but she has always been really supportive and helped me as best as she could 
by getting me a touter and finding people to help me. There are a lot of kids with immigrant parents who are also 
first generation students like myself. Students like these can sometimes have more trouble in school because of the 
language barrier and the fact that they aren't getting enough support. I want to make sure that this isn't happening 
anymore and students who are first generation or have immigrant parents have more support and are prioritized. 

 

Authorizing Signature (original signature):  

 
 
Date Signed (appointed): 3/16/2022 
 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Q1

Name

Kayla Haile

Q2

Please provide your contact information.

Street Address

City, State

Zip Code

Phone Number

Email Address

Q3

What is your age?

15

Q4

Tell us where you go to school.

School Name Lincoln High School

Grade Level 10

Q5

Why do you want to become a member of the Seattle Youth Commission?

As a Minority I want to make sure that the POC youth in Seattle are heard and their voices are amplified. I also believe that I can help 
make a difference and bring new ideas to the table.

#3
COMPLETE

Collector:      Web Link 1  (Web Link)
Started:        Wednesday, June 16, 2021 7:42:43 PM

 Last Modified:        Wednesday, June 16, 2021 8:11:22 PM
 Time Spent:   00:28:39

Page 2: 2021-22 Application
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Q6

What are the issues in your community that you are passionate about and why?

Im passionate about providing a good education to students all over Seattle and having more resources for low income students or first
generation students. I also think it's important to help at risks teens that do not have enough support at home. I am also passionate 
about social justice issues and racial issues happening currently and the effects of this in schools and in Seattle's youth.

Q7

What do you hope to gain from this experience?

I hope to gain more knowledge about public policy and learn more about how the city council works. I also want to know what type of 
steps go into representing a district and passing laws etc. I also hope to gain more experience with public speaking and collaborating 
with other peers and people in power.

Q8

What do you think makes your perspective unique to others?

As a black female who lives with a single mom in low income housing, I know what it feels like to have less opportunities available to 
me. Since my mom is an immigrant and her first language isn't English, she hasn't been able to help me as much with school but she 
has always been really supportive and helped me as best as she could by getting me a touter and finding people to help me. There are 
a lot of kids with immigrant parents who are also first generation students like myself. Students like these can sometimes have more 
trouble in school because of the language barrier and the fact that they aren't getting enough support. I want to make sure that this isn't
happening anymore and students who are first generation or have immigrant parents have more support and are prioritized.

Q9

The City of Seattle’s Race and Social Justice Initiative advances racial equity in city government and the community.
What are your ideas about applying race and social justice principles as a Seattle Youth Commissioner?

I think Seattle youth should be more educated on racial inequality currently rather than the past and actually dive deep into why it 
matters and why we should talk about this. I strongly advise integrating this into school curriculums and making this a mandatory 
class or lesson to learn instead of spending a week or a few days during black history month discussing it. It's really important that 
students learn about what going on and how they can help.

Q10

Seattle Youth Commission interviews will be scheduled in
July. Will you be able to attend a phone or virtual interview
during this time?

Yes

Page 3: Interviews

Page 4: References
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Q11

Reference #1

Name Nigisti Araya

Phone

Email

Q12

Reference #2

Name Kathy Lindgren

Phone

Email NA

Q13

Reference #3

Name Kulane Adem

Phone

Email
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*Term begin and end date is fixed and tied to the position and not the appointment date. 
 

 

 
 

 
 

City of Seattle Boards & Commissions Notice of Appointment 
 

 

 
 

Appointee Name: Nyla Moxley 

Board/Commission Name: Seattle Youth Commission  Position Title: Commissioner 

 
  Appointment    OR      Reappointment 

 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 

9/1/2021 
to 
8/31/2023 

  
☒ Serving remaining term of a vacant position 

Residential Neighborhood: 
Victory Heights/Lake City 

Zip Code: 
98125 

Contact Phone No.:  
 

Background:  
 
As a woman of color at a diverse school race and racial issues our always prevalent in my life. There are lots of 
Seattle School policies that are inequitable and only cater to small groups of students (white, cis, het. and upper 
class). The early times in which school starts make it hard for students to get to school on time especially for families 
without means of transport. Grading and different academic requirements are completely outrageous and nearly 
impossible if you don’t have access to a computer, wifi, and so much more. I also would hope to create more 
opportunities for tutors and for kids to get the help they need as opposed to slipping through the cracks. Our local 
Libraries are an amazing resource and offer some useful programs for students, I’d love to get more involved and 
help spread the word. Disproportionately kids of color are failing and nothing is being done, access fo more resources 
and more lenient grading would make all the difference. I have lots of ideas surrounding our education system so we 
can recognize intersectionality and enact equality. There are lots of environmental issues I am passionate about 
solving, homelessness, food/water for low income communities, pollution in our lakes, beaches, and local parks and 
the lack of education for our community regarding sustainable living and current issues. 
 

 

Authorizing Signature (original signature):  

 
 
Date Signed (appointed): 3/16/2022 
 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Q1

Name

Nyla Moxley

Q2

Please provide your contact information.

Street Address

City, State

Zip Code

Phone Number

Email Address

Q3

What is your age?

16

Q4

Tell us where you go to school.

School Name Nathan Hale High School

Grade Level 10

Q5

Why do you want to become a member of the Seattle Youth Commission?

Giving back to my community is one of the most important things to me. This opportunity would allow me to work with a diverse group 
of people my age and be able to put my ideas into action. I often feel held back because of my age when it comes to being able to 
initiate real change and I feel that the Seattle Youth Commission would be the ideal program for me to do impactful work.

#9
COMPLETE

Collector:      Web Link 1  (Web Link)
Started:        Monday, June 28, 2021 2:19:20 PM

 Last Modified:        Monday, June 28, 2021 3:08:08 PM
 Time Spent:   00:48:48

Page 2: 2021-22 Application
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Q6

What are the issues in your community that you are passionate about and why?

As a woman of color at a diverse school race and racial issues our always prevalent in my life. There are lots of Seattle School 
policies that are inequitable and only cater to small groups of students (white, cis, het. and upper class). The early times in which 
school starts make it hard for students to get to school on time especially for families without means of transport. Grading and 
different academic requirements are completely outrageous and nearly impossible if you don’t have access to a computer, wifi, and so 
much more. I also would hope to create more opportunities for tutors and for kids to get the help they need as opposed to slipping 
through the cracks. Our local Libraries are an amazing resource and offer some useful programs for students, I’d love to get more 
involved and help spread the word.  Disproportionately kids of color are failing and nothing is being done, access fo more resources 
and more lenient grading would make all the difference. I have lots of ideas surrounding our education system so we can recognize 
intersectionality and enact equality. There are lots of environmental issues I am passionate about solving, homelessness, food/water 
for low income communities, pollution in our lakes, beaches, and local parks and the lack of education for our community regarding 
sustainable living and current issues.

Q7

What do you hope to gain from this experience?

I hope to gain insight on as many new perspectives as I can and to listen to the voices of passionate people my age. I also hope to 
have physical change within my community and ignite important/urgent conversations about current issues (pollution, homelessness, 
social issues, etc.).

Q8

What do you think makes your perspective unique to others?

As a mixed race girl living in a majority white city and having gone to an upper class private school from kindergarten to 8th grade to 
now a diverse, public school with a majority low income student body I have a look into both worlds and a larger scope on community 
issues because I’ve been apart of quite a few communities. I also have friends from lots of different Seattle schools from Lincoln to 
Franklin meaning I compile lots of complaints regarding communal issues from teens all over Seattle. I think I can bring a unique 
perspective because of my identity and I can also bring a perspective that encompasses voices of people my age from all over the 
city.

Q9

The City of Seattle’s Race and Social Justice Initiative advances racial equity in city government and the community.
What are your ideas about applying race and social justice principles as a Seattle Youth Commissioner?

I think we need to bring in specialists into schools to talk about racial bias, current events and the history of social justice. I also think 
if we want more diversity in schools, workplaces and other communities we need to make serious adjustments

Q10

Seattle Youth Commission interviews will be scheduled in
July. Will you be able to attend a phone or virtual interview
during this time?

Yes

Page 3: Interviews
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Q11

Reference #1

Name Rosetta Lee

Phone

Email

Q12

Reference #2

Name Lawrence Uhlman

Phone

Email

Q13

Reference #3

Name Rachel Woolley

Phone

Email

Page 4: References
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Reappointment of Steven Pray as member, Seattle LGBTQ Commission, for a term to October 31, 2023.

The Appointment Packet is provided as an attachment.
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City of Seattle Boards & Commissions Notice of Appointment 
 

 

 
 

Appointee Name:  
Steven Pray 

Board/Commission Name: 
Seattle LGBTQ Commission 

Position Title:  

Commissioner 

 
  Appointment    OR      Reappointment 

 
 

Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  Council  
  Mayor  
  Other: Fill in appointing authority 

Date Appointed: 
 
 
 

Term of Position: * 

11/1/2021 
to 
10/31/2023 

  
☐ Serving remaining term of a vacant position 

Residential Neighborhood: 
First Hill 

Zip Code: 
98101 

Contact Phone No.:  
 

Background:  
Steven Pray grew up in Kent, Washington, a suburb of Seattle. After graduating high school, he 
attended Central Washington University and received a degree in political science. He moved to Seattle 
in 2015 to start law school at Seattle University and has been living in the city ever since. After he 
graduated from law school he began working as a Union Representative at PROTEC17 with his 
assignment primarily being the City of Seattle. For the past year, Steven has been serving as a 
Commissioner for the Seattle LGBTQ Commission and looks forward to his continued work.  

 

Authorizing Signature (original signature):  

 
Date: 3/15/2022 

Appointing Signatory: 
 

Bruce Harrell 

Mayor of Seattle 

 
 
 
 
 
 
 
 

 
 

*Term begin and end date is fixed and tied to the position and not the appointment date. 
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STEVEN PRAY 
  

 

EDUCATION 
 

Seattle University School of Law Seattle, WA 

Juris Doctor, cum laude May 2018 

Awards/Honors: Admission Fellow; Trustee Law Scholarship; CALI award, Personal Injury Litigation; 

Dean’s List, 2016-2017; WSBA Labor & Employment Law Grant 

Advocacy: Labor and Employment Law Association, Vice President 

Seattle Journal for Social Justice, Marketing, Business & Events Editor 

Workers’ Rights Clinic, Rule 9 Licensed Legal Intern 

GPA/Class Rank: 3.55 / Top 20% 
 

Central Washington University Ellensburg, WA 

Bachelor of Arts, Political Science; Minor, Law and Justice, cum laude June 2014 

Awards/Honors: Political Science Department, Valedictorian 

National Social Science Ass’n Undergraduate Student Competition, 2014 Winner 

Afternoon Ceremony Student Commencement Speaker 

 

EXPERIENCE 
 

Professional & Technical Employees, Local 17 Seattle, WA 

Union Representative August 2018-Present 

• Bargaining the City of Seattle and Seattle Municipal Court collective bargaining agreements 

• File and attend hearings for grievances and unfair labor practices 

• Train shop stewards to engage current membership and register new employees as union members 

• Lead labor management meetings at Seattle City Light, Department of Neighborhoods, and Seattle Public Utilit. 
• Successfully organized the Records Management Specialists into our King County bargaining unit 

 
Seattle Public Schools General Counsel’s Office Seattle, WA 

Legal Extern June 2016- August 2016 

• Drafted and revised school board policies and procedures 

• Created a manual containing legal guidelines for the contracts department including when bids must be competitive 

• Researched and drafted memos on topics including employee termination, mandatory trainings, and affirmative action 

• Represented the District before an administrative law judge during preliminary hearings for non-resident appeals 

 
Kent School District Kent, WA 

Substitute Teacher October 2014-June 2015 

• Led classroom instruction for grades Kindergarten to 12
th 

in subject areas including English, Math, and History 

• Developed strategies to deliver teacher’s desired curriculum 

• Administered state required standardized tests and ensured consistency of process 

• Responded and adapted to new environments daily by teaching in over 20 schools in the district 

 

 

ADDITIONAL INFORMATION 
Licenses: Washington State Bar Association, Active Member #54374 

 

Publications:  Pray, Steven.  “Corporate Style Education Reform and the Latino Community.” 

Nat’l Social Science Assn. Journal, Vol. 43, No. 2, 112-118. (2015). 
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Seattle Lesbian, Gay, Bisexual, Transgender and Queer Commission  
January 2022  

 

Members: Pursuant to SMC 3.14.920, all members subject to City Council confirmation,   
2-year terms:   

▪ 8City Council-appointed   
▪ 9Mayor-appointed  
▪ 4Other Appointing Authority-appointed: Commission-appointed  

Roster:  
  

  
*D  

  
**G  

  
RD  

Position  
No.  

Position  
Title  

Name  
Term   

Begin Date  
Term   

End Date  
Term  

#  
Appointed  

By  

      1.  Member  VACANT  5/1/21  4/30/23  1  City Council  

      2.  Member  VACANT   5/1/21  4/30/23  1  Mayor  

      3.  Member  VACANT  5/1/21  4/30/23  1  City Council  

      4.  Member  VACANT  5/1/21  4/30/23  1  Mayor  

      5.  Member  VACANT   5/1/21  4/30/23  1  City Council  

      6.  Member  VACANT   11/1/21  10/31/23  1  Mayor  

      7.  Member  VACANT  11/1/21  10/31/23  1  Commission  

      8.  Member  Steven Pray  11/1/21  10/31/23  1  Mayor  

      9.  Member  VACANT  5/1/20  4/30/22  1  City Council  

      10.  Member  Nathaniel Higby   5/1/20  4/30/22  1  Mayor  

      11.  Member  VACANT  5/1/20  4/30/22  1  City Council  

      12.  Member  Brett Pepowski   5/1/20  4/30/22  1  Mayor  

      13.  Member  Raja Fouad  11/1/20  10/31/22  1  City Council  

      14.  Member  VACANT  11/1/20  10/31/22  1  Mayor  

      15.  Member  VACANT  11/1/21  10/31/23  1  City Council  

      16.  Get Engaged   Lillian M. Williamson  9/1/21  8/31/22 1  Mayor  

      17.   Member  
VACANT   

5/1/20  4/30/22  1  City Council  

      18.  Member  VACANT   11/1/21  10/31/23  1  Mayor  

      19.  Member  Victor Loo  11/1/21  10/31/23  2  Commission  

      20.  Member  Andrew Ashiofu  5/1/20  4/30/22  1  Commission  

      21.  Member  Jessi Murray  5/1/20  4/30/22  2  Commission  
  

SELF-IDENTIFIED DIVERSITY 
CHART  (1)  (2)  (3)  (4)  (5)  (6)  (7)  (8)  (9)  

  Men  Women  Transgender  Unknown  Asian  
Black/  

African   
American  

Hispanic/  
Latino  

American  
Indian/  
Alaska  
Native  

Other  

Caucasian/  
Non-Hispanic  

  
Pacific 

Islander  

  
Middle 
Eastern  Multiracial  

Mayor                            

Council                            

Comm                             

Total                            
Key:  

*D  List the corresponding Diversity Chart number (1 through 9)  
**G  List gender, M = Male, F= Female, T= Transgender, U= Unknown   
RD  Residential Council District number 1 through 7 or N/A  

Diversity information is self-identified and is voluntary.  
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SEATTLE CITY COUNCIL

Legislation Text

600 Fourth Ave. 2nd Floor
Seattle, WA 98104

File #: CB 120332, Version: 1

CITY OF SEATTLE

ORDINANCE __________________

COUNCIL BILL __________________

AN ORDINANCE relating to City employment; authorizing the execution of a collective bargaining agreement
between The City of Seattle and the Seattle Police Management Association to be effective January 1,
2020 through December 31, 2023; and ratifying and confirming certain prior acts.

WHEREAS, a collective bargaining agreement between The City of Seattle and the Seattle Police Management

Association expired on December 31, 2019; and

WHEREAS, employees represented by the Seattle Police Management Association continued to work after

December 31, 2019 on condition that the subject of their wages continued to be negotiated via collective

bargaining; and

WHEREAS, collective bargaining has led to an agreement concerning wages, benefits, and other conditions of

employment between The City and the Seattle Police Management Association; NOW, THEREFORE,

BE IT ORDAINED BY THE CITY OF SEATTLE AS FOLLOWS:

Section 1. As requested by the Seattle Human Resources Director and recommended by the Mayor, the

Mayor is authorized on behalf of The City of Seattle to execute a collective bargaining agreement with the

Seattle Police Management Association, effective January 1, 2020 through December 31, 2023, substantially in

the form attached to this ordinance as Attachment 1 and identified as “Agreement By and Between The City of

Seattle and Seattle Police Management Association.”

Section 2. Any act consistent with the authority of this ordinance taken after its passage and prior to its

effective date is ratified and confirmed.

SEATTLE CITY COUNCIL Printed on 6/6/2022Page 1 of 2
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File #: CB 120332, Version: 1

Section 3. This ordinance shall take effect and be in force 30 days after its approval by the Mayor, but if

not approved and returned by the Mayor within ten days after presentation, it shall take effect as provided by

Seattle Municipal Code Section 1.04.020.

Passed by the City Council the ________ day of _________________________, 2022, and signed by

me in open session in authentication of its passage this _____ day of _________________________, 2022.

____________________________________

President ____________ of the City Council

       Approved /       returned unsigned /       vetoed this _____ day of _________________, 2022.

____________________________________

Bruce A. Harrell, Mayor

Filed by me this ________ day of _________________________, 2022.

____________________________________

Monica Martinez Simmons, City Clerk

(Seal)

Attachments:
Attachment 1 - Agreement By and Between the City of Seattle and Seattle Police Management Association

SEATTLE CITY COUNCIL Printed on 6/6/2022Page 2 of 2
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Att 1 – Agreement with SPMA 

V1 

 

i 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

 
 
 
 
 
 
   
AGREEMENT 
 
 
By and Between 
 
 
THE CITY OF SEATTLE 
 
 
and 
 
 
SEATTLE POLICE MANAGEMENT ASSOCIATION 
 
 
Effective January 1, 2020 through December 31, 2023 
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Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

TABLE OF CONTENTS 
 
ARTICLE 1 - RECOGNITION AND BARGAINING UNIT ................................................ 1 

ARTICLE 2 - ASSOCIATION ENGAGEMENT AND PAYROLL DEDUCTIONS ............. 2 

ARTICLE 3 - EMPLOYMENT PRACTICES .................................................................... 4 

ARTICLE 4 - SALARIES AND DEFERRED COMPENSATION .................................... 14 

ARTICLE 5 - HOLIDAYS ............................................................................................... 15 

ARTICLE 6 - VACATIONS ............................................................................................ 17 

ARTICLE 7 - PENSIONS .............................................................................................. 19 

ARTICLE 8 - HEALTH INSURANCE COVERAGE........................................................ 20 

ARTICLE 9 - SICK LEAVE, LONG TERM DISABILITY AND INDUSTRIAL 
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ARTICLE 10 - MANAGEMENT RIGHTS ....................................................................... 23 

ARTICLE 11 - WORK STOPPAGES ............................................................................. 24 

ARTICLE 12 - SUBORDINATION OF AGREEMENT .................................................... 25 

ARTICLE 13 - SAVINGS CLAUSE ................................................................................ 26 

ARTICLE 14 - ENTIRE AGREEMENT .......................................................................... 27 

ARTICLE 15 - GRIEVANCE PROCEDURE .................................................................. 28 

ARTICLE 16 - INTERNAL INVESTIGATION PROCEDURES AND THE POLICE 

OFFICERS' BILL OF RIGHTS ................................................................ 36 

ARTICLE 17 - JOINT LABOR MANAGEMENT COMMITTEE ...................................... 51 

ARTICLE 18 - DURATION OF AGREEMENT ............................................................... 52 

APPENDIX A – SALARIES ........................................................................................... 54 

APPENDIX B – MEMORANDUM OF UNDERSTANDING ............................................ 57 

APPENDIX C – SPFML PILOT PROGRAM .................................................................. 61 

APPENDIX D –  LABOR-MANAGEMENT HEALTH CARE COMMITTEE MOA ........... 63 

APPENDIX E – CURRENT MOA’s INCORPORATED BY REFERENCE ..................... 69 

APPENDIX F – WAPFML COALITION MOA ................................................................ 70 
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Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

 
 
 

 

 
 

AGREEMENT 

 
BY AND BETWEEN 

 
THE CITY OF SEATTLE 

 
AND 

 
SEATTLE POLICE MANAGEMENT ASSOCIATION 

 
 
This Agreement is between the City of Seattle (hereinafter called the Employer or the 
City) and the Seattle Police Management Association (hereinafter called the Association) 
for the purpose of setting forth the wages, hours, and other conditions of employment for 
those employees for whom the Association is the exclusive bargaining representative. 
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Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

ARTICLE 1 - RECOGNITION AND BARGAINING UNIT 
 

1.1 The Employer recognizes the Association as the exclusive bargaining 
representative for the collective bargaining unit described in decision(s) emanating from 
Washington State Public Employment Relations Commission Case No. 1620-E-78-314. 

1.2 Pursuant to Section 1.1 above, the classifications of employees covered by this 
Agreement are set forth in Appendix A of this Agreement. 

1.3 The elected President of the Association or their designated representatives are 
recognized by the Employer as official representatives of the Association empowered to 
act on behalf of members of the bargaining unit for negotiating with the Employer. 

1.4 The President of the Association or their designated alternate shall be the liaison 
between the Association and the Seattle Police Department. 

1.4.1  Upon sufficient notification the Employer shall grant the President of the 
Association or their  designee a special leave of absence with pay to attend legisla-
tive hearings and/or conduct business for the Association to the extent that such 
leave does not interfere with the reasonable needs of the police department.  The 
sum total of all such absences shall not exceed fifteen (15) workdays in any 
calendar year.  The Association shall reimburse the Employer for the hourly rate 
of pay including any premium pay for such time said Association representative 
spends on special leave of absence. 
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Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

ARTICLE 2 - ASSOCIATION ENGAGEMENT AND PAYROLL DEDUCTIONS 

2.1 The City agrees to deduct from the paycheck of each employee, who has so 
authorized it, the regular initiation fee, regular monthly dues, assessments, and other fees 
as certified by the Association. The amounts deducted shall be transmitted monthly to the 
Association on behalf of the employees involved. 

2.2 The performance of this function is recognized as a service to the Association by 
the City and the City shall honor the terms and conditions of each worker’s Association 
payroll deduction authorization(s) for the purposes of dues deduction only. 

2.3 The Association agrees to indemnify and hold the City harmless from all claims, 
demands, suits or other forms of liability that arise against the City for deducting dues 
from Association members pursuant to this Article, including those that have 
communicated a desire to revoke a previous deduction authorization, along with all other 
issues related to the deduction of dues or fees. 

2.4 The City will provide the Association access to all newly hired employees and/or 
persons entering the bargaining unit within thirty (30) days of such hire or entry into the 
bargaining unit. 

2.5 The Association and a shop steward/member leader will have at least thirty (30) 
minutes with such individuals during the employee’s normal working hours and at their 
usual worksite or mutually agreed upon location. 

2.6 The City will require all new employees to attend a New Employee Orientation 
(NEO) within thirty (30) days of hire. The NEO will include an at-minimum thirty (30) 
minute presentation by an Association representative to all employees covered by a 
collective bargaining agreement. 

 
2.6.1 The individual Association meeting and NEO shall satisfy the City’s 
requirement to provide a New Employee Orientation Union Presentation under 
Washington State law. 

2.7 At least five (5) business days before the date of the NEO, the City shall provide 
the Association with a list of names of the bargaining unit members attending the 
Orientation. 

2.8 New Employee and Change in Employee Status Notification: The City shall supply 
the Association with the following information on a monthly basis for new employees: 

 
a)  Name 
b) Home address 
c)     Personal phone 
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Effective January 1, 2020 through December 31, 2023  

d)  Personal email (if a member offers) 
e)  Job classification and title 
f)   Department and division 
g) Work location 
h) Date of hire 
i) Hourly or salary (FLSA) status 
j) Compensation rate 

2.9 Any employee may revoke their authorization for payroll deduction of payments to 
their Association by written notice to the Association in accordance with the terms and 
conditions of the Association dues authorization rules. 

2.10 The Association shall transmit to the City, in writing, by the cutoff date for each 
payroll period, the name(s) of the Employee(s), as well as Employee ID Number, who 
have, since the previous payroll cutoff date, provided the Association with a written 
authorization for payroll deductions, or have changed their prior written authorization for 
payroll deductions. 

2.11 Every effort will be made by the City to end the deductions effective on the first 
payroll, and not later than the second payroll, after receipt by the City of confirmation from 
the Association that the terms of the employee’s authorization regarding dues deduction 
revocation have been met. 

2.12 The City will refer all employee inquiries or communications regarding Association 
dues to the Association. The City may answer any employee inquiry about process or 
timing of payroll deductions. 

2.13 The City including its officers, supervisors, managers and/or agents, shall remain 
neutral on the issue of whether any bargaining unit employee should join the Association 
or otherwise participate in Association activities at the City. 
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Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

ARTICLE 3 - EMPLOYMENT PRACTICES 
 

3.1 Selection of employees for the rank of Police Lieutenant or Police Captain shall be 
accomplished by the Employer in accordance with applicable rules established by the 
Public Safety Civil Service Commission for as long as the Commission has jurisdiction 
over such matters pursuant to City ordinance. 

3.2 Rehires - In the event an employee leaves the service of the Employer and within 
the next two years the Employer re-hires said former employee in the same classification 
to which assigned at date of termination, such employee shall be placed at the step in the 
salary range which the employee occupied at the time of the original termination. Such 
previous time worked shall be included for the purpose of determining eligibility for service 
steps. 

3.3 Overtime, Executive Leave, and Flextime 

3.3.1 Lieutenants shall receive eight hours’ pay for their regularly scheduled 
eight-hour day, which includes a one-half hour meal and therefore constitutes 
seven and one-half hours worked.  In the event a Lieutenant works through a meal 
period, the Lieutenant shall not receive additional compensation.  Lieutenants shall 
receive additional compensation for work in excess of eight hours, excluding meal 
periods.  Lieutenants shall either be (a) compensated at the rate of time and 
one-half (1-1/2) or (b) provided with one and one-half (1-1/2) hours off for each 
hour worked in excess of eight (8) in a day, excluding meal periods. 

 
3.3.2 Lieutenants working the four (4)/two (2) schedule shall receive nine hours’ 
pay for their regularly scheduled nine-hour day, which includes a one-half hour 
meal period and therefore constitutes eight and one-half hours worked.  In the 
event a Lieutenant works through a meal period, the Lieutenant shall not receive 
additional compensation.  Lieutenants working the four (4)/two (2) schedule shall 
receive additional compensation for work in excess of nine hours, excluding meal 
periods.  Lieutenants shall either be (a) compensated at the rate of time and one-
half (1-1/2) or (b) provided with one and one-half (1-1/2) hours off for each hour 
worked in excess of nine (9) in a day, excluding meal periods. 
 
3.3.3 The work period for Lieutenants shall be one hundred seventy-one (171) 
hours in a twenty-eight (28) day work period.  Lieutenants shall either be (a) 
compensated at the rate of time and one-half (1-1/2) or (b) provided with one and 
one-half (1-1/2) hours off for each hour worked in excess of one hundred seventy-
one (171) in a twenty-eight (28) day work period. The Employer shall not arbitrarily 
change nor reschedule furlough days in order to avoid the earning of overtime by 
Lieutenants who work the 4/2 schedule. 
 
3.3.4 All overtime, whether received as cash payment or as paid leave, is subject 
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to supervisory approval.  Lieutenants who have worked overtime and are thereby 
eligible for overtime compensation will be allowed the choice of whether they will 
be a) compensated by a cash payment at the rate of time and one-half; or b) 
compensated by receiving additional paid leave at the rate of time and one-half for 
all overtime hours worked up to forty or in excess of ninety in a payroll year.  There 
is no pyramiding of overtime or “stacking” of multiple overtime minimums.  The 
Department Bureau Commanders will have sole discretion to decide that the form 
of compensation due to Lieutenants eligible for overtime for all overtime hours 
worked from forty through ninety in a payroll year shall be a cash payment rather 
than additional paid leave. 
 
3.3.5 In the event Lieutenants are called back to work overtime which is not an 
extension either at the beginning or end of a normal shift, they will be compensated 
for a minimum of two (2) hours at the time and one-half (1-1/2) rate in the form of 
either a cash payment or time off. A shift extension is defined as reporting for duty 
within two (2) hours preceding or within one (1) hour following a Lieutenant's 
regularly scheduled shift. 
 

3.3.5.1 While the compensation for employees formally on-call is 
contained in Section 3.5, for all employees that are not on-call both the 
Department and Association recognize the ease of communication that 
various electronic devices and technologies represent.  It is common that 
usage of these items occurs outside of an employee’s normal shift.  The 
parties agree there are four broad categories of communication and 
employer expectation outside of normal work hours: 

 
1) Widely distributed (SPDall) emails are not expected to be read or 

responded to outside of normal work hours; 
2) Group 1 and/or Group 2 pages that are currently used to notify 

management personnel of serious crime events or other 
emergencies are not subject to compensation. These are 
considered de-minimis.  Specific employees who may respond to 
this type of notification as part of their assigned duties will be 
compensated per existing practice; 

3) Specific communication from a supervisor to a subordinate, or a 
subordinate to a supervisor, that details relatively minor logistical 
information (e.g., sick, working off-site, change in work hours, 
etc.).  These are de-minimis communications whether they are 
replied to or not, and are sent primarily as a convenience, and 
thus are not compensable; and 

4) Specific communication from a supervisor to a subordinate, or a 
subordinate to a supervisor, that details information such that a 
substantive and immediate response or action is required prior to 
the next workday.  In the event this type of communication 
amounts to more than eight minutes, it is compensable work, and 

80



Att 1 – Agreement with SPMA 

V1 

 

6 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

a lieutenant is authorized to request overtime.  There is a one-
hour minimum, and time spent engaged in such activity will be 
rounded up to the nearest 1/4 hour.  If the communication leads 
to a response to a work location, the entire event will be treated 
as a call-back for purposes of overtime compensation.  The initial 
communication will not be paid as a separate event. 

 
3.3.6 Management employees of the rank of Police Captain may be ordered by 
the Employer to work overtime and to be on standby although they will not receive 
and are not entitled to overtime and/or standby pay.  In lieu thereof, each Captain 
will be granted sixty-four (64) hours of non-cumulative paid Executive Leave per 
calendar year.  Such leave shall be available on January 1 of each year, provided 
that if an employee fails to remain employed throughout the calendar year, such 
leave shall be prorated.  Each Captain will have the option of cashing out a 
maximum of sixteen (16) hours of Executive Leave each calendar year; provided 
that the employee gives the Police Department notice by July 1 of each such year.  
Any such Executive Leave cashout will be paid on the first pay-date in August of 
that calendar year. 

 
3.3.7 Employees promoted to the rank of Captain after January 1 of any calendar 
year shall, for the calendar year in which promoted or assigned, only be entitled to 
a prorated share of sixty-four (64) hours of Executive Leave time based upon the 
number of full pay periods remaining in that calendar year.  Such prorated share 
shall accrue immediately upon such promotion or assignment. 

 
3.3.8 Use of Executive Leave shall be accomplished in the same manner as 
vacation leave or in accordance with specific policies promulgated by the Seattle 
Police Department for use of Executive Leave.  Such leave shall not accumulate 
from year to year.  It must be used in the calendar year in which it is granted or 
else it will be lost. 

 
3.3.9 Employees holding the permanent rank of Captain may earn and use 
Flextime.  The accrual of Flextime is intended for the completion of work that is 
unrelated to the Captain’s primary duty assignment; there is no additional 
compensation or leave for work related to the primary duty assignment. 

 
3.3.10 Captains assigned to a command position at either a pre-planned Special 
Event (e.g. – Torchlight Parade, Seafair hydro races, 4th of July), or at a Significant 
Large-scale Event will be eligible for accrual of Flextime leave.  Significant Large-
scale Events include, but are not limited to, natural disasters or large crowd control 
events such as protests. 

 
3.3.11 Captains who have completed work in either a Significant Large-scale Event 
or at a pre-planned Special Event will submit a request for Flextime with the 
appropriate justification to their supervisor. The supervisor (their Bureau 
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Commander) will make a determination as to the appropriate amount of Flextime 
to grant.  Upon approval of the Bureau Commander, the Captain’s timesheet will 
be updated to reflect the approved Flextime earned.  Hours awarded will be at 
straight-time, not at time and a half. 

 
3.3.12 Flextime usage, and the approval of its use, will be governed in the same 
manner as vacation time. 

 
3.3.13  There is a 200-hour cap on Flextime.  There is no ability to cash out 
Flextime. (See Appendix B for information on the process for transitioning to the 
200-hour cap.) 

3.4 The daily work hours of an employee may, upon direction from or with the 
concurrence of the Employer, be adjusted to accommodate the varying time demands of 
the activities for which the employee is responsible.  For example, upon direction from or 
with the concurrence of the Employer, an employee may work ten (10) hours one day and 
six (6) hours the next day, or six (6) days one week, and four (4) days the following week, 
or any other variation specifically approved by the Employer on a case-by-case basis. 

3.5 On-Call for Lieutenants - The Employer and the Association agree that the use of 
off-duty on-call time shall be minimized consistent with sound law enforcement practices 
and the maintenance of public safety. Off duty on-call assignments shall be for a fixed 
predetermined period of time. Employees formally placed on off duty on-call status shall 
be compensated on the basis of ten percent (10%) of straight time pay. If the employee 
is actually called back to work, the off duty on-call premium shall cease at that time. 
Thereafter, normal overtime rules shall apply. 

A. On-call time at the 10% rate shall be defined as that period of time during 
which a Lieutenant is required by the Employer to remain in a state of 
readiness and is available by telephone to respond to a summons to duty 
and for which discipline may attach for failure to respond. 

B. The Employer and the Association agree that the issuance of a cellphone 
to an employee does not constitute placing the employee on on-call status. 
Units will be assigned on-call as directed by the Employer consistent with 
sound law enforcement practices and will be minimized consistent with the 
needs of public safety.  The units identified as on-going for which the City 
may establish on-call are Homicide, CSI, SWAT, ABS, Force Investigations, 
DV/SAU, and Robbery/Gangs.  The Employer may designate additional 
positions/units for episodic on-call status consistent with law enforcement 
needs. If the Employer seeks to designate additional units as “on-going” it 
will provide notice to the Association and bargain the same upon request. 

C. In the case of riot or other large-scale disturbance or incident requiring mass 
police presence, employees placed on on-call shall be compensated at the 
rate of 50% for each hour on-call. 

D. Officers utilizing the voluntary on-call program for reporting to court shall not 
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receive any compensation while on-call. 
E.  In the event the on-call assignment within a unit or units is on-going, the 

City will make a good faith effort to establish a rotational unit of at least three 
employees.   

3.6 An employee who is assigned by appropriate authority to perform all the duties of 
a higher paying classification and/or assignment for a continuous period of one day or 
any portion thereof or longer shall be paid at the first pay step of the higher position for 
each day or portion thereof worked at the higher classification and/or assignment. 

3.7 No employee who successfully completes all of the mandatory requirements of 
firearms qualification with their Department issued or approved primary weapon shall be 
required to work without a firearm, except when reasonably deemed necessary by the 
Employer to be in the best interest of the City. 

3.8 The Employer's firearms policies as amended from time to time pertaining to 
uniformed officers of the rank of Police Officer and Sergeant, including all of the 
mandatory requirements of firearms qualification with a Department issued or approved 
primary weapon, shall also apply to employees covered by this Agreement. 

3.9 Personnel Files - The personnel files are the property of the Employer.  The 
Employer agrees that the contents of the personnel files shall be confidential to the extent 
permitted by law and shall restrict the use of information in the files to the extent permitted 
by law to internal use by the Employer or other police agencies, in the absence of a signed 
release from the subject employee; provided the Employer may release the personal 
photograph and biographical information to the public when an employee is promoted to 
any rank covered by this Agreement or is the recipient of a Commendation.  This provision 
shall not restrict such information from being presented to any court or administrative 
tribunal, nor from producing information as required by public disclosure laws. Nothing in 
this Agreement will be interpreted in a manner inconsistent with the requirements of the 
Public Records Act and other applicable law. 

 
3.9.1 Employees shall be allowed to make written responses to any materials 
which are in their personnel files, and such responses shall be maintained in their 
personnel files. 

3.10 The City agrees to adhere to its obligations pursuant to SMC Chapter 4.64 to 
provide defense and indemnity to bargaining unit employees  in accordance with the 
terms set forth in the Municipal Code.  

3.11 The City shall offer a group Life Insurance option to eligible employees.  The 
employee shall pay sixty percent (60%) of the monthly premium, and the City shall pay 
forty percent (40%) of the monthly premium, at a premium rate established by the City 
and the carrier.  The City will offer an option for employees to purchase additional life 
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insurance coverage for themselves and/or their families, at the employees' sole expense.  

3.12 The Employer agrees to repair or replace clothes or equipment damaged in the 
line of duty. 

3.13 Employees who are authorized by the City to provide a personal automobile for 
use in City business shall be reimbursed for such use at the cents per mile mileage 
reimbursement rate adjusted annually, on January 15, to reflect the United States Internal 
Revenue Service audit rate then in effect for purposes of United States Income Tax 
deductions for use of a privately owned automobile for business purposes. 

3.14 Acting Positions 

 
A. The decision on whether to fill a vacant Lieutenant position shall be made by 

the Department. Open permanent vacancies for Lieutenant positions, budgeted 
or not, within the established work jurisdiction of the Association, shall be filled 
by a bargaining unit employee of commensurate rank generally within sixty (60) 
days of the position opening or the establishment of the position.  During the 
pendency of the promotion process, or when the current promotion list does 
not have any eligible candidates, an Acting Lieutenant may be appointed until 
a promotion can be made. 

 
B. In the event the Department determines that a special project needs to be 

temporarily filled, the Department will notify the Association in writing of the 
specific qualifications needed, a summary of the project specifics and a 
projected time period for the assignment.  Bargaining unit employees will be 
given notice of a temporary position for special projects and offered the 
opportunity to submit an interest in filling the position. The Department will 
consider these expressions of interest prior to filling the position, and will make 
the decision based upon the operational needs of the Department. It is 
understood that in some cases, such as where a Sergeant has specific 
qualifications that interested Lieutenants do not have, or where the Department 
determines that based on reasonable operating needs an interested 
Lieutenant(s) should not be reassigned, an Acting Lieutenant may be used. If 
an Acting Lieutenant is utilized, the status of the position will be reviewed by 
the City and Association after 180 days.  When the Department determines that 
a Sergeant has specific qualifications not matched by any interested 
Lieutenant, the Association will be notified.  In the event the need for the special 
project reasonably can be expected to reoccur, the Association will have thirty 
(30) days to request a meeting regarding the feasibility of conducting training 
designed to qualify employees for the position in the event the special project 
arises again.  
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C. Acting Lieutenants  
 

1) Acting lieutenants may be used to fill in for an existing Lieutenant who 
is absent due to illness, injury, or other leave.  Such absences will be 
considered “short-term” if they are less than 120 days. After that, the 
absence will be considered “long-term.” The Department will maintain 
a list of assignments currently occupied by acting lieutenants; the list 
will include the first date of the lieutenant’s absence.  Acting 
lieutenants are not bargaining unit employees.   

 
2) When a lieutenant not currently assigned to Operations is notified of a 

change in assignment into an Operations position, they may request 
the list of acting lieutenants and their assignments.  They may select 
any position currently occupied by an acting lieutenant for 
consideration of assignment, with the exception of acting lieutenants 
in a short-term assignment as described above, or on a special project 
assignment pursuant to 3.14 (B).  A determination will be made 
regarding the remaining length of the absence by the Department and 
Association. When the expected remaining absence is determined to 
be significant (factors include no clear return date, absence due to 
permanent appointment to non-represented position, etc.), the 
assignment will be made into the position held by the acting lieutenant.  
This will result in the reassignment of the acting lieutenant. 

 
3) Absent a specific operational impact, in which case the Department 

may override the selection process in this section, the Department will 
utilize the above process.  

 
4) Both parties acknowledge the difficulties related to the use of long-

term acting lieutenants.  In order to mitigate these difficulties, the 
Department and Association will meet quarterly to discuss details 
related to any current long-term acting lieutenants.  The meetings 
need not produce a specific outcome so long as they are a good-faith 
effort to balance the considerations and interests of the Department 
and the Association.  The meetings do not serve to waive or limit any 
legal right or access to any statutory process. 

D.  Upon promotion to a lieutenant or captain position, an individual promoted who 
has previously served in an acting capacity will be given credit, for step 
placement purposes, for all his/her time served in any acting assignments 
within 365 days prior to the promotion.  

E.  Certain functions relating to command of Special Events and/or Unusual 
Occurrences are agreed to be the traditional work of the Association bargaining 
unit.  The Department affirms its intent to use bargaining unit employees to do 
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such work to the extent possible. 
 
3.15 Parking Reimbursement - Employees will be reimbursed for any parking expenses 
incurred as a result of travel for work related business.  Employees will make a good faith 
effort to minimize any such expense. Employees may park free of charge at any 
Department controlled garage/lot for work related business.  The City will provide parking 
to employees free of charge at their regularly assigned workplace (i.e., headquarters or 
a precinct).  

3.16 Labor-Management Leadership Committee - The Labor-Management Leadership 
Committee will be a forum for communication and cooperation between labor and 
management to support the delivery of high-quality, cost-effective service to the citizens 
of Seattle while maintaining a high-quality work environment for City employees. 

 
The management representatives to the Committee will be determined in accordance 
with the Labor-Management Leadership Committee Charter.  The Coalition of City Unions 
will appoint a minimum of six (6) labor representatives and a maximum equal to the 
number of management representatives of the Committee.  The co-chairs of the Coalition 
will be members of the Leadership Committee. 

3.17 Employment Security - Labor and management support continuing efforts to 
provide the best service delivery and the highest-quality service in the most cost-effective 
manner to the citizens of Seattle.  Critical to achieving this purpose is the involvement of 
employees in sharing information and creatively addressing workplace issues, including 
administrative and service delivery productivity, efficiency, quality controls, and customer 
service. 

 
Labor and management agree that, in order to maximize participation and results from 
the Employee Involvement Committees (EIC), no one will lose employment or equivalent 
rate of pay with the City of Seattle because of efficiencies resulting from an EIC initiative. 
 
In instances where the implementation of an EIC recommendation does result in the 
elimination of a position, management and labor will work together to find suitable 
alternative employment for the affected employee.   An employee who chooses not to 
participate in and/or accept a reasonable employment offer, if qualified, will terminate 
his/her rights under this employment security provision. 

3.18 Assignments 

 
A. The parties agree that the possible assignments for bargaining unit employees 

fall into two categories.  These two categories are the lieutenant watch 
commander assignment and specialty assignments (the remainder of 
lieutenant assignments and all captain assignments).  The Association 
recognizes the need for the Chief to have discretion in making assignment 
decisions.  At the same time, the City recognizes the value of getting input from 
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Lieutenants on positions that they have an interest in based either on career 
development or other factors.   

 
B. The Department encourages each Lieutenant to submit to their Captain a 

summary of position(s) that are of interest to them, with a short explanation as 
to the basis for their interest.  In addition, the Lieutenant should include any 
other factor(s) that the Lieutenant believes the Department should be aware of 
when making assignments. The submissions will be on a form jointly created 
by the parties. The submission will be provided to their Captain, who will have 
the opportunity to make any additional comments before forwarding the 
information to the Chief, with a copy to SPD HR.  This process is voluntary and 
does not create any guarantee of future assignment. 

 
C. Lieutenants assigned to Patrol in the watch commander designation will 

engage in a biennial (i.e. – every two years) shift selection.  The selection will 
be based on seniority within the rank of lieutenant (time in classification).  Total 
time on the Department will be used to break any ties for employees promoted 
to lieutenant on the same day.  The Department reserves the right to deny a 
shift selection for operational needs, but any such denial will be explained in 
writing to the involved lieutenant.  The shift selection (“bid”) process is 
administered by the Assistant Chief of Operations, or their designee: 

 
i. On March 1st, all current watch commanders and any lieutenant 

notified of an assignment as watch commander effective 
immediately after the bid will submit a bid of three ranked shift 
selections to the Assistant Chief or designee.   

ii. The bid may include a preference for precinct assignment.  
Precinct assignment is not subject to bid; however, lieutenants 
may indicate whether an assignment to the 
South/Southwest/East precinct or the West/North precinct is 
preferred.  The lieutenant may also include an explanation for the 
preferred area of assignment. 

 
D. The initial assignment for newly promoted Lieutenants generally will be to 

patrol, except in the case of special skills or other operational needs.  
 

E. Through this process, the parties hope to create a mechanism to improve the 
assignment process.  If the process results in unforeseen outcomes prior to the 
end of the contract term, either the Association or the Department may bring 
the issue to JLMC for further discussion.  In addition, in the event the 
Department adds an additional CRG Lieutenant, and the assignments are for 
different shifts, the SPMA may bring the matter to JLMC to consider the 
possibility of allowing a shift bid between the CRG Lieutenants.   

 
F. Alleged violations of this Section 3.18 will first be addressed at JLMC.  Upon 
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notification of an alleged violation, the parties will agree to toll any grievance 
timeline while the JLMC process is utilized in good faith to address the issue.  
Placement into a specialty assignment is not subject to grievance.  This section 
is not intended to limit or conflict with any legal right to reversion related to 
medical leave, a concluded assignment as assistant chief, or any other 
situation with specific protections. 

3.19 Special Projects - A special project is any new work assignment that is not defined 
by the Department’s existing organizational structure (e.g., CRG Command) and is added 
to the existing duties of the employee.  Most special project assignments can be managed 
as extra or additional duties. 

 
When the requirements of the special project are so significant that the employee 
reasonably believes the special project work and the requirements of the existing 
assignment are incompatible from a workload perspective, the employee should notify 
the appropriate command staff member.  Alternatively, the Association may raise the 
issue as a JLMC concern and meeting request.  The Department will make a good-faith 
effort to schedule a JLMC meeting within two weeks of such notification. 

3.20 Special Events - For the purposes of planning, a designated function within the 
special event management/command structure generally may not be occupied by a single 
lieutenant or captain for longer than ten (10) hours.  Unless not operationally feasible, in 
an operational period that extends beyond 10 hours, additional lieutenants/captains will 
be assigned to begin work at the 10-hour mark.  This provision does not limit the shift 
length of any individual employee.  

 
The Association and Department both recognize the dynamic and changing nature of 
technology, equipment and tactics experienced in the management of special events.  
When existing PPE is inadequate for an event but cannot be replaced during that event, 
the Association may: 

 
A. Request an expedited authorization for non-issued equipment.  If authorized, 
employees have discretion to purchase and submit documentation for 
reimbursement.  Reimbursement is not guaranteed by this provision, and is at the 
discretion of the Department. 
 
B. After the event is concluded, request a JLMC to address the issue of PPE.  
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ARTICLE 4 – SALARIES AND DEFERRED COMPENSATION 

4.1 The Employer shall pay the salaries set forth in Appendix A of this Agreement. 

4.2 The Employer shall provide a deferred compensation match benefit as set forth in 
Appendix A of this Agreement. 
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ARTICLE 5 - HOLIDAYS 

5.1 Captains shall be allowed fourteen (14) holidays off per year with pay, or fourteen 
(14)  days off in lieu thereof, at the discretion of the Chief of Police. Lieutenants shall be 
allowed fourteen (14) holidays off per year with pay, or fourteen (14) days off in lieu 
thereof, for a total of one hundred and twelve (112) hours of paid holiday time, at the 
discretion of the Chief of Police.  A holiday shall be defined as commencing at 0001 hours 
and ending at 2400 hours on the dates specified at Section 5.2 below for those 
Lieutenants working a 4/2 schedule.  A holiday shall be defined as the day of observance 
recognized by the City for those employees working a 5/2 schedule. 

5.2  Lieutenants who are regularly scheduled to work during the holiday time periods 
enumerated below shall be compensated at the rate of one and one-half (1-1/2) times 
their regular hourly rate of pay for each hour worked during said period; provided, 
however, there shall be no pyramiding of the overtime and holiday premium pay.  The 
dates of the holidays are set forth in parentheses. 

 
New Year's Day    (January 1) 
Martin Luther King, Jr.'s Birthday  (third Monday in January) 
President's Day    (third Monday in February) 
Memorial Day    (last Monday in May) 
Juneteenth     (June 19th) 
Independence Day    (July 4)  
Labor Day     (first Monday in September) 
Indigenous Peoples’ Day  (2nd Monday in October) 
Thanksgiving Day    (fourth Thursday in November) 
(The day immediately following Thanksgiving Day) 
Christmas Day    (December 25) 

5.3 Whenever an employee has actually worked a holiday covered in Section 5.1, and 
the employee has not been given a day off with pay in lieu thereof, and the employee is 
subsequently prevented from taking such a day off during that calendar year because of 
illness, injury, or department work schedule, the employee may carry over to the next 
succeeding year such unused holiday time, or the Employer may compensate the 
employee at the employee’s regular rate for said holiday time. 

5.4 Lieutenants assigned to units that are traditionally closed or operate with a reduced 
staff on the holidays may elect to work on those days but will not be entitled to the 
premium compensation set forth for the holidays enumerated in Section 5.2. 

5.5 When a LEOFF II employee is on disability leave or sick leave and a holiday 
occurs, the employee shall be marked holiday on the time sheet.  When a LEOFF I 
employee is on disability leave and a holiday occurs, the employee shall not be allowed 
to cash out that holiday or save it for future use.  This provision shall not prevent the 
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Association from contesting the legality of such practice. 

5.6 The list of holidays and total holiday hours allowed in 5.1 and 5.2 above will be 
supplemented by any additional holiday adopted by the City for all City employees.  This will 
occur upon formal adoption of the new holiday, and does not need to be further bargained. 
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ARTICLE 6 - VACATIONS 

6.1 Annual vacations with pay shall be granted to eligible employees computed at the 
rate shown in Section 6.3 for each hour on regular pay status as shown on the payroll, 
but not to exceed eighty (80) hours per pay period; except in the case of Lieutenants who 
work a four (4)/two (2) schedule whose work hours are equivalent to eighty (80) hours 
biweekly on an annualized basis. 

6.2 "Regular pay status" is defined as regular straight-time hours of work plus paid 
time off such as vacation time and holiday time off.  At the discretion of the Employer, up 
to one hundred and sixty (160) hours per calendar year of unpaid leave of absence may 
be included as service for purposes of accruing vacation. 

6.3 The vacation accrual rate shall be determined in accordance with the rates set 
forth in Column No. 1.  Column No. 2 depicts the corresponding equivalent annual 
vacation for a regular full-time employee.  Column No. 3 depicts the maximum number of 
vacation hours that can be accrued and accumulated by an employee at any time. 

 COLUMN NO. 1   COLUMN NO. 2   COLUMN NO. 3  
 ACCRUAL RATE EQUIVALENT ANNUAL MAXIMUM  
   VACATION VACATION 
Hours on Vacation  FOR FULL-TIME EMPLOYEE   BALANCE  
Regular Earned Years of Working Days Working Hours 
Pay Status Per Hour  Service Per Year Per Year   Maximum Hours  
 
0 through 08320 ................ .0460   0 through 4 ....... 12   (96) 192 
08321 through 18720 ........ .0577   5 through 9 ....... 15 (120) 240 
18721 through 29120 ........ .0615 10 through 14 ..... 16 (128) 256 
29121 through 39520 ........ .0692 15 through 19 ..... 18 (144) 288 
39521 through 41600 ........ .0769 20 ....................... 20 (160) 320 
41601 through 43680 ........ .0807 21 ....................... 21 (168) 336 
43681 through 45760 ........ .0846 22 ....................... 22 (176) 352 
45761 through 47840 ........ .0885 23 ....................... 23 (184) 368 
47841 through 49920 ........ .0923 24 ....................... 24 (192) 384 
49921 through 52000 ........ .0961 25 ....................... 25 (200) 400 
52001 through 54080 ........ .1000 26 ....................... 26 (208) 416 
54081 through 56160 ........ .1038 27 ....................... 27 (216) 432 
56161 through 58240 ........ .1076 28 ....................... 28 (224) 448 
58241 through 60320 ........ .1115 29 ....................... 29 (232) 464 
60321 and over ................. .1153 30 ....................... 30 (240) 480 

6.4 An employee shall accrue vacation from the date of entering City service and may 
accumulate a vacation balance which shall generally not exceed at any time two (2) times 
the number of annual vacation hours for which the employee is currently eligible, except 
under circumstances outlined in Section 6.6 of this Agreement.  Accrual and accumulation 
of vacation time shall cease at the time an employee's vacation balance reaches the 
maximum balance allowed and shall not resume until the employee's vacation balance is 
below the maximum allowed. 

6.5 Employees may, with Employer approval, use accumulated vacation with pay.  

6.6 If an employee is unable to take vacation time due to the Employer's operational 
needs, and has exceeded his/her maximum balance, the employee may request the 
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restoration of any lost vacation time. The request must be made in writing via the Chain 
of Command within thirty (30) days from the date of reaching the maximum balance. 
Approval will be at the discretion of the Chief of Police or his/her designee on a case-by-
case basis.  

6.7 "Service year" is defined as the period of time between an employee's date of hire 
and the one-year anniversary date of the employee's date of hire, or the period of time 
between any two consecutive anniversaries of the employee's date of hire thereafter. 

6.8 The minimum vacation allowance to be taken by an employee shall be one-half 
(1/2) of a day or, at the discretion of the Chief of Police, such lesser fraction of a day as 
shall be approved by the Chief of Police. 

6.9 An employee who separates for any reason  shall be paid in a lump sum for any 
unused vacation the employee  has previously accrued. 

6.10 Upon the death of an employee in active service, pay shall be allowed for any 
vacation accrued prior to the death of such employee. 

6.11 Except for family and medical leave granted pursuant to Ordinance 116761, an 
employee granted an extended leave of absence which includes the next succeeding 
calendar year shall be paid in a lump-sum for any unused vacation the employee  has 
previously accrued or, at the Employer's option, the employee shall be required to exhaust 
such vacation time before the leave of absence commences. 

6.12 Where an employee has exhausted their sick leave balance, the employee may 
use vacation for further leave for medical reasons only with prior approval of the Chief of 
Police.  Except for family and medical leave granted pursuant to Ordinance 116761, or 
as otherwise provided by law or ordinance, employees must use all accrued vacation prior 
to beginning an approved unpaid leave of absence. 

6.13 An employee who goes on leave does not have a greater right to reinstatement or 
other benefits and conditions of employment than if the employee had been continuously 
employed during the leave period.  Nothing in this Section is intended to alter the existing 
practice with respect to LEOFF I or LEOFF II disability leave. 

6.14 The Chief of Police shall arrange vacation time for employees on such schedules 
as will least interfere with the functions of the department, but which accommodate the 
desires of the employees to the greatest degree feasible. 

6.15 If the Employer cancels vacation time once it has been approved, and the 
employee has incurred non-refundable travel or lodging expenses, the employee shall be 
reimbursed by the City upon submittal of appropriate documentation of the loss.  
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ARTICLE 7 - PENSIONS 
 

7.1 Pensions for employees and contributions to pension funds will be governed by 
the Washington State Statute in existence at the time. 
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ARTICLE 8 - HEALTH INSURANCE COVERAGE 
 

8.1 Medical coverage shall be provided in accordance with the laws of the State of 
Washington, R.C.W. 41.20.120 and/or R.C.W. 41.26.150.  The administration of LEOFF 
I medical benefits shall be maintained consistent with the Letter of Understanding signed 
by the Mayor on January 10, 1998. 

8.2 For employees covered by this Agreement who were hired before October 1, 1977, 
and are covered by State Statute R.C.W. 41.26, the City will provide dental coverage, as 
established by the City. The City will also provide, for the dependents of eligible 
employees pursuant to Ordinance 102498, as amended, and medical, dental, and vision 
coverage, as established by the City. 

8.3 For employees covered by this Agreement who are not covered by State Statute 
R.C.W. 41.26 or who are hired on or after October 1, 1977, and who are not entitled to 
medical coverage under State Statute R.C.W. 41.26, the City shall provide a medical and 
dental care program, as established by the City, for eligible employees and their eligible 
dependents.   

8.4 Effective January 1, 2020, the City shall provide medical, dental, and vision 
coverage, as mentioned in 8.2 and 8.3 above, for all regular employees (and eligible 
dependents) represented by unions that are a party to the Memorandum of Agreement 
established to govern the plans, including the Association. The parties agree to continue 
the terms of the Memorandum of Agreement previously established by the parties in 2007 
to govern the Joint Labor-Management Health Care Committee process (which shall be 
attached hereto as Appendix D and by reference is incorporated herein) as follows.  For 
calendar years 2020 through 2023, the selection, addition and/or elimination of medical, 
dental and vision benefit plans, and changes to such plans including, but not limited to, 
changes in benefit levels, copays and premiums, shall be established through the Labor-
Management Health Care Committee in accordance with the provisions of the 
Memorandum of Agreement established to govern the functioning of said Committee.  

8.5 Bargaining unit employees may “buy up” to the SPOG medical plan by paying the 
difference between the cost of the SPOG medical plan and the cost of the medical plan 
otherwise available to bargaining unit employees  under this Agreement.  Bargaining unit 
employees have the option of “buying up” to either the SPOG medical plan only, or 
“buying up” to the entire SPOG medical, dental and vision benefit package, at the 
individual’s option, by paying the associated increase in premium costs.  
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ARTICLE 9 - SICK LEAVE, LONG TERM DISABILITY AND INDUSTRIAL INSURANCE 
 

9.1 Employees covered by this Agreement hired on or after October 1, 1977, who are 
not entitled to disability leave under State Statute R.C.W. 41.26, shall be granted sick 
leave benefits as provided under Seattle Municipal Code 4.24, Subchapter 1 as amended.  
Upon death, twenty five percent (25%) of an employee's unused sick leave credit 
accumulation can be applied to the payment of health care premiums, or to a cash 
payment at the straight-time rate of pay of such employee in effect on the day prior to the 
employee's death. 

 
Effective upon signing, employees covered by this Agreement who are not entitled to 
disability leave under State Statute RCW 41.26, shall either receive a cash payment or 
cash out sick leave upon retirement into a VEBA trust fund, designated by the Association, 
to pay health insurance premiums or other legally authorized healthcare costs for eligible 
future retirees and dependents, as directed by the Association on an annual basis, at the 
following rates:  
 

 Accumulated sick leave hours between 0 and 400 shall be cashed out at 25%;  

 Accumulated sick leave hours between 401 and 800 shall be cashed out at 
50%;  

 Accumulated sick leave hours above 800 shall be cashed out at 75%. 
 

In order to be eligible to receive this benefit, an employee must give the City six months 
notice of retirement, and the date provided for retirement may only be changed by mutual 
agreement. 

9.2 For employees covered by this Agreement who were hired on or after October 1, 
1977, and who are not covered by State Statute RCW 41.26 for non-occupational 
disability leave, the Association will make available a long term disability (LTD) program 
concerning non-occupational accidents or illnesses as established by the City. 

9.3 The LTD program cited in Section 9.2 above shall be a group plan requiring 
mandatory participation by all eligible employees. Each eligible employee's share of the 
cost shall be contributed through payroll deduction pursuant to authorization by the 
Association in its capacity as the representative of the affected employees. 

9.4 The Association will notify the Seattle Police Department (SPD), Finance and 
Administration (FAS), and the Seattle Department of Human Resources (SDHR) in writing 
at least two months in advance of any premium rate changes, unless such information 
has already been provided to the City by SPOG. 

 
 9.4.1  During the term of this Agreement, if the insurance carrier providing the LTD 
benefits covered by Section 9.2 above is unable or unwilling to continue to provide 
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coverage or to maintain a major long term disability benefit, the parties will re-open 
the Agreement in order to find a mutually acceptable alternative. 
 
9.4.2 In the event the Seattle Police Officers’ Guild releases the City from any 
liability to provide long term disability benefits and assumes sole responsibility for 
providing such benefits, the Association shall have the option to do the same under 
the same terms and conditions.  If the Association exercises such option, the 
Vision Services Plan approved by the Joint Labor-Management Insurance 
Committee will be provided by the City to all LEOFF II employees within the 
bargaining unit and dependents, and to all LEOFF I employee dependents, at no 
charge to the employee.  At that time, the City may eliminate vision benefits 
available under existing medical plans. 

9.5  Industrial Insurance - Employees must meet the standards listed in SMC 4.44.020 
to be eligible for the benefit amount provided herein, which exceeds the rate required to 
be paid by state law, hereinafter referred to as supplemental benefits.  These standards 
require that employees:  (1) comply with all Department of Labor and Industries rules and 
regulations and related City of Seattle and employing department policies and 
procedures; (2) respond, be available for, and attend medical appointments and 
treatments, and meetings related to rehabilitation, and work hardening, conditioning or 
other treatment arranged by the City and authorized by the attending physician; (3) accept 
limited duty assigned by supervisors when released to perform such duty by the attending 
physician; (4) attend all meetings scheduled by the City of Seattle Workers’ 
Compensation Unit or Police Department concerning the employee’s status or claim when 
properly notified at least five (5) working days in advance of such meeting, unless other 
medical treatment conflicts with the meeting and the employee provides twenty-four (24) 
hours’ notice of such meeting or examination. 

 
9.5.1 The City will provide a copy of the eligibility requirements to employees 
when they file a workers’ compensation claim.  If records indicate two (2) no-shows 
after the employee has been properly notified in advance, supplemental benefits 
may be terminated no sooner than seven (7) days after such notification has been 
received by the employee. 

9.6 Sickness/Serious Injury in the Family - In the event of a sudden, unexpected, disabling 
illness or injury to a member of the immediate family of an employee, said employee, 
upon approval of the Chief of Police or their designee, will be granted such release time 
as is reasonably necessary to stabilize the employee's family situation. The employee 
will, upon request, provide the necessary documentation to establish the nature and 
duration of the emergency. 

 
9.7. During the term of this Agreement, the Association is participating in a pilot program 
concerning SPFML. The details of this program are contained in Appendix C.  
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ARTICLE 10 - MANAGEMENT RIGHTS 

10.1 The management of the City and the direction of the work force are vested 
exclusively in the City, except as may be limited by an express provision of this 
Agreement. Without limitation, implied or otherwise, all matters not specifically and 
expressly covered by this Agreement shall be administered by the City in accordance with 
such policy or procedure as the City from time to time may determine. 

10.2 Except where limited by an express provision of this Agreement, the City reserves 
the right to manage and operate the Police Department at its discretion.  Examples of 
such rights include the right: 

 
A. To recruit, hire, assign, transfer, or promote employees; 

 
B. To suspend, demote and/or discharge employees or take other 

disciplinary action with just cause; 
 

C. To determine the methods, processes, means and personnel necessary 
for providing police service, including the increase, or diminution, or 
change of operations, or police equipment, in whole or in part, including 
the introduction of any and all new, improved, automated methods or 
equipment, the assignment of employees to specific jobs, the determina-
tion of job content and/or job duties and the combination or consolidation 
of jobs; 

 
D. To determine work schedules and the location of departmental head-

quarters and facilities; and 
 

E. To control the departmental budget. 

10.3 The City further reserves the right to take whatever actions are necessary in 
emergencies in order to assure the proper functioning of the department. 

10.4 Promotions - Promotions and the filling of vacancies are made from a list of eligible 
candidates certified by the Public Safety Civil Service Commission (“PSCSC”) Secretary. 
The Association recognizes that the Chief, as the appointing authority, can select any of 
the certified eligible candidates in accordance with the law and the PSCSC rules. If the 
top candidate is passed over on two or more occasions, upon request the candidate will 
have a meeting with the Chief (or designee) to discuss ways to enhance their skills, 
abilities and/or performance. 

10.5 Layoffs. The City retains the right to decide whether to layoff bargaining unit 
employees pursuant to applicable rules. The City recognizes the requirement to bargain 
the impacts of any layoff decision, or any material change in the rules applicable to the 
order of layoff, as provided under RCW 41.56. 
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ARTICLE 11 - WORK STOPPAGES 

11.1 Nothing in this Agreement shall be construed to give an employee the right to strike 
and no employee shall strike or refuse to perform their  assigned duties to the best of 
their  ability. The Association agrees that it will not cause, condone or engage in any 
strike, slowdown, sick-out or any other form of work stoppage or interference to the 
normal operation of municipal functions. Employees shall not cause, condone or engage 
in any strike, slowdown, sick-out or any other form of work stoppage or interference to 
the normal operation of municipal functions. Employees who engage in any of the 
foregoing actions shall be subject to such disciplinary actions as may be determined by 
the City, including but not limited to discharge and/or the recovery of any financial losses 
suffered by the City. 

11.2 The Employer shall not engage in lockout. 
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ARTICLE 12 - SUBORDINATION OF AGREEMENT 

12.1 It is understood that the parties hereto and the employees of the City are governed 
by the provisions of applicable Federal Law, State Law, and City Charter.  When any 
provisions thereof are in conflict with or are different from the provisions of this 
Agreement, the provisions of said Federal Law, State Law and City Charter are 
paramount and shall prevail. 

12.2 Employees of the City are governed by applicable City Ordinances, and said 
Ordinances are paramount except where they conflict with the express provisions of this 
Agreement, and except where, in the event of changes to the wages, hours, or working 
conditions of employees covered by this Agreement, bargaining is required by chapter 
41.56 RCW. 
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ARTICLE 13 - SAVINGS CLAUSE 

13.1 If any provision of this Agreement should be held invalid by operation of law or by 
any tribunal of competent jurisdiction, or if compliance with or enforcement of any Article 
should be restrained by such tribunal, the remainder of this Agreement shall not be 
affected thereby, and the parties shall enter into immediate collective bargaining 
negotiations with respect to issues arising from such holding of invalidity or such restraint. 
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ARTICLE 14 - ENTIRE AGREEMENT 

14.1 The Agreement expressed herein in writing constitutes the entire Agreement 
between the parties, and nothing shall add to, or supersede any of its provisions, except 
by written agreement. 
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ARTICLE 15 - GRIEVANCE PROCEDURE 
 

15.1 Any dispute between the Employer and the Association concerning the inter-
pretation or claim of breach or violation of the express terms of this Agreement shall be 
deemed a grievance. Such a grievance shall be processed in accordance with this Article.  
Any other type of dispute between the parties including disputes involving: (1) Public 
Safety Civil Service Commission Rules or Regulations whether specified in this 
Agreement or not, if there be such; and (2) Article 7 - Pensions, shall not be subject to 
the procedure delineated in this Article. 

15.2 A grievance as defined in Section 15.1 of this Article shall be processed in 
accordance with the following procedures, except that any grievance involving 
suspension, demotion, disciplinary transfer, or termination (Discipline Grievance) shall be 
initially filed at STEP 3 below, and processed pursuant to Section 15.14. The Association 
has thirty (30) calendar days from the day the Association knew, or should have known, 
of the alleged contract violation to either request a Pre-Grievance Meeting or file a Step 
1 grievance.   

 
Pre-Grievance Meeting. 
 

The Association may request a Pre-Grievance Meeting by submitting a 
written summary of the issue to the aggrieved employee’s Bureau Chief, 
(with a copy to the designated sworn member of Command Staff, Senior 
Leadership Team, and the Police Department Human Resources 
Director) within thirty (30) calendar days of the alleged contract violation. 
A Pre-Grievance Meeting shall be held within fifteen (15) calendar days 
of the Association’s submission. The outcome of the Pre-Grievance 
Meeting shall be reduced to writing by the parties within fifteen (15) 
calendar days of the meeting. 

 
STEP 1. The Step 1 submission shall be in writing, stating the Section(s) of the 

Agreement allegedly violated, a detailed explanation of the grievance 
and the remedy sought. The submission shall go to the designated 
sworn member of the Command Staff (with a copy to the employee’s 
Bureau Chief and the City Director of Labor Relations). The Step 1 
submission must be filed within thirty (30) calendar days of the alleged 
contract violation or within fifteen (15) calendar days of the written 
outcome of the Pre-Grievance Meeting if that option was utilized. In the 
event there was no Pre-Grievance Meeting, the Employer may request 
that the parties convene a meeting to discuss the grievance. The 
Employer shall have thirty (30) calendar days from the date of the Step 
1 submission to provide a written response. 

 
STEP 2. The Association may submit a matter to Step 2 of the grievance 
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procedure within fifteen (15) calendar days of receiving the City’s Step 
1 response. The Step 2 submission shall go to the City Director of Labor 
Relations with a copy to the Chief of Police, the designated sworn 
member of the Command Staff, the Police Department Human 
Resources Director and the Bureau Chief. The Director of Labor 
Relations or their  designee shall investigate the grievance.  Either the 
Director of Labor Relations or their  designee, or the Association may 
request a meeting between the appropriate parties to discuss the facts 
of the grievance. The Director of Labor Relations shall thereafter make 
a recommendation to the Chief of Police within fifteen (15) calendar days 
after receipt of the written grievance or the meeting between the parties, 
whichever is later. The Chief of Police shall, within fifteen (15) calendar 
days thereafter, provide the Association with their  written decision on 
the grievance with a copy to the City Director of Labor Relations.   

 
STEP 3.  A. Arbitration - If the grievance is not settled at Step 2, referral to 

arbitration must be made in writing within thirty (30) calendar days after 
the final decision in Step 2.  Written and oral reprimands shall not be 
subject to Step 3 of the grievance procedure.  If the Employer introduces 
into evidence a written or oral reprimand, any written response given by 
the employee at the time the reprimand was issued shall be admitted in 
the same proceeding. Any Discipline Grievance must be filed at Step 3(B) 
below.  
 
B. Discipline Review – Any Discipline Grievance shall be filed by the 
Association within fifteen (15) calendar days of the day the Department 
provides notice to the employee of the Department’s final decision to 
impose a suspension, demotion, disciplinary transfer, or termination. A 
Discipline Grievance shall be filed at Step 3 and submitted to the City 
Director of Labor Relations, with a copy to the Chief of Police, the Police 
Department Human Resources Director, and the OPA Director. A 
request for appointment of a Neutral Examiner will be made to the 
Washington State Public Employment Relations Commission within 
fifteen (15) calendar days of the grievance filing. 

15.3 Arbitrator Selection for Non-discipline Grievances- The parties will first attempt to 
agree on an arbitrator to hear the grievance.  If unable to agree, the parties will request a 
list of seven (7) arbitrators from the Federal Mediation and Conciliation Service (FMCS).  
The parties will alternately strike the list, with the final name remaining serving as 
arbitrator.  

15.4 Referral to arbitration must be accompanied by the following information: 

 
1. Identification of the Section(s) of the Agreement allegedly violated. 
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2. Details or nature of the alleged violation. 
 
3. Position of the party who is referring the grievance to arbitration. 
 
4. Question(s) which the arbitrator is being asked to decide. 
 
5. Remedy sought. 

15.5 In connection with any arbitration or Discipline Review proceeding held pursuant 
to this Agreement, it is understood as follows: 

 
A. The Arbitrator/Neutral Examiner shall have no power to render a decision 

that will add to, subtract from, alter, change or modify the terms of this 
Agreement, and  their power shall be limited to interpretation or application 
of the terms of this Agreement. 

 
B. The decision of the Arbitrator/Neutral Examiner’s shall be final, conclusive 

and binding upon the City, the Association and employees involved, unless 
in violation of Washington public policy. 

 
C. The cost of the Arbitrator/Neutral Examiner shall be borne equally by the 

Employer and the Association, and each party shall bear the cost of 
presenting its own case. 

 
D. The Arbitrator's/Neutral Examiner’s decision shall be made in writing and 

shall be issued to the parties within thirty (30) days after the case is 
submitted to the arbitrator. 

 
Any Arbitrator selected under Step 3 of this Article shall use the voluntary    
labor arbitration regulations of the American Arbitration Association, unless 
stipulated otherwise by the parties of this Agreement, as a guideline for 
hearing procedures. 

 
E. If arbitration has been timely requested, the parties may with mutual 

consent, attempt grievance mediation.  The process will use a mutually 
acceptable professional mediator and conclude within thirty (30) calendar 
days after the mutual request. 

15.6 The time for processing a grievance stipulated in Section 15.2 may be extended 
for stated periods of time by mutual written agreement between the Employer and the 
Association, and the parties to this Agreement may likewise, by mutual written agreement, 
waive any step or steps of Section 15.2. 

15.7 Failure by an employee or the Association to comply with any time limitation of the 
procedure in this Article shall constitute withdrawal of the grievance.  Failure by the 
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Employer to comply with any time limitations of the procedure in this Article shall allow 
the Association to proceed to the next step without waiting for the Employer to reply at 
the previous step. 

15.8 Grievance settlements shall not be made retroactive beyond the date of the 
occurrence or nonoccurrence upon which the grievance is based, that date being fifteen 
(15) or less days prior to the initial filing of the grievance. 

15.9 If at any step in the grievance procedure the Employer's response is deemed 
unsatisfactory, the Association's reason(s) for non-acceptance must be presented in 
writing when, and if, the grievance is reinitiated at the next step of the grievance 
procedure. 

15.10 A grievance decision at any step of the procedure in Section 15.2 of this Article 
shall not necessarily be conclusive nor set a precedent, with the exception of Step 3.  A 
decision at Step 1 or 2 shall be subject to review and/or reversal by the Employer at any 
time; provided, however a decision at Step 2 shall not be reversed beyond ninety (90) 
calendar days after the issuance of the Step 2 decision.  In case a decision is set aside 
as described in this Section, the ensuing grievance time limits shall become operative 
when the Association is notified of the reversal. 

15.11 Employees will follow all written and verbal directives which are alleged to be in 
conflict with the provisions of this Agreement. Disputes concerning conflicts between 
directives and the Agreement  shall subsequently be subject to the grievance procedure. 

15.12 As an alternative to answering the Step 2 grievance or conducting an investigation 
or hearing at Step 2, the Director of Labor Relations after consultation with the Chief of 
Police may, in writing, refer the grievance back to the Association.  The Association may 
then initiate Step 3 of this procedure within the time frames specified therein. 

15.13 An employee must upon initiating objections relating to actions subject to appeal 
through either the contract grievance procedure or pertinent Public Safety Civil Service 
Commission appeal procedures use either the grievance procedure contained herein or 
pertinent procedures regarding such appeals to the Public Safety Civil Service Com-
mission. Under no circumstances may an employee use both the contract grievance 
procedure and the Public Safety Civil Service Commission procedures relative to the 
same action.  If both a grievance and an appeal to the Public Safety Civil Service 
Commission are filed, the City will send a notice of such dual filings by certified mail to 
the employee(s) and the Association.  The Association will notify the City within fifteen 
(15) calendar days from receipt of the notice if it will use the grievance procedure.  If no 
such notice is received by the City, the contractual grievance shall be deemed to be 
withdrawn. 

 
 

106



Att 1 – Agreement with SPMA 

V1 

 

32 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

 
15.14 Discipline Review 

15.14.1 Goals of Discipline Review. The parties agree that there are legitimate 
and significant areas of concern that must be balanced during the 
disciplinary review process.  The Association requires a disciplinary 
process that is reliable, fair, and consistently applied; the City requires 
a transparent process that aligns with public policy and does not 
undermine the Department; the community expects a transparent 
process that results in discipline when warranted.  These concerns 
must be carefully weighed to create a disciplinary review process in 
which the Association, the City and the community all have confidence. 

The arbitration model previously utilized created a grievance resolution 
mechanism that was outside of the established accountability process 
in that it took a “new look” at the circumstances of a disciplinary 
investigation. 
 
This Discipline Review model addresses these issues and establishes 
a sustainable grievance resolution model for the resolution of discipline 
appeals involving a suspension, termination, demotion, or disciplinary 
transfer. 

15.14.2  Investigatory Record. The OPA investigation file and the OPA Findings 
constitute the Investigatory Record (“IR”). The Association shall be 
provided a copy of the IR, and the 180 day clock will be tolled on that 
date. Upon receipt, the Association shall have thirty (30) days to review 
the IR and determine whether it wants to submit additional information 
(“Supplemental Submission”) as part of the material to be forwarded 
to the Chief. Requests for up to thirty (30) additional days 
accompanied by an explanation of the need for additional time shall 
not be unreasonably denied by the OPA Director (or designee). The 
Supplemental Submission shall be provided to OPA within the 
required period. After reviewing the Supplemental Submission, the 
OPA will have an opportunity to decide whether to forward the IR and 
Supplemental Submission to the Chief, or re-open the investigation. 
See Article 16.4 for specific details.  

15.14.3 Loudermill/Due Process Hearing. After reviewing the IR and 
Supplemental Submission (if submitted) the Chief may either request 
that additional investigation be undertaken by the OPA, or schedule 
the Loudermill/Due Process Hearing. The results of any additional 
investigation will be added to the IR, and made available to the 
Association. After reviewing all of the information provided and the 
statement (if any) of the employee, the Chief shall issue a written 
decision (the “Decision”), unless the Chief decides to send the matter 

107



Att 1 – Agreement with SPMA 

V1 

 

33 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

back to OPA for additional investigation.  

15.14.4 Initiation of Appeal. The Association may then initiate the Disciplinary 
Review process described below by filing a Notice of Appeal with the 
Chief, OPA, and Labor Relations within fifteen (15) days of receipt of 
the Decision.  
 

15.14.5 Discipline Review.   
 

A. Neutral Examiner. Discipline Reviews will be conducted by a 
Neutral Examiner.  The Neutral Examiner shall be appointed using 
the Law Enforcement Disciplinary Grievance Roster established by 
the State Legislature in RCW 41.58.070, thus ensuring the Neutral 
Examiner will have the expertise and neutrality necessary to provide 
the parties and the public with a thorough and transparent process.  

 
B. The Discipline Review hearing is not a de novo hearing of the 
facts and circumstances related to the disciplinary investigation.  
Rather, the Neutral Examiner will review a) the IR; b) any 
Supplemental Submission; and c) the Decision.  This review will be 
on the existing record, except as provided in Section C below.  The 
standard of review for a Discipline Review is whether there is a 
preponderance of evidence supporting the Chief’s Decision.  In the 
event misconduct is established, the level of discipline assessed by 
the Chief will be upheld unless it is found to be arbitrary and 
capricious.   
 
C. There is a strong presumption that the investigatory record is 
complete once the Decision has been issued. The limited exceptions 
are as follows: 

 
1. When the Association has identified and requested 

information or material from an outside source or witness but 
has not yet received it. Prior to the Loudermill, the Association 
will notify the Chief of the nature of the material requested and 
its relevance, giving the Chief an opportunity to delay the 
Loudermill pending receipt of the additional information or to 
proceed; and 

 
2. Substantive and material new information arises regarding the 

reliability of existing witness testimony that was not 
discoverable at the time of the Loudermill, and where such 
information reasonably could be expected to change the 
decision of the Chief on whether the officer engaged in 
misconduct.  

108



Att 1 – Agreement with SPMA 

V1 

 

34 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

 
Information related to these exceptions will be provided to the Chief 
prior to any Discipline Review hearing by a Neutral Examiner, and the 
Chief and City Attorney’s Office will have the opportunity to respond 
to the additional material.   
 
D. Hearing. The Hearing will consist of a representative from 
each party presenting the position of that party to the Neutral 
Examiner. The length of the presentation will be determined in 
advance with the assistance of the Neutral Examiner. Except as 
explicitly allowed by Section 15.14.5(C) above, all arguments shall 
be limited to the IR, the Supplemental Submission and the Decision. 
The parties will use their best efforts to conduct the Hearing within 
90 days of the assignment by PERC of a Neutral Examiner.  

 
E. In cases where credibility is determinative, the Neutral 
Examiner may request to hear directly from the relevant witnesses 
to assess witness demeanor and credibility. The Neutral Examiner 
may only utilize this option if it is determined necessary in order to 
resolve the appeal. The Neutral Examiner may ask questions of the 
witnesses but there will be no examination of the witnesses by either 
party. Should this occur, each party may submit a list of questions to 
the Neutral Examiner for consideration. 

 
F. If the Neutral Examiner concludes that the finding is supported 
by a preponderance of the evidence, and that the assessed level of 
discipline was not arbitrary or capricious, the Chief’s decision and the 
discipline imposed is affirmed.  

 
If the Neutral Examiner concludes the City has not established its 
case by the preponderance of the evidence, the discipline is 
overturned and the Neutral Examiner will make other determinations 
as appropriate. 

 
G. If the Neutral Examiner concludes the facts support the 
Decision, but that the assessed level of discipline was arbitrary and 
capricious, the Neutral Examiner will modify the discipline to the 
minimum extent necessary to no longer be arbitrary or capricious. 

 
H. The Neutral Examiner’s decision is final and binding, unless 
in violation of Washington State public policy.    

 
I. Discipline Review hearings will be made available to the 
public, via live-stream, written record, or similar means, such that the 
public may review the process either in real-time or shortly thereafter.  
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15.15  In the event discipline is challenged through the Public Safety Civil Service 
Commission (PSCSC) rather than the Discipline Review process (15.14 above), the 
parties agree that the preponderance of the evidence standard shall apply, and that the 
discipline may only be overturned if it is arbitrary and capricious. In the event the PSCSC 
concludes that the discipline was arbitrary and capricious, it will modify the discipline to 
the minimum extent necessary to no longer be arbitrary or capricious. The parties will 
work with the PSCSC to ensure adoption of this approach for SPMA member appeals. 
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ARTICLE 16 – INTERNAL INVESTIGATION PROCEDURES AND THE POLICE 
OFFICERS' BILL OF RIGHTS 

16.1 The parties agree that discipline is a command function, and that the Department 
may institute a disciplinary procedure.  So much of said procedure that relates to the right 
of an employee to a hearing and the mechanics thereof are outlined in Articles 15 and 
16; provided, however, that it is understood that if deemed appropriate by the Chief of the 
Department, discipline or discharge may be implemented immediately, and the 
disciplinary action shall be subject to the Discipline Review  procedure as provided under 
this Agreement or the hearing procedures of the Public Safety Civil Service Commission, 
but not both.  Disciplinary action shall be for just cause and the discipline shall be 
proportional to the offense.  The standard of proof used by the Chief and OPA Director in 
making their determinations shall be a preponderance of the evidence. The standard of 
review that applies during Discipline Review is established in Article 15. 

 
In the case of an officer receiving a sustained complaint involving dishonesty in the course 
of the officer’s official duties or relating to the administration of justice, a presumption of 
termination shall apply.  Dishonesty is defined as providing false information, which the 
officer knows to be false, or intentionally providing incomplete responses to specific 
questions, regarding material facts. Specific questions do not include general or ‘catch-
all’ questions. For purposes of this Section dishonesty means more than mere inaccuracy 
or faulty memory. Notwithstanding this provision, consistent with the principles of just 
cause, a bargaining unit employee retains the right to initiate a Discipline Review or 
PSCSC appeal of an investigative finding and/or any associated discipline.     

16.2 For purposes of this Article, a "named employee" shall be an employee who is 
alleged to have violated Department rules. 

16.3 Indefinite Suspensions - On indefinite suspensions used for investigative purposes 
which do not result in termination of employment or reduction in rank, the resultant 
punishment shall not exceed thirty (30) days including the investigative time incorporated 
within the indefinite suspension.  However, if an employee has been charged with the 
commission of a felony or a gross misdemeanor where the allegation if true could lead to 
termination, or if the Chief determines that leave without pay is necessary in order to 
maintain the public trust (e.g., an employee being investigated but not yet charged with a 
serious crime), the Employer may indefinitely suspend that employee beyond thirty (30) 
days as long as the length of such suspension is in accord with all applicable Public Safety 
Civil Service Rules. The Association will be notified when the Department intends to 
indefinitely suspend an  employee in the bargaining unit. The Association has the right to 
request a meeting with the Chief to discuss the suspension. The meeting will occur within 
fifteen (15) days of the request. An employee covered by this Agreement shall not suffer 
any loss of wages or benefits while on indefinite suspension if a determination of not 
sustained is made by the Chief of Police.  In those cases where an employee covered by 
this Agreement appeals the disciplinary action of the Chief of Police, the Chief of Police 
shall abide by the decision resulting from an appeal as provided by law with regard to 
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back pay or lost benefits. 

16.4 Internal Investigations Procedures 

 
A. The parties expressly agree that the following internal investigation 

procedures apply only to administrative investigations being conducted by 
OPA.  Both parties affirm their commitment to comply with the intent of this 
Article.  In the event an employee is investigated, the lead investigative 
function will be performed by any employee in OPA.  All interviews will be 
consistent with the provisions of 16.4(H), regardless of the status or rank of 
the interviewer. When the lead investigating employee is a lower ranking 
sworn employee than the one being investigated, conflict of interest 
disclosures must be completed by both the investigator and the named 
employee on a form to be developed by OPA. Every six months, the OPA 
Director will provide a list of named SPMA employees and the corresponding 
lead sworn investigator to the Chief of Police.  In the case of criminal 
investigations, more limited rights to notice, advisements and representation 
may apply.  Minor policy violations, incidents of minor misconduct and work 
performance issues will, at the discretion of OPA, be assigned for 
investigation by the chain of command and/or Human Resources.  It is 
understood that when OPA has a potential conflict of interest, OIG may 
conduct an internal investigation, and in such cases OIG will have all of the 
powers and authority otherwise afforded to OPA.  

 
B. The OPA shall furnish the named employee and the Association with a 

classification report no later than thirty (30) days after receipt of a complaint.  
At a minimum, the classification report shall include information sufficient to 
allow the named employee to prepare for any subsequent investigation 
(including a factual summary of the allegations against the employee), the 
time and place of the alleged wrongdoing unless providing the place would 
violate Seattle Ordinance 3.29.130, and if the Department intends to 
investigate the complaint, the procedures it intends to use in investigating the 
complaint (e.g., OPA investigation or “front-line” investigation). The 
notification will include a good faith identification of the potential policy and/or 
rule violation(s).  This identification need not be exhaustive and subsequently 
may be amended. In the event an amendment occurs less than seven (7) 
days before an interview, upon request the interview will be rescheduled in 
order to provide seven (7) days notice. In the case of allegations involving 
discrimination, harassment, retaliation or other EEOC laws the classification 
report will indicate whether the investigation will be managed through the 
Seattle Department of Human Resources.  

 
C. Except in cases where the named employee or witness employee is 

physically or medically unavailable to participate in the internal investigation, 
or as otherwise provided herein, no discipline may result from the 
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investigation, unless within one-hundred eighty (180) days after either receipt 
or initiation of the complaint by the OPA, written notification is provided to the 
named employee of the proposed investigative finding and discipline.  Such 
written notification will be provided via email and either hand delivery or via 
U.S. mail sent to the employee’s home address on file with the Department. 
A copy of the written notification will be sent to the Association via email on 
the same day that notice is provided to the employee. When the conduct 
under investigation has been adjudicated by a supervisor providing formal 
performance counseling and that adjudication has been reviewed and 
approved by an OPA employee, the 180 days will begin upon OPA’s approval 
of the supervisory adjudication.  

 
1. The one-hundred eighty (180) day time period will be suspended when 

a complaint involving alleged criminal conduct 1) is being reviewed by a 
prosecuting authority or is being prosecuted at the city, county, state, or 
federal level; 2) is being criminally investigated or prosecuted in another 
jurisdiction; or 3) is being criminally investigated by the Seattle Police 
Department. The suspension of the one-hundred eighty (180) day time 
period only applies so long as the OPA is not engaged in an 
administrative investigation. The one hundred eighty (180) day time 
period will be tolled until the date OPA re-commences the investigation, 
or after OPA receipt of either a decline notice from a prosecuting 
authority, notification regarding the judicial acceptance of a guilty plea 
(or equivalent, such as a nolo contendere), or notification regarding a 
verdict in a criminal trial.  Provided, however, in the case of a criminal 
conviction, nothing shall prevent the Department from taking appropriate 
disciplinary action within forty-five (45) days of receiving notice of, and 
on the basis of, a criminal conviction or judicial acceptance of a guilty 
plea (or judicial equivalent, such as a nolo contendere). 

 
2. Additionally, the failure of an employee or Department witness, or their 

representative, to participate in the investigation in a timely manner will 
result in an automatic extension of the 180-day limit by the additional 
amount of time the employee, Department witness, or representative 
took to participate.   

 
3. Subject to the listed conditions, the OPA may request, and the 

Association will grant, an extension of the one-hundred eighty (180) day 
time limitation (so long as the request is made before the one-hundred 
eighty (180) day time period has expired) unless there is “good cause” 
to deny the request. The request will include a justification of the need 
for an extension, and the OPA Director will provide additional information 
if asked by the Association.  A request for an extension due to the 
unavailability of witnesses must be supported by a showing by the OPA  
that the witnesses are reasonably expected to become available (both 
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physically available and willing to participate in the investigative 
process) within the time period requested. In the event the OPA Director 
position becomes vacant due to unforeseen exigent circumstances, the 
one-hundred eighty (180) day time restriction will be extended by sixty 
(60) days.   

 
4. In the event that the OPA makes a request for an extension of the 180-

day time limit within the time frame set forth above, and in conformance 
with all the other requirements set forth above, the Association will give 
a written response thereto within seven calendar days from the date the 
request was first received by the Association President, or their  
designee. Failure to so respond shall result in the extension request 
being approved.  

 
5. When the OPA investigation is complete, the Investigative Record will 

be made available to the Association for the 30 day review period 
established in Article 15.14.  The Association may request an extension 
of an additional 30 days if necessary.  The one-hundred eighty (180) day 
time period will be suspended on the date the file is provided to the 
Association, and will remain suspended throughout the Association’s 
review period.  In the event the OPA re-opens the investigation during 
the Association review period, the 180 day clock will restart during the 
period of additional investigation.  When the Association has completed 
its review, the file will be returned to the OPA Director with any 
supplemental evidence or investigative material.  The 180 day time 
period will restart 10 days after the OPA receives the file and 
supplemental material; however, the OPA Director may extend the 
review period by notification to the Association, so long as no 
investigative actions occur during the extended review period.  If the 
OPA Director determines that additional investigation is necessary after 
reviewing the Supplemental Submission, an extension request to the 
180 day time period may be made consistent with 16.4 (C) (3) above, 
and the 180 day time period will not restart until the extension request 
has been resolved.  

 
6. The parties recognize the importance of avoiding disputes concerning 

the operation of the one hundred eighty (180) day time period for 
investigations, and thus will communicate in good faith in order to 
minimize disputes over this issue. In order to maintain full disclosure 
regarding the 180-day time period the OPA will notify the Association 
whenever the OPA Director believes the time period has been tolled.   

 
D.  Employees who have been notified that they are the subject of an internal 

investigation will be advised of the status of the investigation upon inquiry to 
OPA. Classification of cases as administrative or criminal shall be made in 
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good faith and based upon the evidence.  The Commander of the 
investigative unit conducting the investigation shall stay in contact with the 
appropriate prosecutor’s office to facilitate a timely filing decision. 

 
E. When an employee is to be interviewed or directed to complete a written 

statement in lieu of an in-person interview relative to a complaint in which 
they are involved as either a named or witness employee, the interview notice 
will include:  

 
1. Except in cases where notice would jeopardize the investigation, the 

address of the alleged misconduct (if known) and other information 
necessary to reasonably apprise them of the allegations of such 
complaint.  

 
2.  The name of the individual in charge of the investigation and the name 

of the investigator who will be conducting the interview 
 

F. Nothing in Section B or D shall function to limit the scope of the investigation.  
The named and witness employee is obligated to participate in and respond 
to questions asked during the interview or as part of the required written 
statement. Additional acts, allegations, or circumstances unrelated to the 
subject matter of the current interview, if investigated, will be made the subject 
of a separate interview or statement after compliance with the notification 
provisions of this Agreement, unless otherwise agreed by the employee.  

 
G. When an employee is to be interviewed or is required to make a statement 

relative to a complaint against him/her by any other City agency or its agents, 
that employee will be afforded their rights under the Police Officers’ Bill of 
Rights by that City agent.   

 
H. OPA Interviews 

 
1. The OPA may conduct in-person or remote interviews of the 

complainant (if an employee), named employee, and witness(es) 
during the course of an OPA investigation. 

 
2. At least three business days and no more than thirty days prior to the 

interview, the City shall provide notice to the employee and the 
Association of the interview. The notice shall include all notice required 
by this Agreement and shall advise the employee of their right to 
representation by the Association during the interview. 

 
3. Should the City wish to question the employee about an incident or 

allegations unrelated to the subject investigation, the notification 
requirements set forth in this section shall be complied with before the 
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questioning on such incident or allegations commences, unless 
otherwise agreed by the OPA, the Association and the employee. 

 
4. The Association will be allowed reasonable on-duty release time for a 

SPMA representative to provide representation requested by the 
employee during the questioning. 

 
5. Persons in attendance at interviews will be limited to the employee, 

the employee’s Association representative and/or attorney (no more 
than two persons), the OPA investigator(s) assigned to the case and 
one OPA command staff member (no more than three persons), and 
a court reporter or stenographer, if requested. Attendance at 
interviews by OIG representatives shall be as a neutral observer. OIG 
will make a good faith effort to provide the Association at least three 
(3) days notice when an OIG representative will be in attendance at 
any interview, unless such notice would be inconsistent with the duties 
of the OIG. 

 
6. Any person in attendance at interviews shall be precluded from making 

recommendations or otherwise determining disciplinary outcomes for 
the employee.  

 
7. The OPA interviews shall be digitally recorded, unless in the 

Department’s discretion the nature of the interview does not require 
recording. A copy of the OPA’s digital recording will be provided to the 
Association at the conclusion of the interview, either by email or other 
electronic format. The employee and/or the Association shall have the 
right to make an independent recording of any interview, a copy of 
which shall be made available to the OPA upon request. If an interview 
of a named employee is recorded by the OPA, the OPA shall provide 
the employee a copy of the transcript of the interview at no cost within 
five days after completion of the transcript, if prepared.   

 
I. Although a sustained finding may be entered, no disciplinary action, loss in 

pay or reduction in benefits will result from a complaint of misconduct where 
the complaint is made to the OPA more than five years after the date of the 
incident which gave rise to the complaint, except:  

 
1. where the allegations against the employee, if substantiated, would 

have constituted a crime at the time the conduct occurred, or  
 
2. where the named employee concealed acts of misconduct, or  
 
3.  dishonesty, or  
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4.  Type III force, as defined in the SPD policy manual or by applicable 
law   

 
Any employee  who has been denied a promotion or transfer opportunity by 
invoking this section (excluding the exceptions in I (1)-(4) above) upon 
request will be given a written description of measurable performance 
standards and the period of time these standards must be sustained in order 
to resolve the Department’s concerns  
 

J. OPA shall conduct a preliminary investigation on every complaint before 
determining whether to proceed with a full investigation of the complaint  

 
K. Unless pursuant to a court order or by operation of law, access to internal 

investigation files shall be limited to staff members of the OPA, Bureau 
Chief/Deputy Chief, the OPA Director, the OPA Auditor, the SPD Legal 
Counsel, SDHR, the SPD Human Resources Director, the City Attorney’s 
Office, employees of the Office of Inspector General, the Chief of Police and 
the Association when otherwise allowed by law. The Chief of Police or their  
designee may authorize access to others in their discretion only if those 
others are involved in (1) the disciplinary process; (2) the defense of civil 
claims; (3) the processing of a public disclosure request; or (4) the conduct 
of an administrative review. To the extent allowable by law at the time of the 
request, the City will consider application of relevant exemptions to the 
public disclosure laws with respect to personally identifying information in 
internal disciplinary proceedings files and OPA files, the nondisclosure of 
which is essential to effective law enforcement.  Except as provided herein, 
any disclosure of an OPA internal investigation file involving a bargaining 
unit employee  that is not in response to a court order or other lawful process 
will be disclosed to the Association.  

 
To the extent allowable by law, an officer’s personal identifying information 
shall be redacted from all records released. Records of all sustained 
complaints, including the punishment imposed, should be made public in a 
format designed to protect the privacy of the officers and complainants. 

 
L. The OPA shall maintain a record showing which files have been removed 

from the OPA office, the date of removal, who accessed the files, and to 
where the files have been transferred.  

 
M. An employee may request access to the investigatory portion of closed 

internal investigation files in which the employee was an accused.  Such a 
request shall be in writing fully stating the reasons such access is desired. 
The OPA shall consider the circumstances and not unreasonably deny such 
access.  
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N. OPA closed investigative files will be retained for the duration of the City 
employment plus six years, or longer if any action related to that employee 
is ongoing.    

 
O. Nothing in this Agreement will be interpreted in a manner inconsistent with 

the requirements of the Public Records Act and other applicable law.  
 

P. During the file review period described in Article 15.14 the Association may 
supplement the investigatory record by submitting material, documents, or 
other evidentiary items to the OPA Director.  When material held by an 
external source has been requested but not yet received, the request will 
serve as a “placeholder”.  The Association will provide a description of the 
requested material and its expected probative value.  All decisions 
regarding submittals of additional evidence or other material are within the 
Association’s discretion.  However, when a placeholder request has been 
made, the Association will notify the Chief and OPA Director once the 
material has been received.  

 
There is a presumption that the investigatory record is complete once the 
Loudermill hearing has occurred. If substantive and material new 
information arises between the Loudermill hearing and the Chief’s decision 
regarding the reliability of existing witness testimony that was not 
discoverable at the time of the Loudermill, and where such information 
reasonably could be expected to change the decision of the Chief on 
whether the officer engaged in misconduct, the Association will have the 
right to submit such information to the Chief for review.  This information 
may also be included in any Discipline Review hearing, so long as it was 
first submitted to the Chief. Refer to 15.14.5(c) for supplementation of the 
Investigative Record after the Chief’s decision. 

16.5 Criminal Investigations 
 

A. In the event of a criminal investigation of a bargaining unit employee, all 
constitutional protections shall apply.  No negative inference shall be drawn 
from the exercise of the constitutional right against self-incrimination.  

 
B. OPA will not conduct criminal investigations.  While OPA will not direct the 

conduct of a criminal investigation, OPA may communicate with the criminal 
investigators and/or prosecutors about the status and progress of a criminal 
investigation.   In the discretion of the OPA, simultaneous OPA and criminal 
investigations may be conducted.  In the event the OPA  is conducting an 
OPA investigation while the matter is being considered by a prosecuting 
authority, the 180-day timeline provision continues to run.  Additionally, in the 
case of concurrent investigations, OPA may coordinate with the criminal 
investigators and prosecutors regarding administrative investigatory details, 
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such as witness interview scheduling or review of evidence.  
 

In the case of criminal allegations, OPA (after consulting with the 
Investigations Bureau Chief) shall identify the appropriate investigative unit 
outside of OPA with expertise in the type of criminal conduct alleged to 
conduct the criminal investigation and the associated interviews of the named 
employee(s), witness employee(s) and other witnesses.  The criminal 
investigation shall become part of the administrative investigation. The OPA 
may, at its discretion, recommend to the Chief of Police that an outside law 
enforcement agency conduct a criminal investigation.  

16.6 Bill of Rights - The “Police Officers’ Bill of Rights” spells out the minimum rights of 
an officer but where the language of the contract or the past practices of the Department 
grant the officer greater rights, those greater rights shall pertain. Both parties affirm their 
commitment to comply with the intent of this Article.  The wide-ranging powers and duties 
given to the Police Department and its members involve them in all manner of contacts 
and relationships with the public.  From these contacts come many questions concerning 
the actions of members of the force. These questions often require immediate 
investigation by the Seattle Police Department and/or OPA.   

 
16.6.1 Administrative Investigation Defined - For the purposes of this Article, the 

term "administrative investigation" means an investigation by or under the 
authority of the Chief of Police/OPA of activities, circumstances, or events 
pertaining to the conduct or acts of an employee.  The parties expressly 
agree that the provisions of this Article apply only to administrative 
investigations being conducted by OPA.  In the case of criminal 
investigations, more limited rights to notice, advisements and 
representation may apply.  Nothing in this collective bargaining agreement 
shall limit an employee’s Constitutional rights.  

 
16.6.2 Right to Representation - Before any interview commences or written 

statement is provided, the employee shall be afforded a reasonable 
opportunity and facilities to contact and consult privately with a personal 
attorney or bargaining unit representative(s) before being interviewed or 
providing a statement.  

 
16.6.3 Interviewing procedures - Interviews shall be held at a reasonable hour and 

preferably when the employee to be interviewed is on duty unless the 
exigencies of the interview dictate otherwise.  Interviewing shall be 
completed within a reasonable time and shall be accomplished under 
circumstances devoid of intimidation or coercion, and no questions shall be 
asked “off the record.”  The employee being interviewed shall be entitled to 
such intermissions as the employee  reasonably shall request for personal 
necessities, meals, telephone calls, and rest periods.  The employee is 
obligated to participate in and respond to questions asked during the 
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interview or as part of the required written statement.  All interviewing shall 
be limited in scope to activities, circumstances, or events which pertain to 
the conduct of the employee under investigation.  Additional acts, 
allegations, or circumstances unrelated to the subject matter of the current 
interview, if investigated, will be made the subject of a separate interview or 
statement, unless otherwise agreed to by the employee. 

 
16.6.4 Intimidation of employee prohibited - No employee under investigation shall 

be falsely threatened with dismissal or other disciplinary action should the 
employee  refuse to resign, nor shall any employee be subjected to abusive 
or offensive language or in any other manner intimidated or offered 
promises or reward as an improper inducement to answer questions.  

 
16.6.5 Prior to a decision being made by the Chief when the range of potential 

discipline includes suspension, demotion or termination of an employee, the 
Department will give the employee an opportunity to attend a due process 
hearing. Department attendees at the due process hearing will be limited to 
the Chief of Police, the OPA Director (or designee), the Department HR 
Director (or designee), an Assistant or Deputy Chief, the Inspector General 
(or designee), SPD Counsel/CAO representative, and at the request of the 
named employee any employee(s) of the Department.  This section 
concerns the Department’s representation during due process hearings and 
is not meant to limit an employee’s established rights to representation 
during the due process hearing.  

 
16.6.6 If new material facts are revealed by the named employee during the due 

process hearing and such new material facts may cause the Chief to act 
contrary to the OPA Director’s recommendation, the Chief will send the case 
back to the OPA for further investigation and the 180-day period will be 
tolled for up to 60 days (or longer if mutually agreed) in order to allow the 
further investigation to be conducted.  The named employee has no 
obligation to attend their  due process hearing or to present any information 
during the due process hearing if the employee  chooses to attend.   

 
16.6.7 When the Police Chief changes a recommended finding from the OPA, the 

Chief will be required to state their  reasons in writing and provide these to 
the OPA Director, the Mayor and City Council.  In stating such  reasons in 
writing for changing an OPA recommendation from a sustained finding, the 
Chief shall use a format that discloses the material reasons for their  
decision.  The explanation shall make no reference to the officer’s name or 
any personally identifying information in providing the explanation.  In the 
event the change of recommendation is the result of personal, family, or 
medical information the Chief’s explanation shall reference “personal 
information” as the basis of their  decision.  
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16.7 Mediation – Alternative Resolution Process 

 
1. The parties recognize and embrace the value of having a process whereby 

officers and community members can openly discuss situations in which a 
member of the public felt dissatisfied with an interaction with an officer.   
Through communication and dialogue, officers will have the opportunity to 
hear the perspective and concerns of the public, and complainants will have 
an opportunity to get a better understanding of the role and responsibility of 
a police officer. The parties commit to monitoring and improving, as needed, 
the alternative resolution process detailed in this section of the Agreement. 
While this section references mediation, the parties may choose to utilize 
other means of alternative dispute resolution by mutual agreement.  

 
2. For cases involving dissatisfaction with an interaction with an officer,  at the 

time of issuing the Classification Report OPA will ask the officer whether 
they are  willing to mediate the complaint. 

 
3. Assuming the officer is interested in mediation, the OPA  will have the 

discretion to determine whether or not mediation of a complaint is 
appropriate.  The classification report will normally be used to inform the 
named employee that the OPA  has determined that a complaint is being 
considered for mediation.  Complaints may also be considered for 
mediation after an investigation has been commenced.  An official deferral 
will not be made until such time as the complainant and officer have agreed 
to participate in the mediation process.  Nothing herein shall affect the 
obligation of the employer that any discipline be imposed in accordance 
with just cause. 

 
1. Voluntary process - Mediation will occur only if both the complainant and 

employee agree. 
 

2. The Mediator will attempt to schedule the mediation as soon as 
reasonably possible, recognizing the importance of holding the 
mediation at a time that is convenient for the complainant. 

 
3. If the Mediator informs the OPA  that the employee participated in the 

process in good faith, the complaint will be dismissed and no discipline 
will be imposed.  Good faith means: 

 
a. The officer actively listens to the perspective of the other party; and  
 
b. The officer fully communicates their own position and engages in the 

discussion. 
 

Good faith does not require the officer to agree to any particular 

121



Att 1 – Agreement with SPMA 

V1 

 

47 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

resolution of a complaint. 
 

4. In the event the complainant changes their mind and does not participate 
in the mediation, or if an employee does not participate in the mediation 
in good faith, a finding of which shall not be subject to challenge, the 
complaint will be returned to OPA. If returned to OPA, the 180-day time 
period shall be considered to have been tolled during the time from when 
the complaint was deferred to mediation until it was returned to OPA for 
investigation.  

 
5. Confidential process - The parties to mediation will sign a confidentiality 

agreement.  The mediator will only inform the OPA whether or not the 
parties met and participated in good faith.  Any resolution will be 
confidential.  

 
6. Time spent at the mediation shall be considered on-duty time. 

 
7. The panel of mediators will be jointly selected by the OPA and the 

Association. All costs of mediation shall be borne by the City.  
 

8. Multiple Named Officers - In the event there is more than one named 
officer, and not all officers want to participate in mediation, the OPA will 
decide whether to conduct mediation with only those officers wanting to 
participate. In any case where more than one officer participates in 
mediation, the Mediator will make an individualized good faith 
determination for each participating officer. In all such cases, employees 
choosing not to participate or that do not participate in good faith will 
have the complaint processed by OPA 

16.8 Rapid Adjudication Process 

 
A. Rapid Adjudication (“RA”) is an alternative complaint resolution process. RA 

may be initiated by the employee or OPA. It can be utilized when an 
employee  recognizes that their conduct was inconsistent with required 
standards, and is willing to accept discipline for the infraction rather than 
requiring an extensive investigation by OPA.  

  
B. Employee Initiated.   

 
Included with the classification report will be information about the Rapid 
Adjudication process. Within five (5) days of receiving the classification report, 
the employee may request starting Rapid Adjudication. The OPA (in 
consultation with the Chief or designee) will have ten (10) days to determine 
whether the case is appropriate for Rapid Adjudication and if so, to provide 
a recommendation for discipline or a range of discipline to the Chief (or 
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designee). If the Chief (or designee) accepts the recommendation for Rapid 
Adjudication and the discipline or range of discipline recommended, then 
OPA will inform the employee (the “Acceptance Notice”) and the 180-day 
period for investigation will be tolled upon notice to the employee.  If the 
discipline involves suspension, the range of proposed discipline shall be a 
variance of no more than three (3) days. The employee shall have five (5) 
days to accept the discipline or range of discipline. If the offer is not accepted 
by the employee, the matter will be returned to OPA for investigation, with 
the 180-day timeline re-started at that time. If accepted, the employee’s 
acceptance shall close the case. In cases where a range of discipline has 
been offered, the employee may request to meet with the Chief to provide 
him/her with information that the employee would like the Chief to consider 
in making a final determination on the amount of discipline within the range. 
The employee may have an SPMA representative at any such meeting.  
 

C. OPA Initiated.       
 
Prior to a classification report being issued, OPA may review the case and 
make a determination as to whether OPA believes the case is appropriate 
for Rapid Adjudication. If so, OPA will set forth the discipline, or range of 
discipline, it recommends and forward it to the Chief (or designee). The 
Chief (or designee) will approve or disapprove the recommendation for 
Rapid Adjudication, and the recommended discipline (or range of discipline) 
to be offered to the employee.  
 
For those cases approved by the Chief (or designee), at or prior to the time 
that the classification report is issued, the OPA will provide notice to the 
employee explaining Rapid Adjudication and include the employee’s option 
to elect Rapid Adjudication. The notice will include the proposed discipline 
(or a range of proposed discipline) that would be imposed if the employee 
elects to have the matter rapidly adjudicated. If the discipline involves 
suspension, the range of proposed discipline shall be a variance of no more 
than three (3) days. 
 
Within five (5) days after receipt of the offer for Rapid Adjudication, an 
employee may inform OPA in writing, that the employee will utilize the Rapid 
Adjudication process and accepts the proposed discipline. Upon notification 
by the employee to the City of acceptance, the case will be closed. In cases 
where a range of discipline has been offered, the employee may request to 
meet with the Chief to provide him/her with information that the employee 
would like the Chief to consider in making a final determination on the amount 
of discipline within the range. The employee may have an SPMA 
representative at any such meeting. 
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D. RA Initiation During the Course of the Investigation. 
 

Nothing in this Agreement prohibits an employee and OPA from agreeing 
at a later time in the investigation to institute RA. An employee may request 
in writing that OPA consider the possibility of utilizing RA at any time during 
an investigation. Any such request will toll the 180-day timeline. OPA shall 
respond to the request within ten (10) days of receiving the request. If OPA 
agrees to utilize RA, procedures outlined in B(1) above shall apply. In the 
event no agreement is reached utilizing the RA process, the matter will be 
returned to OPA for investigation, with the 180-day timeline re-started at 
that time.  

 
E. In all cases using Rapid Adjudication, the discipline imposed by the Chief 

will be final and binding and not subject to challenge or appeal through either 
the grievance procedure or the Public Safety Civil Service Commission. The 
discipline shall be non-precedent setting, although it may be used in any 
subsequent proceeding involving that employee.   

 
F. Neither the Department’s proposed discipline, the willingness of the 

Department, OPA, and the employee to consider rapid adjudication, or 
rejection of the discipline may be offered as evidence in any subsequent 
proceeding. Additionally, If the employee rejects Rapid Adjudication, the 
fact that Rapid Adjudication was rejected will not be considered in any future 
deliberations on the case or in deciding any potential discipline. The rejection 
will not be part of the case file, but may be tracked by OPA/OIG for purposes 
of systemic review. 

 

16.9 EEO Investigations 

 
A. Complaints of Discrimination, Harassment, Retaliation, and other matters 

related to Equal Employment Opportunity laws and regulations shall be 
investigated under supervision of the Human Resources Unit. 

 
B. EEO Investigations may be conducted by a member of the Human 

Resources Unit or, in the Department’s discretion, by a civilian employed or 
retained by the City of Seattle. 

 
C. In all investigations, the officer has the right to Association representation 

at the investigative interview. 
 

D. At the Department’s discretion, an investigation may culminate in a written 
report or an oral report of investigative findings to the Human Resources 
Director or Command Staff, as appropriate. 
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E. No discipline may result from an EEO investigation unless a written report 
is provided to the affected employee, and the affected employee has an 
opportunity to respond to any findings and conclusions.  The Department 
may, at any time, refer an EEO matter to the Office of Professional 
Accountability for a disciplinary investigation. 

 
F. All notification and interview procedures will conform with the provisions 

contained in Articles 16.4(B), 16.4(E), 16.4(F), 16.4(G), 16.4(H), 16.6.2, 
16.6.3 and 16.6.4.  
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ARTICLE 17 – JOINT LABOR MANAGEMENT COMMITTEE 
 

17.1 There shall be a Police Department Joint Labor Management Committee 
consisting of three (3) employees named by the Association and three (3) representatives 
of the Department named by the Chief of Police.  The Chief of Police, or their  
representative, shall sit as one of the three (3) Employer representatives to the maximum 
extent practicable, but any of the six (6) members may be replaced with an alternate from 
time to time. Either party may add additional members to its JLMC committee whenever 
deemed appropriate.  A representative of the City shall be requested through Labor 
Relations to attend JLMC meetings, and shall be provided an agenda in advance. 

17.2 The JLMC shall meet on an ad hoc basis at the request of either party and shall 
consider and discuss matters of mutual concern pertaining to the improvement of the 
Police Department and the welfare of the employees. 

17.3 The purpose of the JLMC is to deal with matters of general concern to members 
of the Department as opposed to individual complaints of employees and shall function 
in a consultive capacity to the Chief of Police. 

17.4 Either party may initiate discussion of any subject of a general nature affecting the 
operations of the Department or its employees.  However, at any sessions which involve 
the interpretation or application of the terms of this Agreement or any contemplated 
modifications thereof, the Director of Labor Relations and the President of the Association 
or their designees shall be in attendance and no such changes shall be made without the 
approval of same. 

17.5 An agenda describing the issue(s) to be discussed shall be prepared by the 
initiating party and distributed at least three (3) days in advance of each meeting. Nothing 
in this section shall be construed to limit, restrict, or reduce the rights of the parties 
provided in this Agreement and by law. 
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ARTICLE 18 - DURATION OF AGREEMENT 

18.1 This Agreement shall become effective on January 1, 2020 or upon signing by both 
parties, whichever is later, and shall remain in effect through December 31, 2023.  Written 
notice of intent to amend or terminate this Agreement must be served by the requesting 
party upon the other party five (5) months prior to the submission of the City budget in the 
calendar year 2023 as stipulated in RCW 41.56.440.  Notwithstanding an effective date 
of January 1, 2020, pay increases for each calendar year shall be effective as of the pay 
period that begins the closest to January 1 of each such year. Those dates are specified 
in Appendix A. 

18.2 Upon thirty (30) days advance written notification, the City may require that the 
Association meet for the purpose of negotiating amendments to this Agreement which 
relate to productivity improvements within the Police Department. 

18.3 The City reserves the right to open this Agreement for the purpose of negotiating 
any mandatory subjects that may be associated with the adoption of amendments to Title 
4 of the Seattle Municipal Code. 
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Signed this        day of                   , 2022. 
 
 
SEATTLE POLICE MANAGEMENT THE CITY OF SEATTLE 
ASSOCIATION  
 

Executed under authority of 
      Ordinance                                    
 
 
 
                                                           
Scott Bachler, President   Bruce Harrell, Mayor 
 
 
 
            
Brian Stampfl, Vice-President  Danielle Malcolm, Labor Relations 
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APPENDIX A – SALARIES 
 
A.1 Effective December 25, 2019, the new monthly salary schedule shall be as 

follows: 
 
  Classification  Start  6 Months 18 Months  30 Months 
 
  Lieutenant   11,866 12,350 12,856 13,371 
 
  Captain   14,113 14,683 15,289 15,901 
 
 
A.2 Effective January 6, 2021, the new monthly salary schedule shall be as follows: 
 
  Classification  Start  6 Months 18 Months  30 Months 
 
  Lieutenant   12,093 12,583 13,102 13,625 
 
  Captain   14,381 14,962 15,579 16,204 
 
A.3 Effective January 5, 2022, the new monthly salary schedule shall be as follows: 
 
  Classification  Start  6 Months 18 Months  30 Months 
 
  Lieutenant   12,576 13,088 13,625 14,170 
 
  Captain   14,957 15,560 16,202 16,851 
 

 
A.4 Effective January 4th, 2023, the base wage rates set forth in A.3 above shall be 
increased across-the-board by one hundred percent (100%) of the annual average 
growth rate of the bi-monthly Seattle-Tacoma-Bellevue area Consumer Price Index 
(“CPI”) for June 2021 to June 2022 over the same index for June 2020 to June 2021; 
provided, however, said CPI percentage increase shall not be less than one and one-
half percent (1.5%) nor shall it exceed four percent (4%). The index used shall be the 
Consumer Price Index for Urban Wage Earners and Clerical Workers (CPI-W), All 
Items, Revised Series (1982-84=100 unless otherwise noted).The resulting percentage 
increase shall be rounded to the nearest tenth (10th) of a percent.  

A.5 A salary premium based on five percent (5%) of their actual base wage rates shall 
be paid to Police Lieutenants assigned to the Bomb Squad only after that lieutenant has 
been sent to bomb technician school and is a certified bomb technician, including being 
used in the bomb technician rotation to be sent down range.   
 
A.6 Longevity premiums based upon the top pay step of the classification Police 
Lieutenant shall be added to salaries during the life of this Agreement in accordance with 
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the following schedules: 
 

Longevity  Effective 12/26/18 

Completion of fifteen (15) 
years of service 

 6% 

Completion of twenty (20) 
years of service 

 7% 

Completion of twenty-five (25) 
years of service 

 12% 

Completion of thirty (30) 
years of service 

 13% 

 

  
A.7 The following premiums shall apply to the stated captains based on their actual 
base wage rate while so assigned:   
 

Precinct Captain:   5% (6% first pay period after implementation) 
 
 Violent Crimes Captain:   3% 
 
 Permanent Night Captain:  3% 
 
 Traffic Captain:   2% 
 

A. Effective January 1, 2004, an actual base salary increase of 3.5% was paid to 
all police captains per the 2004-2005 collective bargaining agreement for 
performing rotating night duty commander assignments. 

 
B. Effective the first pay period after implementation, Lieutenants in the position 

of Watch Commander or the CRG Lieutenant will receive a premium of 3% on 
their actual base wage rate while so assigned. 

 
A.8 Correction of Payroll Errors.  In the event it is determined there has been an error 
in an employee’s paycheck, an underpayment shall be corrected within two pay periods; 
and upon written notice, an overpayment shall be corrected as follows: 
 

A.  If the overpayment involved only one paycheck; 
 

1. By payroll deductions spread over two pay periods; or 
 

2. By payments from the employee spread over two pay periods. 

B.  If the overpayment involved multiple paychecks, by a prepayment schedule 
through payroll deduction not to exceed twenty-six (26) pay periods in duration, 
with a minimum payroll deduction of not less than twenty-five dollars ($25) per pay 
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period. 

C. If an employee separates from the City service before an overpayment is 
repaid, any remaining amount due the City will be deducted from the employee’s 
final paycheck(s). 
 
D. By other means as may be mutually agreed between the City and the 
employee.  The Association Representative may participate in this process at the 
request of the involved employee.  All parties will communicate/cooperate in 
resolving these issues. 

 
A9   Deferred Compensation.   
 

1. Effective January 1, 2019, the City shall provide a total annual match of an 
employee’s contribution to the City’s voluntary deferred compensation program 
of a maximum of 2% of the top step base salary of Police Lieutenant. Effective 
the first pay period following implementation, the City’s total annual match of 
an employee’s contribution to the City’s voluntary deferred compensation 
program shall increase up to a maximum of 3% of the top step base salary of 
Police Lieutenant.  

 
2. In the event that the City is unable to provide a deferred compensation match 

because such a benefit is determined to be illegal, the benefit shall be 
converted to an across-the-board percentage wage increase commensurate 
with the City’s percentage match at the time it is determined to be illegal, less 
any savings accruing to the City under a deferred compensation match system 
because the deferred compensation match does not necessitate the payment 
of the same salary-dependent rollup costs (such as LEOFF contributions) as 
does an across-the-board wage increase. 
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APPENDIX B – MEMORANDUM OF UNDERSTANDING 

 
The Association and the City of Seattle enter into the following agreements pursuant to 
their negotiations for the 2020-2023 collective bargaining agreement.  
 
Accountability Legislation 
 
The results of the bargaining on the Accountability Ordinance are incorporated into Article 
16 of the CBA between the parties. In accordance with this, the City may implement the 
Accountability Ordinance. The Association retains the right to bargain any unforeseen 
effects arising out of the implementation of the Accountability Ordinance. 

 
Body Worn Video 
 
Association members participating in the BWV program shall follow the provisions of SPD 
Manual section 16.090 (“In-Car and Body-Worn Video”).   
 
It is understood that the Department will require some bargaining unit members  to wear 
BWV. The decision of which employees are or may be required to wear BWV will be made 
by the City.    
 
Effective the first pay period after ratification of this Agreement, and continuing through 
the remainder of 2022, an additional two percent (2%) of the base monthly salary held 
by an employee shall be paid to each employee required to wear BWV while on duty for 
the City. Effective December 25, 2019 through the date of ratification, any Watch 
Commander that regularly wore BWV while on duty shall receive the 2% premium for 
each pay period during which they were wearing the BWV. The parties will work 
together in good faith to determine eligibility for this pay.  This 2% premium for wearing 
BWV shall terminate on January 3, 2023. 
 
Civilianization 
 
The Captain position currently assigned to the Communications Section may be replaced 
by a non-sworn manager.  The City reserves the right to determine when and if this 
happens.  The Association and incumbent captain will receive at least 30 days notice 
prior to the implementation of a civilianization decision.  There is no current proposal or 
agreement to civilianize the lieutenant position currently assigned within the 
Communications Section. These civilianization understandings are not dependent on 
where the communications function is ultimately housed organizationally. 
 
In the event the City seeks civilianization of any other bargaining unit position(s), it may 
re-open the Agreement and bargain with the SPMA pursuant to the requirements of RCW 
41.56. 
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Contract Effectiveness 
 
Unless otherwise provided in this Agreement (such as retroactive wages), the provisions 
of this Agreement shall become effective upon ratification by the parties.  
 
EEO interviews 

 
EEO interviews may occur remotely over video at the City’s discretion while the Mayor’s 
Executive Order-COVID-19 Civil Emergency is in effect. After the expiration of this 
order, the parties may reopen on the issue of remote EEO interviews. 

 
Flextime 

 
Effective with this Agreement, Flextime will be capped at 200 hours, and will be 
controlled and managed by SPD. 

 
Determination of Accruals: 
 
Each Captain must affirm to SPD the amount of Flextime they have by providing a 
written statement as follows: “I affirm that I currently have ____ hours of Flextime.”  
Failure to provide the affirmation will result in the Captain losing whatever 
Flextime accumulation they had.  The mechanism for gathering this information 
shall be determined by the SPD HR Director and will be distributed shortly after 
the Agreement has been ratified by both parties. 
For each Captain affirming more than 384 hours of Flextime, the Captain will be 
expected to establish proof of approval to go over the cap, as required in the 
underlying MOU. 
 
Transition to New 200-hour Cap: 
 
Captains will have eighteen (18) months from the point that Flextime balances 
appear in a Captain’s timesheet balances to get to 200 or less hours of Flextime 
(the “Transition Period”).  In order to avoid disputes regarding this timeline, the 
parties will agree on the initial date that Flextime balances are being electronically 
recorded, which will initiate the Transition Period. At the commencement of the 
Transition Period, each Captain will be given the opportunity to cash-out at 35% 
their accrued Flextime hours for those hours over 200 and up to 384 hours.  This 
cash-out may be requested through a mechanism administered by the SPD HR 
Director.  At the conclusion of the Transition Period, any remaining unused 
Flextime hours will be cashed out by the City at the rate of 25% for hours over 200 
and up to 384 hours.  Funds will be directed consistent with current City policy 
and IRS regulation. 
 
If during the Determination of Accruals process it is established that a Captain has 
an approved over-the-cap balance, the City may notify the Association of its intent 
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to bargain issues related to the reduction of the over-the-cap amount. Absent 
such notification, the Captain will have the remainder of the Transition Period to 
use (or lose) the over-the-cap amount. 
 

Four Ten Schedule Re-Opener 
 
In the event the City implements a 4x10 patrol schedule with SPOG, and desires to extend 
that schedule to potentially impacted SPMA members as well, this Agreement may be re-
opened to bargain the hours and work schedule impacts of the change to a 4X10 patrol 
schedule.  
 
Incentive Sick Leave Balances 
 
The use of incentive sick leave shall be subject to all rules, regulations and restrictions as 
normally earned sick leave, except as provided below: 
 

A. Incentive sick leave may be used only for the three-day elimination period for 
industrial injuries or after all regular sick leave has been used. 

 
B. Incentive sick leave may not be cashed out or applied to the payment of health 
care premiums. 

 
Legislative Changes 
 
The parties recognize the dynamic and ongoing nature of legislative action as it relates 
to law enforcement reform and accountability.  In the event new state/federal legislation 
is passed that potentially affects provisions within this Agreement, or if existing legislation 
is clarified such that it will potentially affect provisions within the Agreement, either party 
may re-open the Agreement in order to ensure compliance with any such new 
requirements. 
 
Public Safety Civil Service Commission 
 
The City may implement the revised composition of the Public Safety Civil Service 
Commission as provided in the Accountability Legislation at 4.08.040. 
 
Race and Social Justice Initiative 
 
For the duration of this Agreement, the Association agrees that the City may open 
negotiations associated with any changes to mandatory subjects related to the Race and 
Social Justice Initiative efforts. 
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Records Retention 
 

The City will request an Attorney General Opinion regarding revised RCW 43.101.135 
(7)(b) in SB 5051.  The question to be resolved is whether the legislation requires the 
retention of all officer misconduct investigations, or just those that result in sustained 
findings or discipline.  If the AGO indicates that unsustained complaints are not the 
subject of the legislation, the Association may re-open the CBA on the issue of retention 
of not sustained investigative files (see Article 16.4 (N)). 

 
Secondary Employment  

The Association recognizes the City’s ability to regulate and manage secondary 
employment (such as through an internal office), and the discretion to determine when 
this occurs. The City recognizes that there may be impacts to employees in the 
bargaining unit  (e.g., workload for any employee involved in making or overseeing the 
assignments) and commits to bargain any such impacts upon the request of the 
Association per RCW 41.56.  

 
Washington Paid Family and Medical Leave Act 

 
The Parties agree that the existing Memorandum of Agreement between the City and 
the Coalition of City Unions concerning the implementation of the Washington Paid 
Family and Medical Leave Act (attached as Appendix F) will be incorporated into this 
Agreement.  Association bargaining unit employees may utilize benefits outlined in SMC 
4.26, 4.27, 4.29, and RCW 50A consistent with City policy and this Agreement. 

 
 

 
 
Dated this _____ date of __________, 2022 . 
 
Seattle Police Management Association  City of Seattle  
 
 
 
                      
Scott Bachler, President,     Bruce Harrell, Mayor 
 
 
 
 
             
Brian Stampfl, Vice President   Danielle Malcolm, Labor Relations 
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APPENDIX C 
 
Employees receiving SPFML may use any of their accrued paid and/or granted leave 
(“Leave”) to supplement the SPFML benefit payment, up to 100% of their weekly salary 
paid by the City of Seattle.  The use of such leave to augment the SPFML benefit shall 
be called “supplemental leave pay”.  Use of Leave by an employee to supplement SPFML 
is strictly voluntary.  The City cannot require an employee to use accrued leave to 
supplement SPFML benefits. 
 

A) Leave for the purposes of this proposal is defined as all accrued and/or granted leave 
as set forth and defined in the City of Seattle Municipal Code Title 4 (Personnel) Sections 
4.24 through 4.34 (vacation, sick leave, floating, merit, comp time, executive, etc.). 
Leaves eligible for top-off during the pilot will be consistent with those applicable to the 
Coalition. Flextime is not eligible for top-off. 

B) Supplemental leave pay may be accessed starting the first pay period after the City 
has received the final SPFML claim determination notice from the Washington State 
Employment Security Department (“ESD”). 

C) Supplemental leave can be used by employees based on the date range signified in 
the SPFML eligibility letter.  For instances in which that date has passed, employees can 
submit time sheet correction requests to add the use of supplemental leave, as defined 
above.  No time sheet corrections or retroactivity shall be applied to any date or SPFML 
prior to the execution of this Agreement. 

 
D) The use of supplemental leave to “top-up” an employee’s SPFML benefit shall not 
exceed the amount of accrued and/or granted leave the employee has available in their 
balances. 

 
E) The use of accrued and/or granted paid leave to supplement the SPFML benefit will 
be available in 15-minute increments, except for when the accrued and/or granted paid 
Leave the employee requests to be used to supplement the SPFML must be used in full 
day increments as specified by a given collective bargaining agreement or by City code 
or Personnel rules (e.g. personal holidays), and then shall be only available in full-day 
increments. 

 
F) It is the employees’ responsibility to calculate how much accrued and/or granted paid 
leave they need to use in order to supplement their SPFML benefit when entering and 
submitting their timesheets. 

 
G) An employee must have already accrued the paid/granted leave they seek to use for 
the pay period in which they seek to use it. 

 
H) It is the employee’s responsibility for determining whether they have the accrued 
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and/or granted leave they seek to use in a given pay period to supplement the SPFML. 
 

I) The City will not be responsible for tracking whether employees have accrued the 
amount of Supplemental Leave they request at the time their SPFML leave is set to start. 

 
J) The SPFML “top-up” program is a pilot, and the City and the Coalition of City Unions 
have developed a comprehensive review, analysis, and discussion system in order to 
assess the program (detailed in “K” below).  The City agrees to notify the Association 
regarding the initial review meeting during Q2 2023, and the Association agrees to 
coordinate its participation through the Coalition.  The City and Association will not conduct 
a separate review.  Determinations about program viability and continuation will be made 
within the framework of the City/Coalition review and assessment, which is included below 
for reference.    

 
K) Length and review of Pilot Program:  This pilot program will take effect the first quarter 
of 2022 and continue through March 31, 2024, the end of the first quarter of 2024.  The 
City and the Coalition of City Unions (the “Parties” for purposes of this subsection only) 
have agreed that after the first quarter of 2023, and no later than June 30, 2023, they will 
meet and review the supplemental leave pay usage data of the previous year, to review 
the cost and utilization of the program.  After June 30, 2023, either party may cancel this 
pilot program with 30 days calendar days’ written notice to the other party.  The Parties 
agree that the purpose of this pilot phase is to ascertain utilization and costing data related 
to top-up for purposes of possible enhancements or expansion of the program, including 
but not limited to the possibility of the City providing some or all of the supplemental top-
up funding at a future date.  To that end, the parties agree to convene a labor-
management on this subject no later than ninety (90) days prior to June 30, 2023, to 
review this data and negotiate potential changes to the program.  
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APPENDIX D 
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APPENDIX E 

 
The City and the Association agree that the Memoranda of Agreement listed below 
remain operative and shall be retained by the parties and incorporated into the Agreement 
by reference.  The parties agree that MOAs not referenced are either invalid, expired, or 
completed.  
 

 1997 – LEOFF members reemployed as civilians 

 2001 – Administration of vacation for LEOFF II on disability leave 

 2009 – Executive Leave cash out for Captains 

 2009 – 2006 pilot process for promotion from lieutenant to captain becomes 
permanent  

 2014 – Implementation of the Settlement Agreement and Memorandum of 
Understanding between the City and the Department of Justice (July 27, 2012) 

 2014 – Formation of the Community Police Commission 

 2014 – Access and confidentiality of the DOJ Monitor 

 2016 – Night Duty Commanders and Night Duty Commander Duty Rotation 
Calendar 

 2017 –  Night Duty Commander Addendum  
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APPENDIX F 
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SUMMARY and FISCAL NOTE* 

Department: Dept. Contact/Phone: CBO Contact/Phone: 

Seattle Department of 

Human Resources  

Shaun Van Eyk/206-256-6804 

Danielle Malcolm/206-684-0810 

Sarah Burtner/206-233-

5044 

* Note that the Summary and Fiscal Note describes the version of the bill or resolution as introduced; final legislation including 

amendments may not be fully described. 

1. BILL SUMMARY 

 

Legislation Title: 
AN ORDINANCE relating to City employment; authorizing the execution of a collective 

bargaining agreement between The City of Seattle and the Seattle Police Management 

Association to be effective January 1, 2020 through December 31, 2023; and ratifying and 

confirming certain prior acts. 

 

Summary and Background of the Legislation: 

This legislation authorizes the Mayor to implement a collective bargaining agreement 

between The City of Seattle (“City”) and the Seattle Police Management Association 

(SPMA). The collective bargaining agreement is a four-year agreement on wages, benefits, 

hours, and other working conditions for the time period January 1, 2020, through December 

31, 2023. This legislation affects approximately 80 regularly appointed City employees.  

 

The collective bargaining agreement provides for wage adjustments of 2.7 percent in 2020, 

1.9 percent in 2021, and 4 percent in 2022. In 2023, wages shall be adjusted 100 percent of 

the increase of the Seattle CPI-W (Consumer Price Index) for June 2021 over June of the 

2020, with a “floor” of 1.5 percent and a “ceiling” of 4 percent. Effective in 2022, the 

Precinct Captain premium will increase from 5 percent to 6 percent; and Watch Commanders 

will begin receiving a premium of 3 percent. Watch Commanders who regularly wore body-

worn video between December 25, 2019, and the date of ratification will receive a 2% 

premium. Effective upon ratification, members who are required to wear the video will 

receive a 2% premium; which shall terminate on January 3, 2023.  

 

The City and union agreed to continue health care cost sharing the same as in the previous 

agreements: the City will pay up to 7 percent of annual healthcare cost increases and then 

additional costs will be covered by the Rate Stabilization Fund. Once that Fund is exhausted, 

the City will pay 85 percent and employees will pay 15 percent of any additional costs.  

 

The parties negotiated other working conditions, effective upon implementation, including: 

 Cash out of sick leave upon retirement to a VEBA account to pay for healthcare costs at 

the following rates: 25% for hours 0 to 400; 50% for hours 401 to 800; and 75% for hours 

above 801.  

 The deferred compensation match will increase from 2 percent to 3 percent of the top 

step base salary of Police Lieutenant.  

 Flextime will be capped at 200 hours, and will be controlled and managed by the Seattle 

Police Department. As part of the transition to the 200 hour cap, Flextime between 200-
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384 hours can be cashed out at 35% at the start of the transition. Flextime over 384 hours 

or Flextime cashed out at the end of the transition may be cashed out at 25%.  

 Addition of Juneteenth and Indigenous Peoples’ Day as paid holidays. 

 The option to cash out executive leave annually will be increased from 10 hours to 16. 

 

2. SUMMARY OF FINANCIAL IMPLICATIONS 

 

Does this legislation amend the Adopted Budget?    ___ Yes _X_ No 

 

Does the legislation have other financial impacts to The City of Seattle that are not 

reflected in the above, including direct or indirect, short-term or long-term costs? 

 

** Please note that this section was authored by Central Staff Aly Pennucci and Greg Doss 

and approved by the City Budget Office on May 20, 2022. 

 

The aggregate annual costs for the SPMA collective bargaining agreement are estimated to 

grow from $18.4 million in 2019 to $21.14 million in 2023. The estimated cost increases1 to 

the City are as follows: 

 

$’s in 000s 

2019 

(Baseline) 

2020 

(Year 1) 

2021 

(Year 2) 

2022 

(Year 3) 

2023 

(Year 4) 

4 Year 

Total 

Total Cost $18,409 $18,905 $19,265 $20,442 $21,140 $79,752 

Cost over baseline $498 $856 $2,033 $2,731 $6,118 

 

The City is currently holding funds in the General Fund’s planning reserves to cover the 

costs of implementing the SPMA contract. However, the Executive has indicated that it 

intends to instead use sworn salary savings in SPD’s Adopted Budget to fund the $3.39 

million that is required to pay SPMA members for retroactive and current wage adjustments 

through the end of 2022.  Therefore: (1) it becomes unnecessary for the Executive to request 

in separate legislation or a supplemental budget additional appropriation authority for SPD to 

cover the cost of the SPMA contract; and (2) the funds held in planning reserves could be 

appropriated for other purposes or used to mitigate the impacts of the anticipated gap in GF 

revenues and expenditures in 2023 and 2024.  Future (2023) contract costs will be 

appropriated through the 2023 budget process. 

 

As noted in Central Staff’s SPD 2022 Q1 Sworn Staffing Report posted to the April 26 

Public Safety and Human Services (PSHS) Committee agenda, staff estimates that, based on 

hiring to date, $4.5 million in SPD salary savings is currently available. If these one-time 

funds are used to cover the 2020-2022 costs of implementing the SPMA contract, the 

estimated salary savings in SPD’s 2022 budget would decrease from an estimated $4.5 

million to $1.11 million. 

 

                                                 
1 The annual cost increases are calculated by subtracting the 2019 baseline budget for employees represented by 

SPMA from the estimated annual cost of implementing the four-year SPMA contract.  
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The 2022 Adopted Budget includes a proviso (SPD-003-B-001) that restricts SPD’s ability to 

expend its sworn salary savings without future appropriation from the Council. On May 10, 

2022, the PSHS Committee recommended approval of Resolution 32050 and Council Bill 

120320. Resolution 32050 states the Council’s intent to modify the proviso to authorize using 

these funds for staffing incentives and a recruitment support program in SPD. Council Bill 

120320 provides authorization to use up to $1,150,000 of the funds for:  

 

(1) An additional recruiter position in SPD;  

(2) A national ad campaign to market police officer positions to potential candidates;  

(3) A national search to hire a permanent Chief of Police; and 

(4) Moving expenses for new police officer hires in 2022;   

 

As noted above, SPD will have $1.1 million remaining in salary savings to fund items that 

are specified in Resolution 32050 and/or CB 120320.  The Executive’s use of salary savings 

on items 2-4 above will affect its ability to use remaining salary savings for staffing incentive 

programs.  Additional spending on staffing incentives would require additional savings in 

SPD (sworn salary savings or other savings) or additional appropriations provided in a 

supplemental budget. 

 

Are there financial costs or other impacts of not implementing the legislation? 

If the agreement is not legislated, employees will continue to receive the same wages that 

became effective on December 26, 2018. There may be other risks associated with not 

implementing the legislation. 

 

3. OTHER IMPLICATIONS 

a. Does this legislation affect any departments besides the originating department? 

Yes, there are costs and operational impacts to Seattle Police Department. 

 

b. Is a public hearing required for this legislation? 

No. 

 

c. Is publication of notice with The Daily Journal of Commerce and/or The Seattle Times 

required for this legislation? 

No. 

 

d. Does this legislation affect a piece of property? 

No. 

 

e. Please describe any perceived implication for the principles of the Race and Social 

Justice Initiative. Does this legislation impact vulnerable or historically disadvantaged 

communities? What is the Language Access plan for any communications to the public? 

 

Further implementation of the accountability ordinance and the City’s commitment to 

constitutional policing has a positive effect on vulnerable or historically disadvantaged 

communities. 
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f. Climate Change Implications 

1. Emissions: Is this legislation likely to increase or decrease carbon emissions in a 

material way?  

N/A 

 

2. Resiliency: Will the action(s) proposed by this legislation increase or decrease 

Seattle’s resiliency (or ability to adapt) to climate change in a material way? If so, 

explain. If it is likely to decrease resiliency in a material way, describe what will or 

could be done to mitigate the effects. 

N/A 

 

g. If this legislation includes a new initiative or a major programmatic expansion: What 

are the specific long-term and measurable goal(s) of the program? How will this 

legislation help achieve the program’s desired goal(s)? 

N/A 

 

Summary Attachments:  

Summary Attachment 1 – Bill Draft of Agreement with SPMA 
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AGREEMENT 

 
BY AND BETWEEN 

 
THE CITY OF SEATTLE 

 
AND 

 
SEATTLE POLICE MANAGEMENT ASSOCIATION 

 
 
This Agreement is between the City of Seattle (hereinafter called the Employer or the 
City) and the Seattle Police Management Association (hereinafter called the Association) 
for the purpose of setting forth the wages, hours, and other conditions of employment for 
those employees for whom the Association is the exclusive bargaining representative. 
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ARTICLE 1 - RECOGNITION AND BARGAINING UNIT 
 

1.1 The Employer recognizes the Association as the exclusive bargaining 
representative for the collective bargaining unit described in decision(s) emanating from 
Washington State Public Employment Relations Commission Case No. 1620-E-78-314. 

1.2 Pursuant to Section 1.1 above, the classifications of employees covered by this 
Agreement are set forth in Appendix A of this Agreement. 

1.3 The elected President of the Association or their designated representatives are 
recognized by the Employer as official representatives of the Association empowered to 
act on behalf of members of the bargaining unit for negotiating with the Employer. 

1.4 The President of the Association or their designated alternate shall be the liaison 
between the Association and the Seattle Police Department. 

1.4.1  Upon sufficient notification the Employer shall grant the President of the 
Association or their  designee a special leave of absence with pay to attend legisla-
tive hearings and/or conduct business for the Association to the extent that such 
leave does not interfere with the reasonable needs of the police department.  The 
sum total of all such absences shall not exceed fifteen (15) workdays in any 
calendar year.  The Association shall reimburse the Employer for the hourly rate 
of pay including any premium pay for such time said Association representative 
spends on special leave of absence. 
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ARTICLE 2 - ASSOCIATION ENGAGEMENT AND PAYROLL DEDUCTIONS 

2.1 The City agrees to deduct from the paycheck of each employee, who has so 
authorized it, the regular initiation fee, regular monthly dues, assessments, and other fees 
as certified by the Association. The amounts deducted shall be transmitted monthly to the 
Association on behalf of the employees involved. 

2.2 The performance of this function is recognized as a service to the Association by 
the City and the City shall honor the terms and conditions of each worker’s Association 
payroll deduction authorization(s) for the purposes of dues deduction only. 

2.3 The Association agrees to indemnify and hold the City harmless from all claims, 
demands, suits or other forms of liability that arise against the City for deducting dues 
from Association members pursuant to this Article, including those that have 
communicated a desire to revoke a previous deduction authorization, along with all other 
issues related to the deduction of dues or fees. 

2.4 The City will provide the Association access to all newly hired employees and/or 
persons entering the bargaining unit within thirty (30) days of such hire or entry into the 
bargaining unit. 

2.5 The Association and a shop steward/member leader will have at least thirty (30) 
minutes with such individuals during the employee’s normal working hours and at their 
usual worksite or mutually agreed upon location. 

2.6 The City will require all new employees to attend a New Employee Orientation 
(NEO) within thirty (30) days of hire. The NEO will include an at-minimum thirty (30) 
minute presentation by an Association representative to all employees covered by a 
collective bargaining agreement. 

 
2.6.1 The individual Association meeting and NEO shall satisfy the City’s 
requirement to provide a New Employee Orientation Union Presentation under 
Washington State law. 

2.7 At least five (5) business days before the date of the NEO, the City shall provide 
the Association with a list of names of the bargaining unit members attending the 
Orientation. 

2.8 New Employee and Change in Employee Status Notification: The City shall supply 
the Association with the following information on a monthly basis for new employees: 

 
a)  Name 
b) Home address 
c)     Personal phone 
d)  Personal email (if a member offers) 
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e)  Job classification and title 
f)   Department and division 
g) Work location 
h) Date of hire 
i) Hourly or salary (FLSA) status 
j) Compensation rate 

2.9 Any employee may revoke their authorization for payroll deduction of payments to 
their Association by written notice to the Association in accordance with the terms and 
conditions of the Association dues authorization rules. 

2.10 The Association shall transmit to the City, in writing, by the cutoff date for each 
payroll period, the name(s) of the Employee(s), as well as Employee ID Number, who 
have, since the previous payroll cutoff date, provided the Association with a written 
authorization for payroll deductions, or have changed their prior written authorization for 
payroll deductions. 

2.11 Every effort will be made by the City to end the deductions effective on the first 
payroll, and not later than the second payroll, after receipt by the City of confirmation from 
the Association that the terms of the employee’s authorization regarding dues deduction 
revocation have been met. 

2.12 The City will refer all employee inquiries or communications regarding Association 
dues to the Association. The City may answer any employee inquiry about process or 
timing of payroll deductions. 

2.13 The City including its officers, supervisors, managers and/or agents, shall remain 
neutral on the issue of whether any bargaining unit employee should join the Association 
or otherwise participate in Association activities at the City. 
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ARTICLE 3 - EMPLOYMENT PRACTICES 
 

3.1 Selection of employees for the rank of Police Lieutenant or Police Captain shall be 
accomplished by the Employer in accordance with applicable rules established by the 
Public Safety Civil Service Commission for as long as the Commission has jurisdiction 
over such matters pursuant to City ordinance. 

3.2 Rehires - In the event an employee leaves the service of the Employer and within 
the next two years the Employer re-hires said former employee in the same classification 
to which assigned at date of termination, such employee shall be placed at the step in the 
salary range which the employee occupied at the time of the original termination. Such 
previous time worked shall be included for the purpose of determining eligibility for service 
steps. 

3.3 Overtime, Executive Leave, and Flextime 

3.3.1 Lieutenants shall receive eight hours’ pay for their regularly scheduled 
eight-hour day, which includes a one-half hour meal and therefore constitutes 
seven and one-half hours worked.  In the event a Lieutenant works through a meal 
period, the Lieutenant shall not receive additional compensation.  Lieutenants shall 
receive additional compensation for work in excess of eight hours, excluding meal 
periods.  Lieutenants shall either be (a) compensated at the rate of time and 
one-half (1-1/2) or (b) provided with one and one-half (1-1/2) hours off for each 
hour worked in excess of eight (8) in a day, excluding meal periods. 

 
3.3.2 Lieutenants working the four (4)/two (2) schedule shall receive nine hours’ 
pay for their regularly scheduled nine-hour day, which includes a one-half hour 
meal period and therefore constitutes eight and one-half hours worked.  In the 
event a Lieutenant works through a meal period, the Lieutenant shall not receive 
additional compensation.  Lieutenants working the four (4)/two (2) schedule shall 
receive additional compensation for work in excess of nine hours, excluding meal 
periods.  Lieutenants shall either be (a) compensated at the rate of time and one-
half (1-1/2) or (b) provided with one and one-half (1-1/2) hours off for each hour 
worked in excess of nine (9) in a day, excluding meal periods. 
 
3.3.3 The work period for Lieutenants shall be one hundred seventy-one (171) 
hours in a twenty-eight (28) day work period.  Lieutenants shall either be (a) 
compensated at the rate of time and one-half (1-1/2) or (b) provided with one and 
one-half (1-1/2) hours off for each hour worked in excess of one hundred seventy-
one (171) in a twenty-eight (28) day work period. The Employer shall not arbitrarily 
change nor reschedule furlough days in order to avoid the earning of overtime by 
Lieutenants who work the 4/2 schedule. 
 
3.3.4 All overtime, whether received as cash payment or as paid leave, is subject 
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to supervisory approval.  Lieutenants who have worked overtime and are thereby 
eligible for overtime compensation will be allowed the choice of whether they will 
be a) compensated by a cash payment at the rate of time and one-half; or b) 
compensated by receiving additional paid leave at the rate of time and one-half for 
all overtime hours worked up to forty or in excess of ninety in a payroll year.  There 
is no pyramiding of overtime or “stacking” of multiple overtime minimums.  The 
Department Bureau Commanders will have sole discretion to decide that the form 
of compensation due to Lieutenants eligible for overtime for all overtime hours 
worked from forty through ninety in a payroll year shall be a cash payment rather 
than additional paid leave. 
 
3.3.5 In the event Lieutenants are called back to work overtime which is not an 
extension either at the beginning or end of a normal shift, they will be compensated 
for a minimum of two (2) hours at the time and one-half (1-1/2) rate in the form of 
either a cash payment or time off. A shift extension is defined as reporting for duty 
within two (2) hours preceding or within one (1) hour following a Lieutenant's 
regularly scheduled shift. 
 

3.3.5.1 While the compensation for employees formally on-call is 
contained in Section 3.5, for all employees that are not on-call both the 
Department and Association recognize the ease of communication that 
various electronic devices and technologies represent.  It is common that 
usage of these items occurs outside of an employee’s normal shift.  The 
parties agree there are four broad categories of communication and 
employer expectation outside of normal work hours: 

 
1) Widely distributed (SPDall) emails are not expected to be read or 

responded to outside of normal work hours; 
2) Group 1 and/or Group 2 pages that are currently used to notify 

management personnel of serious crime events or other 
emergencies are not subject to compensation. These are 
considered de-minimis.  Specific employees who may respond to 
this type of notification as part of their assigned duties will be 
compensated per existing practice; 

3) Specific communication from a supervisor to a subordinate, or a 
subordinate to a supervisor, that details relatively minor logistical 
information (e.g., sick, working off-site, change in work hours, 
etc.).  These are de-minimis communications whether they are 
replied to or not, and are sent primarily as a convenience, and 
thus are not compensable; and 

4) Specific communication from a supervisor to a subordinate, or a 
subordinate to a supervisor, that details information such that a 
substantive and immediate response or action is required prior to 
the next workday.  In the event this type of communication 
amounts to more than eight minutes, it is compensable work, and 
a lieutenant is authorized to request overtime.  There is a one-
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hour minimum, and time spent engaged in such activity will be 
rounded up to the nearest 1/4 hour.  If the communication leads 
to a response to a work location, the entire event will be treated 
as a call-back for purposes of overtime compensation.  The initial 
communication will not be paid as a separate event. 

 
3.3.6 Management employees of the rank of Police Captain may be ordered by 
the Employer to work overtime and to be on standby although they will not receive 
and are not entitled to overtime and/or standby pay.  In lieu thereof, each Captain 
will be granted sixty-four (64) hours of non-cumulative paid Executive Leave per 
calendar year.  Such leave shall be available on January 1 of each year, provided 
that if an employee fails to remain employed throughout the calendar year, such 
leave shall be prorated.  Each Captain will have the option of cashing out a 
maximum of sixteen (16) hours of Executive Leave each calendar year; provided 
that the employee gives the Police Department notice by July 1 of each such year.  
Any such Executive Leave cashout will be paid on the first pay-date in August of 
that calendar year. 

 
3.3.7 Employees promoted to the rank of Captain after January 1 of any calendar 
year shall, for the calendar year in which promoted or assigned, only be entitled to 
a prorated share of sixty-four (64) hours of Executive Leave time based upon the 
number of full pay periods remaining in that calendar year.  Such prorated share 
shall accrue immediately upon such promotion or assignment. 

 
3.3.8 Use of Executive Leave shall be accomplished in the same manner as 
vacation leave or in accordance with specific policies promulgated by the Seattle 
Police Department for use of Executive Leave.  Such leave shall not accumulate 
from year to year.  It must be used in the calendar year in which it is granted or 
else it will be lost. 

 
3.3.9 Employees holding the permanent rank of Captain may earn and use 
Flextime.  The accrual of Flextime is intended for the completion of work that is 
unrelated to the Captain’s primary duty assignment; there is no additional 
compensation or leave for work related to the primary duty assignment. 

 
3.3.10 Captains assigned to a command position at either a pre-planned Special 
Event (e.g. – Torchlight Parade, Seafair hydro races, 4th of July), or at a Significant 
Large-scale Event will be eligible for accrual of Flextime leave.  Significant Large-
scale Events include, but are not limited to, natural disasters or large crowd control 
events such as protests. 

 
3.3.11 Captains who have completed work in either a Significant Large-scale Event 
or at a pre-planned Special Event will submit a request for Flextime with the 
appropriate justification to their supervisor. The supervisor (their Bureau 
Commander) will make a determination as to the appropriate amount of Flextime 
to grant.  Upon approval of the Bureau Commander, the Captain’s timesheet will 
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be updated to reflect the approved Flextime earned.  Hours awarded will be at 
straight-time, not at time and a half. 

 
3.3.12 Flextime usage, and the approval of its use, will be governed in the same 
manner as vacation time. 

 
3.3.13  There is a 200-hour cap on Flextime.  There is no ability to cash out 
Flextime. (See Appendix B for information on the process for transitioning to the 
200-hour cap.) 

3.4 The daily work hours of an employee may, upon direction from or with the 
concurrence of the Employer, be adjusted to accommodate the varying time demands of 
the activities for which the employee is responsible.  For example, upon direction from or 
with the concurrence of the Employer, an employee may work ten (10) hours one day and 
six (6) hours the next day, or six (6) days one week, and four (4) days the following week, 
or any other variation specifically approved by the Employer on a case-by-case basis. 

3.5 On-Call for Lieutenants - The Employer and the Association agree that the use of 
off-duty on-call time shall be minimized consistent with sound law enforcement practices 
and the maintenance of public safety. Off duty on-call assignments shall be for a fixed 
predetermined period of time. Employees formally placed on off duty on-call status shall 
be compensated on the basis of ten percent (10%) of straight time pay. If the employee 
is actually called back to work, the off duty on-call premium shall cease at that time. 
Thereafter, normal overtime rules shall apply. 

A. On-call time at the 10% rate shall be defined as that period of time during 
which a Lieutenant is required by the Employer to remain in a state of 
readiness and is available by telephone to respond to a summons to duty 
and for which discipline may attach for failure to respond. 

B. The Employer and the Association agree that the issuance of a cellphone 
to an employee does not constitute placing the employee on on-call status. 
Units will be assigned on-call as directed by the Employer consistent with 
sound law enforcement practices and will be minimized consistent with the 
needs of public safety.  The units identified as on-going for which the City 
may establish on-call are Homicide, CSI, SWAT, ABS, Force Investigations, 
DV/SAU, and Robbery/Gangs.  The Employer may designate additional 
positions/units for episodic on-call status consistent with law enforcement 
needs. If the Employer seeks to designate additional units as “on-going” it 
will provide notice to the Association and bargain the same upon request. 

C. In the case of riot or other large-scale disturbance or incident requiring mass 
police presence, employees placed on on-call shall be compensated at the 
rate of 50% for each hour on-call. 

D. Officers utilizing the voluntary on-call program for reporting to court shall not 
receive any compensation while on-call. 

E.  In the event the on-call assignment within a unit or units is on-going, the 
City will make a good faith effort to establish a rotational unit of at least three 
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employees.   

3.6 An employee who is assigned by appropriate authority to perform all the duties of 
a higher paying classification and/or assignment for a continuous period of one day or 
any portion thereof or longer shall be paid at the first pay step of the higher position for 
each day or portion thereof worked at the higher classification and/or assignment. 

3.7 No employee who successfully completes all of the mandatory requirements of 
firearms qualification with their Department issued or approved primary weapon shall be 
required to work without a firearm, except when reasonably deemed necessary by the 
Employer to be in the best interest of the City. 

3.8 The Employer's firearms policies as amended from time to time pertaining to 
uniformed officers of the rank of Police Officer and Sergeant, including all of the 
mandatory requirements of firearms qualification with a Department issued or approved 
primary weapon, shall also apply to employees covered by this Agreement. 

3.9 Personnel Files - The personnel files are the property of the Employer.  The 
Employer agrees that the contents of the personnel files shall be confidential to the extent 
permitted by law and shall restrict the use of information in the files to the extent permitted 
by law to internal use by the Employer or other police agencies, in the absence of a signed 
release from the subject employee; provided the Employer may release the personal 
photograph and biographical information to the public when an employee is promoted to 
any rank covered by this Agreement or is the recipient of a Commendation.  This provision 
shall not restrict such information from being presented to any court or administrative 
tribunal, nor from producing information as required by public disclosure laws. Nothing in 
this Agreement will be interpreted in a manner inconsistent with the requirements of the 
Public Records Act and other applicable law. 

 
3.9.1 Employees shall be allowed to make written responses to any materials 
which are in their personnel files, and such responses shall be maintained in their 
personnel files. 

3.10 The City agrees to adhere to its obligations pursuant to SMC Chapter 4.64 to 
provide defense and indemnity to bargaining unit employees  in accordance with the 
terms set forth in the Municipal Code.  

3.11 The City shall offer a group Life Insurance option to eligible employees.  The 
employee shall pay sixty percent (60%) of the monthly premium, and the City shall pay 
forty percent (40%) of the monthly premium, at a premium rate established by the City 
and the carrier.  The City will offer an option for employees to purchase additional life 
insurance coverage for themselves and/or their families, at the employees' sole expense.  

3.12 The Employer agrees to repair or replace clothes or equipment damaged in the 
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line of duty. 

3.13 Employees who are authorized by the City to provide a personal automobile for 
use in City business shall be reimbursed for such use at the cents per mile mileage 
reimbursement rate adjusted annually, on January 15, to reflect the United States Internal 
Revenue Service audit rate then in effect for purposes of United States Income Tax 
deductions for use of a privately owned automobile for business purposes. 

3.14 Acting Positions 

 
A. The decision on whether to fill a vacant Lieutenant position shall be made by 

the Department. Open permanent vacancies for Lieutenant positions, budgeted 
or not, within the established work jurisdiction of the Association, shall be filled 
by a bargaining unit employee of commensurate rank generally within sixty (60) 
days of the position opening or the establishment of the position.  During the 
pendency of the promotion process, or when the current promotion list does 
not have any eligible candidates, an Acting Lieutenant may be appointed until 
a promotion can be made. 

 
B. In the event the Department determines that a special project needs to be 

temporarily filled, the Department will notify the Association in writing of the 
specific qualifications needed, a summary of the project specifics and a 
projected time period for the assignment.  Bargaining unit employees will be 
given notice of a temporary position for special projects and offered the 
opportunity to submit an interest in filling the position. The Department will 
consider these expressions of interest prior to filling the position, and will make 
the decision based upon the operational needs of the Department. It is 
understood that in some cases, such as where a Sergeant has specific 
qualifications that interested Lieutenants do not have, or where the Department 
determines that based on reasonable operating needs an interested 
Lieutenant(s) should not be reassigned, an Acting Lieutenant may be used. If 
an Acting Lieutenant is utilized, the status of the position will be reviewed by 
the City and Association after 180 days.  When the Department determines that 
a Sergeant has specific qualifications not matched by any interested 
Lieutenant, the Association will be notified.  In the event the need for the special 
project reasonably can be expected to reoccur, the Association will have thirty 
(30) days to request a meeting regarding the feasibility of conducting training 
designed to qualify employees for the position in the event the special project 
arises again.  

 
 
 

C. Acting Lieutenants  
 

164



Summary Att 1 – Agreement with SPMA (Bill Draft) 

V1 

10 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

1) Acting lieutenants may be used to fill in for an existing Lieutenant who 
is absent due to illness, injury, or other leave.  Such absences will be 
considered “short-term” if they are less than 120 days. After that, the 
absence will be considered “long-term.” The Department will maintain 
a list of assignments currently occupied by acting lieutenants; the list 
will include the first date of the lieutenant’s absence.  Acting 
lieutenants are not bargaining unit employees.   

 
2) When a lieutenant not currently assigned to Operations is notified of a 

change in assignment into an Operations position, they may request 
the list of acting lieutenants and their assignments.  They may select 
any position currently occupied by an acting lieutenant for 
consideration of assignment, with the exception of acting lieutenants 
in a short-term assignment as described above, or on a special project 
assignment pursuant to 3.14 (B).  A determination will be made 
regarding the remaining length of the absence by the Department and 
Association. When the expected remaining absence is determined to 
be significant (factors include no clear return date, absence due to 
permanent appointment to non-represented position, etc.), the 
assignment will be made into the position held by the acting lieutenant.  
This will result in the reassignment of the acting lieutenant. 

 
3) Absent a specific operational impact, in which case the Department 

may override the selection process in this section, the Department will 
utilize the above process.  

 
4) Both parties acknowledge the difficulties related to the use of long-

term acting lieutenants.  In order to mitigate these difficulties, the 
Department and Association will meet quarterly to discuss details 
related to any current long-term acting lieutenants.  The meetings 
need not produce a specific outcome so long as they are a good-faith 
effort to balance the considerations and interests of the Department 
and the Association.  The meetings do not serve to waive or limit any 
legal right or access to any statutory process. 

D.  Upon promotion to a lieutenant or captain position, an individual promoted who 
has previously served in an acting capacity will be given credit, for step 
placement purposes, for all his/her time served in any acting assignments 
within 365 days prior to the promotion.  

E.  Certain functions relating to command of Special Events and/or Unusual 
Occurrences are agreed to be the traditional work of the Association bargaining 
unit.  The Department affirms its intent to use bargaining unit employees to do 
such work to the extent possible. 

 
3.15 Parking Reimbursement - Employees will be reimbursed for any parking expenses 
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incurred as a result of travel for work related business.  Employees will make a good faith 
effort to minimize any such expense. Employees may park free of charge at any 
Department controlled garage/lot for work related business.  The City will provide parking 
to employees free of charge at their regularly assigned workplace (i.e., headquarters or 
a precinct).  

3.16 Labor-Management Leadership Committee - The Labor-Management Leadership 
Committee will be a forum for communication and cooperation between labor and 
management to support the delivery of high-quality, cost-effective service to the citizens 
of Seattle while maintaining a high-quality work environment for City employees. 

 
The management representatives to the Committee will be determined in accordance 
with the Labor-Management Leadership Committee Charter.  The Coalition of City Unions 
will appoint a minimum of six (6) labor representatives and a maximum equal to the 
number of management representatives of the Committee.  The co-chairs of the Coalition 
will be members of the Leadership Committee. 

3.17 Employment Security - Labor and management support continuing efforts to 
provide the best service delivery and the highest-quality service in the most cost-effective 
manner to the citizens of Seattle.  Critical to achieving this purpose is the involvement of 
employees in sharing information and creatively addressing workplace issues, including 
administrative and service delivery productivity, efficiency, quality controls, and customer 
service. 

 
Labor and management agree that, in order to maximize participation and results from 
the Employee Involvement Committees (EIC), no one will lose employment or equivalent 
rate of pay with the City of Seattle because of efficiencies resulting from an EIC initiative. 
 
In instances where the implementation of an EIC recommendation does result in the 
elimination of a position, management and labor will work together to find suitable 
alternative employment for the affected employee.   An employee who chooses not to 
participate in and/or accept a reasonable employment offer, if qualified, will terminate 
his/her rights under this employment security provision. 

3.18 Assignments 

 
A. The parties agree that the possible assignments for bargaining unit employees 

fall into two categories.  These two categories are the lieutenant watch 
commander assignment and specialty assignments (the remainder of 
lieutenant assignments and all captain assignments).  The Association 
recognizes the need for the Chief to have discretion in making assignment 
decisions.  At the same time, the City recognizes the value of getting input from 
Lieutenants on positions that they have an interest in based either on career 
development or other factors.   

 
B. The Department encourages each Lieutenant to submit to their Captain a 

166



Summary Att 1 – Agreement with SPMA (Bill Draft) 

V1 

12 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

summary of position(s) that are of interest to them, with a short explanation as 
to the basis for their interest.  In addition, the Lieutenant should include any 
other factor(s) that the Lieutenant believes the Department should be aware of 
when making assignments. The submissions will be on a form jointly created 
by the parties. The submission will be provided to their Captain, who will have 
the opportunity to make any additional comments before forwarding the 
information to the Chief, with a copy to SPD HR.  This process is voluntary and 
does not create any guarantee of future assignment. 

 
C. Lieutenants assigned to Patrol in the watch commander designation will 

engage in a biennial (i.e. – every two years) shift selection.  The selection will 
be based on seniority within the rank of lieutenant (time in classification).  Total 
time on the Department will be used to break any ties for employees promoted 
to lieutenant on the same day.  The Department reserves the right to deny a 
shift selection for operational needs, but any such denial will be explained in 
writing to the involved lieutenant.  The shift selection (“bid”) process is 
administered by the Assistant Chief of Operations, or their designee: 

 
i. On March 1st, all current watch commanders and any lieutenant 

notified of an assignment as watch commander effective 
immediately after the bid will submit a bid of three ranked shift 
selections to the Assistant Chief or designee.   

ii. The bid may include a preference for precinct assignment.  
Precinct assignment is not subject to bid; however, lieutenants 
may indicate whether an assignment to the 
South/Southwest/East precinct or the West/North precinct is 
preferred.  The lieutenant may also include an explanation for the 
preferred area of assignment. 

 
D. The initial assignment for newly promoted Lieutenants generally will be to 

patrol, except in the case of special skills or other operational needs.  
 

E. Through this process, the parties hope to create a mechanism to improve the 
assignment process.  If the process results in unforeseen outcomes prior to the 
end of the contract term, either the Association or the Department may bring 
the issue to JLMC for further discussion.  In addition, in the event the 
Department adds an additional CRG Lieutenant, and the assignments are for 
different shifts, the SPMA may bring the matter to JLMC to consider the 
possibility of allowing a shift bid between the CRG Lieutenants.   

 
F. Alleged violations of this Section 3.18 will first be addressed at JLMC.  Upon 

notification of an alleged violation, the parties will agree to toll any grievance 
timeline while the JLMC process is utilized in good faith to address the issue.  
Placement into a specialty assignment is not subject to grievance.  This section 
is not intended to limit or conflict with any legal right to reversion related to 
medical leave, a concluded assignment as assistant chief, or any other 
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situation with specific protections. 

3.19 Special Projects - A special project is any new work assignment that is not defined 
by the Department’s existing organizational structure (e.g., CRG Command) and is added 
to the existing duties of the employee.  Most special project assignments can be managed 
as extra or additional duties. 

 
When the requirements of the special project are so significant that the employee 
reasonably believes the special project work and the requirements of the existing 
assignment are incompatible from a workload perspective, the employee should notify 
the appropriate command staff member.  Alternatively, the Association may raise the 
issue as a JLMC concern and meeting request.  The Department will make a good-faith 
effort to schedule a JLMC meeting within two weeks of such notification. 

3.20 Special Events - For the purposes of planning, a designated function within the 
special event management/command structure generally may not be occupied by a single 
lieutenant or captain for longer than ten (10) hours.  Unless not operationally feasible, in 
an operational period that extends beyond 10 hours, additional lieutenants/captains will 
be assigned to begin work at the 10-hour mark.  This provision does not limit the shift 
length of any individual employee.  

 
The Association and Department both recognize the dynamic and changing nature of 
technology, equipment and tactics experienced in the management of special events.  
When existing PPE is inadequate for an event but cannot be replaced during that event, 
the Association may: 

 
A. Request an expedited authorization for non-issued equipment.  If authorized, 
employees have discretion to purchase and submit documentation for 
reimbursement.  Reimbursement is not guaranteed by this provision, and is at the 
discretion of the Department. 
 
B. After the event is concluded, request a JLMC to address the issue of PPE.  
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ARTICLE 4 – SALARIES AND DEFERRED COMPENSATION 

4.1 The Employer shall pay the salaries set forth in Appendix A of this Agreement. 

4.2 The Employer shall provide a deferred compensation match benefit as set forth in 
Appendix A of this Agreement. 
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ARTICLE 5 - HOLIDAYS 

5.1 Captains shall be allowed fourteen (14) holidays off per year with pay, or fourteen 
(14)  days off in lieu thereof, at the discretion of the Chief of Police. Lieutenants shall be 
allowed fourteen (14) holidays off per year with pay, or fourteen (14) days off in lieu 
thereof, for a total of one hundred and twelve (112) hours of paid holiday time, at the 
discretion of the Chief of Police.  A holiday shall be defined as commencing at 0001 hours 
and ending at 2400 hours on the dates specified at Section 5.2 below for those 
Lieutenants working a 4/2 schedule.  A holiday shall be defined as the day of observance 
recognized by the City for those employees working a 5/2 schedule. 

5.2  Lieutenants who are regularly scheduled to work during the holiday time periods 
enumerated below shall be compensated at the rate of one and one-half (1-1/2) times 
their regular hourly rate of pay for each hour worked during said period; provided, 
however, there shall be no pyramiding of the overtime and holiday premium pay.  The 
dates of the holidays are set forth in parentheses. 

 
New Year's Day    (January 1) 
Martin Luther King, Jr.'s Birthday  (third Monday in January) 
President's Day    (third Monday in February) 
Memorial Day    (last Monday in May) 
Juneteenth     (June 19th) 
Independence Day    (July 4)  
Labor Day     (first Monday in September) 
Indigenous Peoples’ Day  (2nd Monday in October) 
Thanksgiving Day    (fourth Thursday in November) 
(The day immediately following Thanksgiving Day) 
Christmas Day    (December 25) 

5.3 Whenever an employee has actually worked a holiday covered in Section 5.1, and 
the employee has not been given a day off with pay in lieu thereof, and the employee is 
subsequently prevented from taking such a day off during that calendar year because of 
illness, injury, or department work schedule, the employee may carry over to the next 
succeeding year such unused holiday time, or the Employer may compensate the 
employee at the employee’s regular rate for said holiday time. 

5.4 Lieutenants assigned to units that are traditionally closed or operate with a reduced 
staff on the holidays may elect to work on those days but will not be entitled to the 
premium compensation set forth for the holidays enumerated in Section 5.2. 

5.5 When a LEOFF II employee is on disability leave or sick leave and a holiday 
occurs, the employee shall be marked holiday on the time sheet.  When a LEOFF I 
employee is on disability leave and a holiday occurs, the employee shall not be allowed 
to cash out that holiday or save it for future use.  This provision shall not prevent the 
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Association from contesting the legality of such practice. 

5.6 The list of holidays and total holiday hours allowed in 5.1 and 5.2 above will be 
supplemented by any additional holiday adopted by the City for all City employees.  This will 
occur upon formal adoption of the new holiday, and does not need to be further bargained. 
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ARTICLE 6 - VACATIONS 

6.1 Annual vacations with pay shall be granted to eligible employees computed at the 
rate shown in Section 6.3 for each hour on regular pay status as shown on the payroll, 
but not to exceed eighty (80) hours per pay period; except in the case of Lieutenants who 
work a four (4)/two (2) schedule whose work hours are equivalent to eighty (80) hours 
biweekly on an annualized basis. 

6.2 "Regular pay status" is defined as regular straight-time hours of work plus paid 
time off such as vacation time and holiday time off.  At the discretion of the Employer, up 
to one hundred and sixty (160) hours per calendar year of unpaid leave of absence may 
be included as service for purposes of accruing vacation. 

6.3 The vacation accrual rate shall be determined in accordance with the rates set 
forth in Column No. 1.  Column No. 2 depicts the corresponding equivalent annual 
vacation for a regular full-time employee.  Column No. 3 depicts the maximum number of 
vacation hours that can be accrued and accumulated by an employee at any time. 

 COLUMN NO. 1   COLUMN NO. 2   COLUMN NO. 3  
 ACCRUAL RATE EQUIVALENT ANNUAL MAXIMUM  
   VACATION VACATION 
Hours on Vacation  FOR FULL-TIME EMPLOYEE   BALANCE  
Regular Earned Years of Working Days Working Hours 
Pay Status Per Hour  Service Per Year Per Year   Maximum Hours  
 
0 through 08320 ................ .0460   0 through 4 ....... 12   (96) 192 
08321 through 18720 ........ .0577   5 through 9 ....... 15 (120) 240 
18721 through 29120 ........ .0615 10 through 14 ..... 16 (128) 256 
29121 through 39520 ........ .0692 15 through 19 ..... 18 (144) 288 
39521 through 41600 ........ .0769 20 ....................... 20 (160) 320 
41601 through 43680 ........ .0807 21 ....................... 21 (168) 336 
43681 through 45760 ........ .0846 22 ....................... 22 (176) 352 
45761 through 47840 ........ .0885 23 ....................... 23 (184) 368 
47841 through 49920 ........ .0923 24 ....................... 24 (192) 384 
49921 through 52000 ........ .0961 25 ....................... 25 (200) 400 
52001 through 54080 ........ .1000 26 ....................... 26 (208) 416 
54081 through 56160 ........ .1038 27 ....................... 27 (216) 432 
56161 through 58240 ........ .1076 28 ....................... 28 (224) 448 
58241 through 60320 ........ .1115 29 ....................... 29 (232) 464 
60321 and over ................. .1153 30 ....................... 30 (240) 480 

6.4 An employee shall accrue vacation from the date of entering City service and may 
accumulate a vacation balance which shall generally not exceed at any time two (2) times 
the number of annual vacation hours for which the employee is currently eligible, except 
under circumstances outlined in Section 6.6 of this Agreement.  Accrual and accumulation 
of vacation time shall cease at the time an employee's vacation balance reaches the 
maximum balance allowed and shall not resume until the employee's vacation balance is 
below the maximum allowed. 

6.5 Employees may, with Employer approval, use accumulated vacation with pay.  

6.6 If an employee is unable to take vacation time due to the Employer's operational 
needs, and has exceeded his/her maximum balance, the employee may request the 
restoration of any lost vacation time. The request must be made in writing via the Chain 
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of Command within thirty (30) days from the date of reaching the maximum balance. 
Approval will be at the discretion of the Chief of Police or his/her designee on a case-by-
case basis.  

6.7 "Service year" is defined as the period of time between an employee's date of hire 
and the one-year anniversary date of the employee's date of hire, or the period of time 
between any two consecutive anniversaries of the employee's date of hire thereafter. 

6.8 The minimum vacation allowance to be taken by an employee shall be one-half 
(1/2) of a day or, at the discretion of the Chief of Police, such lesser fraction of a day as 
shall be approved by the Chief of Police. 

6.9 An employee who separates for any reason  shall be paid in a lump sum for any 
unused vacation the employee  has previously accrued. 

6.10 Upon the death of an employee in active service, pay shall be allowed for any 
vacation accrued prior to the death of such employee. 

6.11 Except for family and medical leave granted pursuant to Ordinance 116761, an 
employee granted an extended leave of absence which includes the next succeeding 
calendar year shall be paid in a lump-sum for any unused vacation the employee  has 
previously accrued or, at the Employer's option, the employee shall be required to exhaust 
such vacation time before the leave of absence commences. 

6.12 Where an employee has exhausted their sick leave balance, the employee may 
use vacation for further leave for medical reasons only with prior approval of the Chief of 
Police.  Except for family and medical leave granted pursuant to Ordinance 116761, or 
as otherwise provided by law or ordinance, employees must use all accrued vacation prior 
to beginning an approved unpaid leave of absence. 

6.13 An employee who goes on leave does not have a greater right to reinstatement or 
other benefits and conditions of employment than if the employee had been continuously 
employed during the leave period.  Nothing in this Section is intended to alter the existing 
practice with respect to LEOFF I or LEOFF II disability leave. 

6.14 The Chief of Police shall arrange vacation time for employees on such schedules 
as will least interfere with the functions of the department, but which accommodate the 
desires of the employees to the greatest degree feasible. 

6.15 If the Employer cancels vacation time once it has been approved, and the 
employee has incurred non-refundable travel or lodging expenses, the employee shall be 
reimbursed by the City upon submittal of appropriate documentation of the loss.  
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ARTICLE 7 - PENSIONS 
 

7.1 Pensions for employees and contributions to pension funds will be governed by 
the Washington State Statute in existence at the time. 
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ARTICLE 8 - HEALTH INSURANCE COVERAGE 
 

8.1 Medical coverage shall be provided in accordance with the laws of the State of 
Washington, R.C.W. 41.20.120 and/or R.C.W. 41.26.150.  The administration of LEOFF 
I medical benefits shall be maintained consistent with the Letter of Understanding signed 
by the Mayor on January 10, 1998. 

8.2 For employees covered by this Agreement who were hired before October 1, 1977, 
and are covered by State Statute R.C.W. 41.26, the City will provide dental coverage, as 
established by the City. The City will also provide, for the dependents of eligible 
employees pursuant to Ordinance 102498, as amended, and medical, dental, and vision 
coverage, as established by the City. 

8.3 For employees covered by this Agreement who are not covered by State Statute 
R.C.W. 41.26 or who are hired on or after October 1, 1977, and who are not entitled to 
medical coverage under State Statute R.C.W. 41.26, the City shall provide a medical and 
dental care program, as established by the City, for eligible employees and their eligible 
dependents.   

8.4 Effective January 1, 2020, the City shall provide medical, dental, and vision 
coverage, as mentioned in 8.2 and 8.3 above, for all regular employees (and eligible 
dependents) represented by unions that are a party to the Memorandum of Agreement 
established to govern the plans, including the Association. The parties agree to continue 
the terms of the Memorandum of Agreement previously established by the parties in 2007 
to govern the Joint Labor-Management Health Care Committee process (which shall be 
attached hereto as Appendix D and by reference is incorporated herein) as follows.  For 
calendar years 2020 through 2023, the selection, addition and/or elimination of medical, 
dental and vision benefit plans, and changes to such plans including, but not limited to, 
changes in benefit levels, copays and premiums, shall be established through the Labor-
Management Health Care Committee in accordance with the provisions of the 
Memorandum of Agreement established to govern the functioning of said Committee.  

8.5 Bargaining unit employees may “buy up” to the SPOG medical plan by paying the 
difference between the cost of the SPOG medical plan and the cost of the medical plan 
otherwise available to bargaining unit employees  under this Agreement.  Bargaining unit 
employees have the option of “buying up” to either the SPOG medical plan only, or 
“buying up” to the entire SPOG medical, dental and vision benefit package, at the 
individual’s option, by paying the associated increase in premium costs.  
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ARTICLE 9 - SICK LEAVE, LONG TERM DISABILITY AND INDUSTRIAL INSURANCE 
 

9.1 Employees covered by this Agreement hired on or after October 1, 1977, who are 
not entitled to disability leave under State Statute R.C.W. 41.26, shall be granted sick 
leave benefits as provided under Seattle Municipal Code 4.24, Subchapter 1 as amended.  
Upon death, twenty five percent (25%) of an employee's unused sick leave credit 
accumulation can be applied to the payment of health care premiums, or to a cash 
payment at the straight-time rate of pay of such employee in effect on the day prior to the 
employee's death. 

 
Effective upon signing, employees covered by this Agreement who are not entitled to 
disability leave under State Statute RCW 41.26, shall either receive a cash payment or 
cash out sick leave upon retirement into a VEBA trust fund, designated by the Association, 
to pay health insurance premiums or other legally authorized healthcare costs for eligible 
future retirees and dependents, as directed by the Association on an annual basis, at the 
following rates:  
 

 Accumulated sick leave hours between 0 and 400 shall be cashed out at 25%;  

 Accumulated sick leave hours between 401 and 800 shall be cashed out at 
50%;  

 Accumulated sick leave hours above 800 shall be cashed out at 75%. 
 

In order to be eligible to receive this benefit, an employee must give the City six months 
notice of retirement, and the date provided for retirement may only be changed by mutual 
agreement. 

9.2 For employees covered by this Agreement who were hired on or after October 1, 
1977, and who are not covered by State Statute RCW 41.26 for non-occupational 
disability leave, the Association will make available a long term disability (LTD) program 
concerning non-occupational accidents or illnesses as established by the City. 

9.3 The LTD program cited in Section 9.2 above shall be a group plan requiring 
mandatory participation by all eligible employees. Each eligible employee's share of the 
cost shall be contributed through payroll deduction pursuant to authorization by the 
Association in its capacity as the representative of the affected employees. 

9.4 The Association will notify the Seattle Police Department (SPD), Finance and 
Administration (FAS), and the Seattle Department of Human Resources (SDHR) in writing 
at least two months in advance of any premium rate changes, unless such information 
has already been provided to the City by SPOG. 

 
 9.4.1  During the term of this Agreement, if the insurance carrier providing the LTD 
benefits covered by Section 9.2 above is unable or unwilling to continue to provide 
coverage or to maintain a major long term disability benefit, the parties will re-open 
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the Agreement in order to find a mutually acceptable alternative. 
 
9.4.2 In the event the Seattle Police Officers’ Guild releases the City from any 
liability to provide long term disability benefits and assumes sole responsibility for 
providing such benefits, the Association shall have the option to do the same under 
the same terms and conditions.  If the Association exercises such option, the 
Vision Services Plan approved by the Joint Labor-Management Insurance 
Committee will be provided by the City to all LEOFF II employees within the 
bargaining unit and dependents, and to all LEOFF I employee dependents, at no 
charge to the employee.  At that time, the City may eliminate vision benefits 
available under existing medical plans. 

9.5  Industrial Insurance - Employees must meet the standards listed in SMC 4.44.020 
to be eligible for the benefit amount provided herein, which exceeds the rate required to 
be paid by state law, hereinafter referred to as supplemental benefits.  These standards 
require that employees:  (1) comply with all Department of Labor and Industries rules and 
regulations and related City of Seattle and employing department policies and 
procedures; (2) respond, be available for, and attend medical appointments and 
treatments, and meetings related to rehabilitation, and work hardening, conditioning or 
other treatment arranged by the City and authorized by the attending physician; (3) accept 
limited duty assigned by supervisors when released to perform such duty by the attending 
physician; (4) attend all meetings scheduled by the City of Seattle Workers’ 
Compensation Unit or Police Department concerning the employee’s status or claim when 
properly notified at least five (5) working days in advance of such meeting, unless other 
medical treatment conflicts with the meeting and the employee provides twenty-four (24) 
hours’ notice of such meeting or examination. 

 
9.5.1 The City will provide a copy of the eligibility requirements to employees 
when they file a workers’ compensation claim.  If records indicate two (2) no-shows 
after the employee has been properly notified in advance, supplemental benefits 
may be terminated no sooner than seven (7) days after such notification has been 
received by the employee. 

9.6 Sickness/Serious Injury in the Family - In the event of a sudden, unexpected, disabling 
illness or injury to a member of the immediate family of an employee, said employee, 
upon approval of the Chief of Police or their designee, will be granted such release time 
as is reasonably necessary to stabilize the employee's family situation. The employee 
will, upon request, provide the necessary documentation to establish the nature and 
duration of the emergency. 

 
9.7. During the term of this Agreement, the Association is participating in a pilot program 
concerning SPFML. The details of this program are contained in Appendix C.  
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ARTICLE 10 - MANAGEMENT RIGHTS 

10.1 The management of the City and the direction of the work force are vested 
exclusively in the City, except as may be limited by an express provision of this 
Agreement. Without limitation, implied or otherwise, all matters not specifically and 
expressly covered by this Agreement shall be administered by the City in accordance with 
such policy or procedure as the City from time to time may determine. 

10.2 Except where limited by an express provision of this Agreement, the City reserves 
the right to manage and operate the Police Department at its discretion.  Examples of 
such rights include the right: 

 
A. To recruit, hire, assign, transfer, or promote employees; 

 
B. To suspend, demote and/or discharge employees or take other 

disciplinary action with just cause; 
 

C. To determine the methods, processes, means and personnel necessary 
for providing police service, including the increase, or diminution, or 
change of operations, or police equipment, in whole or in part, including 
the introduction of any and all new, improved, automated methods or 
equipment, the assignment of employees to specific jobs, the determina-
tion of job content and/or job duties and the combination or consolidation 
of jobs; 

 
D. To determine work schedules and the location of departmental head-

quarters and facilities; and 
 

E. To control the departmental budget. 

10.3 The City further reserves the right to take whatever actions are necessary in 
emergencies in order to assure the proper functioning of the department. 

10.4 Promotions - Promotions and the filling of vacancies are made from a list of eligible 
candidates certified by the Public Safety Civil Service Commission (“PSCSC”) Secretary. 
The Association recognizes that the Chief, as the appointing authority, can select any of 
the certified eligible candidates in accordance with the law and the PSCSC rules. If the 
top candidate is passed over on two or more occasions, upon request the candidate will 
have a meeting with the Chief (or designee) to discuss ways to enhance their skills, 
abilities and/or performance. 

10.5 Layoffs. The City retains the right to decide whether to layoff bargaining unit 
employees pursuant to applicable rules. The City recognizes the requirement to bargain 
the impacts of any layoff decision, or any material change in the rules applicable to the 
order of layoff, as provided under RCW 41.56. 
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ARTICLE 11 - WORK STOPPAGES 

11.1 Nothing in this Agreement shall be construed to give an employee the right to strike 
and no employee shall strike or refuse to perform their  assigned duties to the best of 
their  ability. The Association agrees that it will not cause, condone or engage in any 
strike, slowdown, sick-out or any other form of work stoppage or interference to the 
normal operation of municipal functions. Employees shall not cause, condone or engage 
in any strike, slowdown, sick-out or any other form of work stoppage or interference to 
the normal operation of municipal functions. Employees who engage in any of the 
foregoing actions shall be subject to such disciplinary actions as may be determined by 
the City, including but not limited to discharge and/or the recovery of any financial losses 
suffered by the City. 

11.2 The Employer shall not engage in lockout. 

179



Summary Att 1 – Agreement with SPMA (Bill Draft) 

V1 

25 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

ARTICLE 12 - SUBORDINATION OF AGREEMENT 

12.1 It is understood that the parties hereto and the employees of the City are governed 
by the provisions of applicable Federal Law, State Law, and City Charter.  When any 
provisions thereof are in conflict with or are different from the provisions of this 
Agreement, the provisions of said Federal Law, State Law and City Charter are 
paramount and shall prevail. 

12.2 Employees of the City are governed by applicable City Ordinances, and said 
Ordinances are paramount except where they conflict with the express provisions of this 
Agreement, and except where, in the event of changes to the wages, hours, or working 
conditions of employees covered by this Agreement, bargaining is required by chapter 
41.56 RCW. 
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ARTICLE 13 - SAVINGS CLAUSE 

13.1 If any provision of this Agreement should be held invalid by operation of law or by 
any tribunal of competent jurisdiction, or if compliance with or enforcement of any Article 
should be restrained by such tribunal, the remainder of this Agreement shall not be 
affected thereby, and the parties shall enter into immediate collective bargaining 
negotiations with respect to issues arising from such holding of invalidity or such restraint. 
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ARTICLE 14 - ENTIRE AGREEMENT 

14.1 The Agreement expressed herein in writing constitutes the entire Agreement 
between the parties, and nothing shall add to, or supersede any of its provisions, except 
by written agreement. 
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ARTICLE 15 - GRIEVANCE PROCEDURE 
 

15.1 Any dispute between the Employer and the Association concerning the inter-
pretation or claim of breach or violation of the express terms of this Agreement shall be 
deemed a grievance. Such a grievance shall be processed in accordance with this Article.  
Any other type of dispute between the parties including disputes involving: (1) Public 
Safety Civil Service Commission Rules or Regulations whether specified in this 
Agreement or not, if there be such; and (2) Article 7 - Pensions, shall not be subject to 
the procedure delineated in this Article. 

15.2 A grievance as defined in Section 15.1 of this Article shall be processed in 
accordance with the following procedures, except that any grievance involving 
suspension, demotion, disciplinary transfer, or termination (Discipline Grievance) shall be 
initially filed at STEP 3 below, and processed pursuant to Section 15.14. The Association 
has thirty (30) calendar days from the day the Association knew, or should have known, 
of the alleged contract violation to either request a Pre-Grievance Meeting or file a Step 
1 grievance.   

 
Pre-Grievance Meeting. 
 

The Association may request a Pre-Grievance Meeting by submitting a 
written summary of the issue to the aggrieved employee’s Bureau Chief, 
(with a copy to the designated sworn member of Command Staff, Senior 
Leadership Team, and the Police Department Human Resources 
Director) within thirty (30) calendar days of the alleged contract violation. 
A Pre-Grievance Meeting shall be held within fifteen (15) calendar days 
of the Association’s submission. The outcome of the Pre-Grievance 
Meeting shall be reduced to writing by the parties within fifteen (15) 
calendar days of the meeting. 

 
STEP 1. The Step 1 submission shall be in writing, stating the Section(s) of the 

Agreement allegedly violated, a detailed explanation of the grievance 
and the remedy sought. The submission shall go to the designated 
sworn member of the Command Staff (with a copy to the employee’s 
Bureau Chief and the City Director of Labor Relations). The Step 1 
submission must be filed within thirty (30) calendar days of the alleged 
contract violation or within fifteen (15) calendar days of the written 
outcome of the Pre-Grievance Meeting if that option was utilized. In the 
event there was no Pre-Grievance Meeting, the Employer may request 
that the parties convene a meeting to discuss the grievance. The 
Employer shall have thirty (30) calendar days from the date of the Step 
1 submission to provide a written response. 

 
STEP 2. The Association may submit a matter to Step 2 of the grievance 

procedure within fifteen (15) calendar days of receiving the City’s Step 
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1 response. The Step 2 submission shall go to the City Director of Labor 
Relations with a copy to the Chief of Police, the designated sworn 
member of the Command Staff, the Police Department Human 
Resources Director and the Bureau Chief. The Director of Labor 
Relations or their  designee shall investigate the grievance.  Either the 
Director of Labor Relations or their  designee, or the Association may 
request a meeting between the appropriate parties to discuss the facts 
of the grievance. The Director of Labor Relations shall thereafter make 
a recommendation to the Chief of Police within fifteen (15) calendar days 
after receipt of the written grievance or the meeting between the parties, 
whichever is later. The Chief of Police shall, within fifteen (15) calendar 
days thereafter, provide the Association with their  written decision on 
the grievance with a copy to the City Director of Labor Relations.   

 
STEP 3.  A. Arbitration - If the grievance is not settled at Step 2, referral to 

arbitration must be made in writing within thirty (30) calendar days after 
the final decision in Step 2.  Written and oral reprimands shall not be 
subject to Step 3 of the grievance procedure.  If the Employer introduces 
into evidence a written or oral reprimand, any written response given by 
the employee at the time the reprimand was issued shall be admitted in 
the same proceeding. Any Discipline Grievance must be filed at Step 3(B) 
below.  
 
B. Discipline Review – Any Discipline Grievance shall be filed by the 
Association within fifteen (15) calendar days of the day the Department 
provides notice to the employee of the Department’s final decision to 
impose a suspension, demotion, disciplinary transfer, or termination. A 
Discipline Grievance shall be filed at Step 3 and submitted to the City 
Director of Labor Relations, with a copy to the Chief of Police, the Police 
Department Human Resources Director, and the OPA Director. A 
request for appointment of a Neutral Examiner will be made to the 
Washington State Public Employment Relations Commission within 
fifteen (15) calendar days of the grievance filing. 

15.3 Arbitrator Selection for Non-discipline Grievances- The parties will first attempt to 
agree on an arbitrator to hear the grievance.  If unable to agree, the parties will request a 
list of seven (7) arbitrators from the Federal Mediation and Conciliation Service (FMCS).  
The parties will alternately strike the list, with the final name remaining serving as 
arbitrator.  

15.4 Referral to arbitration must be accompanied by the following information: 

 
1. Identification of the Section(s) of the Agreement allegedly violated. 
 
2. Details or nature of the alleged violation. 
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3. Position of the party who is referring the grievance to arbitration. 
 
4. Question(s) which the arbitrator is being asked to decide. 
 
5. Remedy sought. 

15.5 In connection with any arbitration or Discipline Review proceeding held pursuant 
to this Agreement, it is understood as follows: 

 
A. The Arbitrator/Neutral Examiner shall have no power to render a decision 

that will add to, subtract from, alter, change or modify the terms of this 
Agreement, and  their power shall be limited to interpretation or application 
of the terms of this Agreement. 

 
B. The decision of the Arbitrator/Neutral Examiner’s shall be final, conclusive 

and binding upon the City, the Association and employees involved, unless 
in violation of Washington public policy. 

 
C. The cost of the Arbitrator/Neutral Examiner shall be borne equally by the 

Employer and the Association, and each party shall bear the cost of 
presenting its own case. 

 
D. The Arbitrator's/Neutral Examiner’s decision shall be made in writing and 

shall be issued to the parties within thirty (30) days after the case is 
submitted to the arbitrator. 

 
Any Arbitrator selected under Step 3 of this Article shall use the voluntary    
labor arbitration regulations of the American Arbitration Association, unless 
stipulated otherwise by the parties of this Agreement, as a guideline for 
hearing procedures. 

 
E. If arbitration has been timely requested, the parties may with mutual 

consent, attempt grievance mediation.  The process will use a mutually 
acceptable professional mediator and conclude within thirty (30) calendar 
days after the mutual request. 

15.6 The time for processing a grievance stipulated in Section 15.2 may be extended 
for stated periods of time by mutual written agreement between the Employer and the 
Association, and the parties to this Agreement may likewise, by mutual written agreement, 
waive any step or steps of Section 15.2. 

15.7 Failure by an employee or the Association to comply with any time limitation of the 
procedure in this Article shall constitute withdrawal of the grievance.  Failure by the 
Employer to comply with any time limitations of the procedure in this Article shall allow 
the Association to proceed to the next step without waiting for the Employer to reply at 
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the previous step. 

15.8 Grievance settlements shall not be made retroactive beyond the date of the 
occurrence or nonoccurrence upon which the grievance is based, that date being fifteen 
(15) or less days prior to the initial filing of the grievance. 

15.9 If at any step in the grievance procedure the Employer's response is deemed 
unsatisfactory, the Association's reason(s) for non-acceptance must be presented in 
writing when, and if, the grievance is reinitiated at the next step of the grievance 
procedure. 

15.10 A grievance decision at any step of the procedure in Section 15.2 of this Article 
shall not necessarily be conclusive nor set a precedent, with the exception of Step 3.  A 
decision at Step 1 or 2 shall be subject to review and/or reversal by the Employer at any 
time; provided, however a decision at Step 2 shall not be reversed beyond ninety (90) 
calendar days after the issuance of the Step 2 decision.  In case a decision is set aside 
as described in this Section, the ensuing grievance time limits shall become operative 
when the Association is notified of the reversal. 

15.11 Employees will follow all written and verbal directives which are alleged to be in 
conflict with the provisions of this Agreement. Disputes concerning conflicts between 
directives and the Agreement  shall subsequently be subject to the grievance procedure. 

15.12 As an alternative to answering the Step 2 grievance or conducting an investigation 
or hearing at Step 2, the Director of Labor Relations after consultation with the Chief of 
Police may, in writing, refer the grievance back to the Association.  The Association may 
then initiate Step 3 of this procedure within the time frames specified therein. 

15.13 An employee must upon initiating objections relating to actions subject to appeal 
through either the contract grievance procedure or pertinent Public Safety Civil Service 
Commission appeal procedures use either the grievance procedure contained herein or 
pertinent procedures regarding such appeals to the Public Safety Civil Service Com-
mission. Under no circumstances may an employee use both the contract grievance 
procedure and the Public Safety Civil Service Commission procedures relative to the 
same action.  If both a grievance and an appeal to the Public Safety Civil Service 
Commission are filed, the City will send a notice of such dual filings by certified mail to 
the employee(s) and the Association.  The Association will notify the City within fifteen 
(15) calendar days from receipt of the notice if it will use the grievance procedure.  If no 
such notice is received by the City, the contractual grievance shall be deemed to be 
withdrawn. 

 
 
 
15.14 Discipline Review 
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15.14.1 Goals of Discipline Review. The parties agree that there are legitimate 
and significant areas of concern that must be balanced during the 
disciplinary review process.  The Association requires a disciplinary 
process that is reliable, fair, and consistently applied; the City requires 
a transparent process that aligns with public policy and does not 
undermine the Department; the community expects a transparent 
process that results in discipline when warranted.  These concerns 
must be carefully weighed to create a disciplinary review process in 
which the Association, the City and the community all have confidence. 

The arbitration model previously utilized created a grievance resolution 
mechanism that was outside of the established accountability process 
in that it took a “new look” at the circumstances of a disciplinary 
investigation. 
 
This Discipline Review model addresses these issues and establishes 
a sustainable grievance resolution model for the resolution of discipline 
appeals involving a suspension, termination, demotion, or disciplinary 
transfer. 

15.14.2  Investigatory Record. The OPA investigation file and the OPA Findings 
constitute the Investigatory Record (“IR”). The Association shall be 
provided a copy of the IR, and the 180 day clock will be tolled on that 
date. Upon receipt, the Association shall have thirty (30) days to review 
the IR and determine whether it wants to submit additional information 
(“Supplemental Submission”) as part of the material to be forwarded 
to the Chief. Requests for up to thirty (30) additional days 
accompanied by an explanation of the need for additional time shall 
not be unreasonably denied by the OPA Director (or designee). The 
Supplemental Submission shall be provided to OPA within the 
required period. After reviewing the Supplemental Submission, the 
OPA will have an opportunity to decide whether to forward the IR and 
Supplemental Submission to the Chief, or re-open the investigation. 
See Article 16.4 for specific details.  

15.14.3 Loudermill/Due Process Hearing. After reviewing the IR and 
Supplemental Submission (if submitted) the Chief may either request 
that additional investigation be undertaken by the OPA, or schedule 
the Loudermill/Due Process Hearing. The results of any additional 
investigation will be added to the IR, and made available to the 
Association. After reviewing all of the information provided and the 
statement (if any) of the employee, the Chief shall issue a written 
decision (the “Decision”), unless the Chief decides to send the matter 
back to OPA for additional investigation.  

15.14.4 Initiation of Appeal. The Association may then initiate the Disciplinary 
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Review process described below by filing a Notice of Appeal with the 
Chief, OPA, and Labor Relations within fifteen (15) days of receipt of 
the Decision.  
 

15.14.5 Discipline Review.   
 

A. Neutral Examiner. Discipline Reviews will be conducted by a 
Neutral Examiner.  The Neutral Examiner shall be appointed using 
the Law Enforcement Disciplinary Grievance Roster established by 
the State Legislature in RCW 41.58.070, thus ensuring the Neutral 
Examiner will have the expertise and neutrality necessary to provide 
the parties and the public with a thorough and transparent process.  

 
B. The Discipline Review hearing is not a de novo hearing of the 
facts and circumstances related to the disciplinary investigation.  
Rather, the Neutral Examiner will review a) the IR; b) any 
Supplemental Submission; and c) the Decision.  This review will be 
on the existing record, except as provided in Section C below.  The 
standard of review for a Discipline Review is whether there is a 
preponderance of evidence supporting the Chief’s Decision.  In the 
event misconduct is established, the level of discipline assessed by 
the Chief will be upheld unless it is found to be arbitrary and 
capricious.   
 
C. There is a strong presumption that the investigatory record is 
complete once the Decision has been issued. The limited exceptions 
are as follows: 

 
1. When the Association has identified and requested 

information or material from an outside source or witness but 
has not yet received it. Prior to the Loudermill, the Association 
will notify the Chief of the nature of the material requested and 
its relevance, giving the Chief an opportunity to delay the 
Loudermill pending receipt of the additional information or to 
proceed; and 

 
2. Substantive and material new information arises regarding the 

reliability of existing witness testimony that was not 
discoverable at the time of the Loudermill, and where such 
information reasonably could be expected to change the 
decision of the Chief on whether the officer engaged in 
misconduct.  

 
Information related to these exceptions will be provided to the Chief 
prior to any Discipline Review hearing by a Neutral Examiner, and the 
Chief and City Attorney’s Office will have the opportunity to respond 
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to the additional material.   
 
D. Hearing. The Hearing will consist of a representative from 
each party presenting the position of that party to the Neutral 
Examiner. The length of the presentation will be determined in 
advance with the assistance of the Neutral Examiner. Except as 
explicitly allowed by Section 15.14.5(C) above, all arguments shall 
be limited to the IR, the Supplemental Submission and the Decision. 
The parties will use their best efforts to conduct the Hearing within 
90 days of the assignment by PERC of a Neutral Examiner.  

 
E. In cases where credibility is determinative, the Neutral 
Examiner may request to hear directly from the relevant witnesses 
to assess witness demeanor and credibility. The Neutral Examiner 
may only utilize this option if it is determined necessary in order to 
resolve the appeal. The Neutral Examiner may ask questions of the 
witnesses but there will be no examination of the witnesses by either 
party. Should this occur, each party may submit a list of questions to 
the Neutral Examiner for consideration. 

 
F. If the Neutral Examiner concludes that the finding is supported 
by a preponderance of the evidence, and that the assessed level of 
discipline was not arbitrary or capricious, the Chief’s decision and the 
discipline imposed is affirmed.  

 
If the Neutral Examiner concludes the City has not established its 
case by the preponderance of the evidence, the discipline is 
overturned and the Neutral Examiner will make other determinations 
as appropriate. 

 
G. If the Neutral Examiner concludes the facts support the 
Decision, but that the assessed level of discipline was arbitrary and 
capricious, the Neutral Examiner will modify the discipline to the 
minimum extent necessary to no longer be arbitrary or capricious. 

 
H. The Neutral Examiner’s decision is final and binding, unless 
in violation of Washington State public policy.    

 
I. Discipline Review hearings will be made available to the 
public, via live-stream, written record, or similar means, such that the 
public may review the process either in real-time or shortly thereafter.  

15.15  In the event discipline is challenged through the Public Safety Civil Service 
Commission (PSCSC) rather than the Discipline Review process (15.14 above), the 
parties agree that the preponderance of the evidence standard shall apply, and that the 
discipline may only be overturned if it is arbitrary and capricious. In the event the PSCSC 
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concludes that the discipline was arbitrary and capricious, it will modify the discipline to 
the minimum extent necessary to no longer be arbitrary or capricious. The parties will 
work with the PSCSC to ensure adoption of this approach for SPMA member appeals. 
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ARTICLE 16 – INTERNAL INVESTIGATION PROCEDURES AND THE POLICE 
OFFICERS' BILL OF RIGHTS 

16.1 The parties agree that discipline is a command function, and that the Department 
may institute a disciplinary procedure.  So much of said procedure that relates to the right 
of an employee to a hearing and the mechanics thereof are outlined in Articles 15 and 
16; provided, however, that it is understood that if deemed appropriate by the Chief of the 
Department, discipline or discharge may be implemented immediately, and the 
disciplinary action shall be subject to the Discipline Review  procedure as provided under 
this Agreement or the hearing procedures of the Public Safety Civil Service Commission, 
but not both.  Disciplinary action shall be for just cause and the discipline shall be 
proportional to the offense.  The standard of proof used by the Chief and OPA Director in 
making their determinations shall be a preponderance of the evidence. The standard of 
review that applies during Discipline Review is established in Article 15. 

 
In the case of an officer receiving a sustained complaint involving dishonesty in the course 
of the officer’s official duties or relating to the administration of justice, a presumption of 
termination shall apply.  Dishonesty is defined as providing false information, which the 
officer knows to be false, or intentionally providing incomplete responses to specific 
questions, regarding material facts. Specific questions do not include general or ‘catch-
all’ questions. For purposes of this Section dishonesty means more than mere inaccuracy 
or faulty memory. Notwithstanding this provision, consistent with the principles of just 
cause, a bargaining unit employee retains the right to initiate a Discipline Review or 
PSCSC appeal of an investigative finding and/or any associated discipline.     

16.2 For purposes of this Article, a "named employee" shall be an employee who is 
alleged to have violated Department rules. 

16.3 Indefinite Suspensions - On indefinite suspensions used for investigative purposes 
which do not result in termination of employment or reduction in rank, the resultant 
punishment shall not exceed thirty (30) days including the investigative time incorporated 
within the indefinite suspension.  However, if an employee has been charged with the 
commission of a felony or a gross misdemeanor where the allegation if true could lead to 
termination, or if the Chief determines that leave without pay is necessary in order to 
maintain the public trust (e.g., an employee being investigated but not yet charged with a 
serious crime), the Employer may indefinitely suspend that employee beyond thirty (30) 
days as long as the length of such suspension is in accord with all applicable Public Safety 
Civil Service Rules. The Association will be notified when the Department intends to 
indefinitely suspend an  employee in the bargaining unit. The Association has the right to 
request a meeting with the Chief to discuss the suspension. The meeting will occur within 
fifteen (15) days of the request. An employee covered by this Agreement shall not suffer 
any loss of wages or benefits while on indefinite suspension if a determination of not 
sustained is made by the Chief of Police.  In those cases where an employee covered by 
this Agreement appeals the disciplinary action of the Chief of Police, the Chief of Police 
shall abide by the decision resulting from an appeal as provided by law with regard to 
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back pay or lost benefits. 

16.4 Internal Investigations Procedures 

 
A. The parties expressly agree that the following internal investigation 

procedures apply only to administrative investigations being conducted by 
OPA.  Both parties affirm their commitment to comply with the intent of this 
Article.  In the event an employee is investigated, the lead investigative 
function will be performed by any employee in OPA.  All interviews will be 
consistent with the provisions of 16.4(H), regardless of the status or rank of 
the interviewer. When the lead investigating employee is a lower ranking 
sworn employee than the one being investigated, conflict of interest 
disclosures must be completed by both the investigator and the named 
employee on a form to be developed by OPA. Every six months, the OPA 
Director will provide a list of named SPMA employees and the corresponding 
lead sworn investigator to the Chief of Police.  In the case of criminal 
investigations, more limited rights to notice, advisements and representation 
may apply.  Minor policy violations, incidents of minor misconduct and work 
performance issues will, at the discretion of OPA, be assigned for 
investigation by the chain of command and/or Human Resources.  It is 
understood that when OPA has a potential conflict of interest, OIG may 
conduct an internal investigation, and in such cases OIG will have all of the 
powers and authority otherwise afforded to OPA.  

 
B. The OPA shall furnish the named employee and the Association with a 

classification report no later than thirty (30) days after receipt of a complaint.  
At a minimum, the classification report shall include information sufficient to 
allow the named employee to prepare for any subsequent investigation 
(including a factual summary of the allegations against the employee), the 
time and place of the alleged wrongdoing unless providing the place would 
violate Seattle Ordinance 3.29.130, and if the Department intends to 
investigate the complaint, the procedures it intends to use in investigating the 
complaint (e.g., OPA investigation or “front-line” investigation). The 
notification will include a good faith identification of the potential policy and/or 
rule violation(s).  This identification need not be exhaustive and subsequently 
may be amended. In the event an amendment occurs less than seven (7) 
days before an interview, upon request the interview will be rescheduled in 
order to provide seven (7) days notice. In the case of allegations involving 
discrimination, harassment, retaliation or other EEOC laws the classification 
report will indicate whether the investigation will be managed through the 
Seattle Department of Human Resources.  

 
C. Except in cases where the named employee or witness employee is 

physically or medically unavailable to participate in the internal investigation, 
or as otherwise provided herein, no discipline may result from the 
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investigation, unless within one-hundred eighty (180) days after either receipt 
or initiation of the complaint by the OPA, written notification is provided to the 
named employee of the proposed investigative finding and discipline.  Such 
written notification will be provided via email and either hand delivery or via 
U.S. mail sent to the employee’s home address on file with the Department. 
A copy of the written notification will be sent to the Association via email on 
the same day that notice is provided to the employee. When the conduct 
under investigation has been adjudicated by a supervisor providing formal 
performance counseling and that adjudication has been reviewed and 
approved by an OPA employee, the 180 days will begin upon OPA’s approval 
of the supervisory adjudication.  

 
1. The one-hundred eighty (180) day time period will be suspended when 

a complaint involving alleged criminal conduct 1) is being reviewed by a 
prosecuting authority or is being prosecuted at the city, county, state, or 
federal level; 2) is being criminally investigated or prosecuted in another 
jurisdiction; or 3) is being criminally investigated by the Seattle Police 
Department. The suspension of the one-hundred eighty (180) day time 
period only applies so long as the OPA is not engaged in an 
administrative investigation. The one hundred eighty (180) day time 
period will be tolled until the date OPA re-commences the investigation, 
or after OPA receipt of either a decline notice from a prosecuting 
authority, notification regarding the judicial acceptance of a guilty plea 
(or equivalent, such as a nolo contendere), or notification regarding a 
verdict in a criminal trial.  Provided, however, in the case of a criminal 
conviction, nothing shall prevent the Department from taking appropriate 
disciplinary action within forty-five (45) days of receiving notice of, and 
on the basis of, a criminal conviction or judicial acceptance of a guilty 
plea (or judicial equivalent, such as a nolo contendere). 

 
2. Additionally, the failure of an employee or Department witness, or their 

representative, to participate in the investigation in a timely manner will 
result in an automatic extension of the 180-day limit by the additional 
amount of time the employee, Department witness, or representative 
took to participate.   

 
3. Subject to the listed conditions, the OPA may request, and the 

Association will grant, an extension of the one-hundred eighty (180) day 
time limitation (so long as the request is made before the one-hundred 
eighty (180) day time period has expired) unless there is “good cause” 
to deny the request. The request will include a justification of the need 
for an extension, and the OPA Director will provide additional information 
if asked by the Association.  A request for an extension due to the 
unavailability of witnesses must be supported by a showing by the OPA  
that the witnesses are reasonably expected to become available (both 
physically available and willing to participate in the investigative 
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process) within the time period requested. In the event the OPA Director 
position becomes vacant due to unforeseen exigent circumstances, the 
one-hundred eighty (180) day time restriction will be extended by sixty 
(60) days.   

 
4. In the event that the OPA makes a request for an extension of the 180-

day time limit within the time frame set forth above, and in conformance 
with all the other requirements set forth above, the Association will give 
a written response thereto within seven calendar days from the date the 
request was first received by the Association President, or their  
designee. Failure to so respond shall result in the extension request 
being approved.  

 
5. When the OPA investigation is complete, the Investigative Record will 

be made available to the Association for the 30 day review period 
established in Article 15.14.  The Association may request an extension 
of an additional 30 days if necessary.  The one-hundred eighty (180) day 
time period will be suspended on the date the file is provided to the 
Association, and will remain suspended throughout the Association’s 
review period.  In the event the OPA re-opens the investigation during 
the Association review period, the 180 day clock will restart during the 
period of additional investigation.  When the Association has completed 
its review, the file will be returned to the OPA Director with any 
supplemental evidence or investigative material.  The 180 day time 
period will restart 10 days after the OPA receives the file and 
supplemental material; however, the OPA Director may extend the 
review period by notification to the Association, so long as no 
investigative actions occur during the extended review period.  If the 
OPA Director determines that additional investigation is necessary after 
reviewing the Supplemental Submission, an extension request to the 
180 day time period may be made consistent with 16.4 (C) (3) above, 
and the 180 day time period will not restart until the extension request 
has been resolved.  

 
6. The parties recognize the importance of avoiding disputes concerning 

the operation of the one hundred eighty (180) day time period for 
investigations, and thus will communicate in good faith in order to 
minimize disputes over this issue. In order to maintain full disclosure 
regarding the 180-day time period the OPA will notify the Association 
whenever the OPA Director believes the time period has been tolled.   

 
D.  Employees who have been notified that they are the subject of an internal 

investigation will be advised of the status of the investigation upon inquiry to 
OPA. Classification of cases as administrative or criminal shall be made in 
good faith and based upon the evidence.  The Commander of the 
investigative unit conducting the investigation shall stay in contact with the 
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appropriate prosecutor’s office to facilitate a timely filing decision. 
 

E. When an employee is to be interviewed or directed to complete a written 
statement in lieu of an in-person interview relative to a complaint in which 
they are involved as either a named or witness employee, the interview notice 
will include:  

 
1. Except in cases where notice would jeopardize the investigation, the 

address of the alleged misconduct (if known) and other information 
necessary to reasonably apprise them of the allegations of such 
complaint.  

 
2.  The name of the individual in charge of the investigation and the name 

of the investigator who will be conducting the interview 
 

F. Nothing in Section B or D shall function to limit the scope of the investigation.  
The named and witness employee is obligated to participate in and respond 
to questions asked during the interview or as part of the required written 
statement. Additional acts, allegations, or circumstances unrelated to the 
subject matter of the current interview, if investigated, will be made the subject 
of a separate interview or statement after compliance with the notification 
provisions of this Agreement, unless otherwise agreed by the employee.  

 
G. When an employee is to be interviewed or is required to make a statement 

relative to a complaint against him/her by any other City agency or its agents, 
that employee will be afforded their rights under the Police Officers’ Bill of 
Rights by that City agent.   

 
H. OPA Interviews 

 
1. The OPA may conduct in-person or remote interviews of the 

complainant (if an employee), named employee, and witness(es) 
during the course of an OPA investigation. 

 
2. At least three business days and no more than thirty days prior to the 

interview, the City shall provide notice to the employee and the 
Association of the interview. The notice shall include all notice required 
by this Agreement and shall advise the employee of their right to 
representation by the Association during the interview. 

 
3. Should the City wish to question the employee about an incident or 

allegations unrelated to the subject investigation, the notification 
requirements set forth in this section shall be complied with before the 
questioning on such incident or allegations commences, unless 
otherwise agreed by the OPA, the Association and the employee. 
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4. The Association will be allowed reasonable on-duty release time for a 
SPMA representative to provide representation requested by the 
employee during the questioning. 

 
5. Persons in attendance at interviews will be limited to the employee, 

the employee’s Association representative and/or attorney (no more 
than two persons), the OPA investigator(s) assigned to the case and 
one OPA command staff member (no more than three persons), and 
a court reporter or stenographer, if requested. Attendance at 
interviews by OIG representatives shall be as a neutral observer. OIG 
will make a good faith effort to provide the Association at least three 
(3) days notice when an OIG representative will be in attendance at 
any interview, unless such notice would be inconsistent with the duties 
of the OIG. 

 
6. Any person in attendance at interviews shall be precluded from making 

recommendations or otherwise determining disciplinary outcomes for 
the employee.  

 
7. The OPA interviews shall be digitally recorded, unless in the 

Department’s discretion the nature of the interview does not require 
recording. A copy of the OPA’s digital recording will be provided to the 
Association at the conclusion of the interview, either by email or other 
electronic format. The employee and/or the Association shall have the 
right to make an independent recording of any interview, a copy of 
which shall be made available to the OPA upon request. If an interview 
of a named employee is recorded by the OPA, the OPA shall provide 
the employee a copy of the transcript of the interview at no cost within 
five days after completion of the transcript, if prepared.   

 
I. Although a sustained finding may be entered, no disciplinary action, loss in 

pay or reduction in benefits will result from a complaint of misconduct where 
the complaint is made to the OPA more than five years after the date of the 
incident which gave rise to the complaint, except:  

 
1. where the allegations against the employee, if substantiated, would 

have constituted a crime at the time the conduct occurred, or  
 
2. where the named employee concealed acts of misconduct, or  
 
3.  dishonesty, or  
 
4.  Type III force, as defined in the SPD policy manual or by applicable 

law   
 
Any employee  who has been denied a promotion or transfer opportunity by 
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invoking this section (excluding the exceptions in I (1)-(4) above) upon 
request will be given a written description of measurable performance 
standards and the period of time these standards must be sustained in order 
to resolve the Department’s concerns  
 

J. OPA shall conduct a preliminary investigation on every complaint before 
determining whether to proceed with a full investigation of the complaint  

 
K. Unless pursuant to a court order or by operation of law, access to internal 

investigation files shall be limited to staff members of the OPA, Bureau 
Chief/Deputy Chief, the OPA Director, the OPA Auditor, the SPD Legal 
Counsel, SDHR, the SPD Human Resources Director, the City Attorney’s 
Office, employees of the Office of Inspector General, the Chief of Police and 
the Association when otherwise allowed by law. The Chief of Police or their  
designee may authorize access to others in their discretion only if those 
others are involved in (1) the disciplinary process; (2) the defense of civil 
claims; (3) the processing of a public disclosure request; or (4) the conduct 
of an administrative review. To the extent allowable by law at the time of the 
request, the City will consider application of relevant exemptions to the 
public disclosure laws with respect to personally identifying information in 
internal disciplinary proceedings files and OPA files, the nondisclosure of 
which is essential to effective law enforcement.  Except as provided herein, 
any disclosure of an OPA internal investigation file involving a bargaining 
unit employee  that is not in response to a court order or other lawful process 
will be disclosed to the Association.  

 
To the extent allowable by law, an officer’s personal identifying information 
shall be redacted from all records released. Records of all sustained 
complaints, including the punishment imposed, should be made public in a 
format designed to protect the privacy of the officers and complainants. 

 
L. The OPA shall maintain a record showing which files have been removed 

from the OPA office, the date of removal, who accessed the files, and to 
where the files have been transferred.  

 
M. An employee may request access to the investigatory portion of closed 

internal investigation files in which the employee was an accused.  Such a 
request shall be in writing fully stating the reasons such access is desired. 
The OPA shall consider the circumstances and not unreasonably deny such 
access.  

 
N. OPA closed investigative files will be retained for the duration of the City 

employment plus six years, or longer if any action related to that employee 
is ongoing.    

 
O. Nothing in this Agreement will be interpreted in a manner inconsistent with 
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the requirements of the Public Records Act and other applicable law.  
 

P. During the file review period described in Article 15.14 the Association may 
supplement the investigatory record by submitting material, documents, or 
other evidentiary items to the OPA Director.  When material held by an 
external source has been requested but not yet received, the request will 
serve as a “placeholder”.  The Association will provide a description of the 
requested material and its expected probative value.  All decisions 
regarding submittals of additional evidence or other material are within the 
Association’s discretion.  However, when a placeholder request has been 
made, the Association will notify the Chief and OPA Director once the 
material has been received.  

 
There is a presumption that the investigatory record is complete once the 
Loudermill hearing has occurred. If substantive and material new 
information arises between the Loudermill hearing and the Chief’s decision 
regarding the reliability of existing witness testimony that was not 
discoverable at the time of the Loudermill, and where such information 
reasonably could be expected to change the decision of the Chief on 
whether the officer engaged in misconduct, the Association will have the 
right to submit such information to the Chief for review.  This information 
may also be included in any Discipline Review hearing, so long as it was 
first submitted to the Chief. Refer to 15.14.5(c) for supplementation of the 
Investigative Record after the Chief’s decision. 

16.5 Criminal Investigations 
 

A. In the event of a criminal investigation of a bargaining unit employee, all 
constitutional protections shall apply.  No negative inference shall be drawn 
from the exercise of the constitutional right against self-incrimination.  

 
B. OPA will not conduct criminal investigations.  While OPA will not direct the 

conduct of a criminal investigation, OPA may communicate with the criminal 
investigators and/or prosecutors about the status and progress of a criminal 
investigation.   In the discretion of the OPA, simultaneous OPA and criminal 
investigations may be conducted.  In the event the OPA  is conducting an 
OPA investigation while the matter is being considered by a prosecuting 
authority, the 180-day timeline provision continues to run.  Additionally, in the 
case of concurrent investigations, OPA may coordinate with the criminal 
investigators and prosecutors regarding administrative investigatory details, 
such as witness interview scheduling or review of evidence.  

 
In the case of criminal allegations, OPA (after consulting with the 
Investigations Bureau Chief) shall identify the appropriate investigative unit 
outside of OPA with expertise in the type of criminal conduct alleged to 
conduct the criminal investigation and the associated interviews of the named 
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employee(s), witness employee(s) and other witnesses.  The criminal 
investigation shall become part of the administrative investigation. The OPA 
may, at its discretion, recommend to the Chief of Police that an outside law 
enforcement agency conduct a criminal investigation.  

16.6 Bill of Rights - The “Police Officers’ Bill of Rights” spells out the minimum rights of 
an officer but where the language of the contract or the past practices of the Department 
grant the officer greater rights, those greater rights shall pertain. Both parties affirm their 
commitment to comply with the intent of this Article.  The wide-ranging powers and duties 
given to the Police Department and its members involve them in all manner of contacts 
and relationships with the public.  From these contacts come many questions concerning 
the actions of members of the force. These questions often require immediate 
investigation by the Seattle Police Department and/or OPA.   

 
16.6.1 Administrative Investigation Defined - For the purposes of this Article, the 

term "administrative investigation" means an investigation by or under the 
authority of the Chief of Police/OPA of activities, circumstances, or events 
pertaining to the conduct or acts of an employee.  The parties expressly 
agree that the provisions of this Article apply only to administrative 
investigations being conducted by OPA.  In the case of criminal 
investigations, more limited rights to notice, advisements and 
representation may apply.  Nothing in this collective bargaining agreement 
shall limit an employee’s Constitutional rights.  

 
16.6.2 Right to Representation - Before any interview commences or written 

statement is provided, the employee shall be afforded a reasonable 
opportunity and facilities to contact and consult privately with a personal 
attorney or bargaining unit representative(s) before being interviewed or 
providing a statement.  

 
16.6.3 Interviewing procedures - Interviews shall be held at a reasonable hour and 

preferably when the employee to be interviewed is on duty unless the 
exigencies of the interview dictate otherwise.  Interviewing shall be 
completed within a reasonable time and shall be accomplished under 
circumstances devoid of intimidation or coercion, and no questions shall be 
asked “off the record.”  The employee being interviewed shall be entitled to 
such intermissions as the employee  reasonably shall request for personal 
necessities, meals, telephone calls, and rest periods.  The employee is 
obligated to participate in and respond to questions asked during the 
interview or as part of the required written statement.  All interviewing shall 
be limited in scope to activities, circumstances, or events which pertain to 
the conduct of the employee under investigation.  Additional acts, 
allegations, or circumstances unrelated to the subject matter of the current 
interview, if investigated, will be made the subject of a separate interview or 
statement, unless otherwise agreed to by the employee. 
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16.6.4 Intimidation of employee prohibited - No employee under investigation shall 
be falsely threatened with dismissal or other disciplinary action should the 
employee  refuse to resign, nor shall any employee be subjected to abusive 
or offensive language or in any other manner intimidated or offered 
promises or reward as an improper inducement to answer questions.  

 
16.6.5 Prior to a decision being made by the Chief when the range of potential 

discipline includes suspension, demotion or termination of an employee, the 
Department will give the employee an opportunity to attend a due process 
hearing. Department attendees at the due process hearing will be limited to 
the Chief of Police, the OPA Director (or designee), the Department HR 
Director (or designee), an Assistant or Deputy Chief, the Inspector General 
(or designee), SPD Counsel/CAO representative, and at the request of the 
named employee any employee(s) of the Department.  This section 
concerns the Department’s representation during due process hearings and 
is not meant to limit an employee’s established rights to representation 
during the due process hearing.  

 
16.6.6 If new material facts are revealed by the named employee during the due 

process hearing and such new material facts may cause the Chief to act 
contrary to the OPA Director’s recommendation, the Chief will send the case 
back to the OPA for further investigation and the 180-day period will be 
tolled for up to 60 days (or longer if mutually agreed) in order to allow the 
further investigation to be conducted.  The named employee has no 
obligation to attend their  due process hearing or to present any information 
during the due process hearing if the employee  chooses to attend.   

 
16.6.7 When the Police Chief changes a recommended finding from the OPA, the 

Chief will be required to state their  reasons in writing and provide these to 
the OPA Director, the Mayor and City Council.  In stating such  reasons in 
writing for changing an OPA recommendation from a sustained finding, the 
Chief shall use a format that discloses the material reasons for their  
decision.  The explanation shall make no reference to the officer’s name or 
any personally identifying information in providing the explanation.  In the 
event the change of recommendation is the result of personal, family, or 
medical information the Chief’s explanation shall reference “personal 
information” as the basis of their  decision.  

16.7 Mediation – Alternative Resolution Process 

 
1. The parties recognize and embrace the value of having a process whereby 

officers and community members can openly discuss situations in which a 
member of the public felt dissatisfied with an interaction with an officer.   
Through communication and dialogue, officers will have the opportunity to 
hear the perspective and concerns of the public, and complainants will have 
an opportunity to get a better understanding of the role and responsibility of 
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a police officer. The parties commit to monitoring and improving, as needed, 
the alternative resolution process detailed in this section of the Agreement. 
While this section references mediation, the parties may choose to utilize 
other means of alternative dispute resolution by mutual agreement.  

 
2. For cases involving dissatisfaction with an interaction with an officer,  at the 

time of issuing the Classification Report OPA will ask the officer whether 
they are  willing to mediate the complaint. 

 
3. Assuming the officer is interested in mediation, the OPA  will have the 

discretion to determine whether or not mediation of a complaint is 
appropriate.  The classification report will normally be used to inform the 
named employee that the OPA  has determined that a complaint is being 
considered for mediation.  Complaints may also be considered for 
mediation after an investigation has been commenced.  An official deferral 
will not be made until such time as the complainant and officer have agreed 
to participate in the mediation process.  Nothing herein shall affect the 
obligation of the employer that any discipline be imposed in accordance 
with just cause. 

 
1. Voluntary process - Mediation will occur only if both the complainant and 

employee agree. 
 

2. The Mediator will attempt to schedule the mediation as soon as 
reasonably possible, recognizing the importance of holding the 
mediation at a time that is convenient for the complainant. 

 
3. If the Mediator informs the OPA  that the employee participated in the 

process in good faith, the complaint will be dismissed and no discipline 
will be imposed.  Good faith means: 

 
a. The officer actively listens to the perspective of the other party; and  
 
b. The officer fully communicates their own position and engages in the 

discussion. 
 

Good faith does not require the officer to agree to any particular 
resolution of a complaint. 

 
4. In the event the complainant changes their mind and does not participate 

in the mediation, or if an employee does not participate in the mediation 
in good faith, a finding of which shall not be subject to challenge, the 
complaint will be returned to OPA. If returned to OPA, the 180-day time 
period shall be considered to have been tolled during the time from when 
the complaint was deferred to mediation until it was returned to OPA for 
investigation.  
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5. Confidential process - The parties to mediation will sign a confidentiality 

agreement.  The mediator will only inform the OPA whether or not the 
parties met and participated in good faith.  Any resolution will be 
confidential.  

 
6. Time spent at the mediation shall be considered on-duty time. 

 
7. The panel of mediators will be jointly selected by the OPA and the 

Association. All costs of mediation shall be borne by the City.  
 

8. Multiple Named Officers - In the event there is more than one named 
officer, and not all officers want to participate in mediation, the OPA will 
decide whether to conduct mediation with only those officers wanting to 
participate. In any case where more than one officer participates in 
mediation, the Mediator will make an individualized good faith 
determination for each participating officer. In all such cases, employees 
choosing not to participate or that do not participate in good faith will 
have the complaint processed by OPA 

16.8 Rapid Adjudication Process 

 
A. Rapid Adjudication (“RA”) is an alternative complaint resolution process. RA 

may be initiated by the employee or OPA. It can be utilized when an 
employee  recognizes that their conduct was inconsistent with required 
standards, and is willing to accept discipline for the infraction rather than 
requiring an extensive investigation by OPA.  

  
B. Employee Initiated.   

 
Included with the classification report will be information about the Rapid 
Adjudication process. Within five (5) days of receiving the classification report, 
the employee may request starting Rapid Adjudication. The OPA (in 
consultation with the Chief or designee) will have ten (10) days to determine 
whether the case is appropriate for Rapid Adjudication and if so, to provide 
a recommendation for discipline or a range of discipline to the Chief (or 
designee). If the Chief (or designee) accepts the recommendation for Rapid 
Adjudication and the discipline or range of discipline recommended, then 
OPA will inform the employee (the “Acceptance Notice”) and the 180-day 
period for investigation will be tolled upon notice to the employee.  If the 
discipline involves suspension, the range of proposed discipline shall be a 
variance of no more than three (3) days. The employee shall have five (5) 
days to accept the discipline or range of discipline. If the offer is not accepted 
by the employee, the matter will be returned to OPA for investigation, with 
the 180-day timeline re-started at that time. If accepted, the employee’s 
acceptance shall close the case. In cases where a range of discipline has 
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been offered, the employee may request to meet with the Chief to provide 
him/her with information that the employee would like the Chief to consider 
in making a final determination on the amount of discipline within the range. 
The employee may have an SPMA representative at any such meeting.  
 

C. OPA Initiated.       
 
Prior to a classification report being issued, OPA may review the case and 
make a determination as to whether OPA believes the case is appropriate 
for Rapid Adjudication. If so, OPA will set forth the discipline, or range of 
discipline, it recommends and forward it to the Chief (or designee). The 
Chief (or designee) will approve or disapprove the recommendation for 
Rapid Adjudication, and the recommended discipline (or range of discipline) 
to be offered to the employee.  
 
For those cases approved by the Chief (or designee), at or prior to the time 
that the classification report is issued, the OPA will provide notice to the 
employee explaining Rapid Adjudication and include the employee’s option 
to elect Rapid Adjudication. The notice will include the proposed discipline 
(or a range of proposed discipline) that would be imposed if the employee 
elects to have the matter rapidly adjudicated. If the discipline involves 
suspension, the range of proposed discipline shall be a variance of no more 
than three (3) days. 
 
Within five (5) days after receipt of the offer for Rapid Adjudication, an 
employee may inform OPA in writing, that the employee will utilize the Rapid 
Adjudication process and accepts the proposed discipline. Upon notification 
by the employee to the City of acceptance, the case will be closed. In cases 
where a range of discipline has been offered, the employee may request to 
meet with the Chief to provide him/her with information that the employee 
would like the Chief to consider in making a final determination on the amount 
of discipline within the range. The employee may have an SPMA 
representative at any such meeting. 
 

 
D. RA Initiation During the Course of the Investigation. 

 
Nothing in this Agreement prohibits an employee and OPA from agreeing 
at a later time in the investigation to institute RA. An employee may request 
in writing that OPA consider the possibility of utilizing RA at any time during 
an investigation. Any such request will toll the 180-day timeline. OPA shall 
respond to the request within ten (10) days of receiving the request. If OPA 
agrees to utilize RA, procedures outlined in B(1) above shall apply. In the 
event no agreement is reached utilizing the RA process, the matter will be 
returned to OPA for investigation, with the 180-day timeline re-started at 
that time.  
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E. In all cases using Rapid Adjudication, the discipline imposed by the Chief 

will be final and binding and not subject to challenge or appeal through either 
the grievance procedure or the Public Safety Civil Service Commission. The 
discipline shall be non-precedent setting, although it may be used in any 
subsequent proceeding involving that employee.   

 
F. Neither the Department’s proposed discipline, the willingness of the 

Department, OPA, and the employee to consider rapid adjudication, or 
rejection of the discipline may be offered as evidence in any subsequent 
proceeding. Additionally, If the employee rejects Rapid Adjudication, the 
fact that Rapid Adjudication was rejected will not be considered in any future 
deliberations on the case or in deciding any potential discipline. The rejection 
will not be part of the case file, but may be tracked by OPA/OIG for purposes 
of systemic review. 

 

16.9 EEO Investigations 

 
A. Complaints of Discrimination, Harassment, Retaliation, and other matters 

related to Equal Employment Opportunity laws and regulations shall be 
investigated under supervision of the Human Resources Unit. 

 
B. EEO Investigations may be conducted by a member of the Human 

Resources Unit or, in the Department’s discretion, by a civilian employed or 
retained by the City of Seattle. 

 
C. In all investigations, the officer has the right to Association representation 

at the investigative interview. 
 

D. At the Department’s discretion, an investigation may culminate in a written 
report or an oral report of investigative findings to the Human Resources 
Director or Command Staff, as appropriate. 

 
E. No discipline may result from an EEO investigation unless a written report 

is provided to the affected employee, and the affected employee has an 
opportunity to respond to any findings and conclusions.  The Department 
may, at any time, refer an EEO matter to the Office of Professional 
Accountability for a disciplinary investigation. 

 
F. All notification and interview procedures will conform with the provisions 

contained in Articles 16.4(B), 16.4(E), 16.4(F), 16.4(G), 16.4(H), 16.6.2, 
16.6.3 and 16.6.4.  
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ARTICLE 17 – JOINT LABOR MANAGEMENT COMMITTEE 
 

17.1 There shall be a Police Department Joint Labor Management Committee 
consisting of three (3) employees named by the Association and three (3) representatives 
of the Department named by the Chief of Police.  The Chief of Police, or their  
representative, shall sit as one of the three (3) Employer representatives to the maximum 
extent practicable, but any of the six (6) members may be replaced with an alternate from 
time to time. Either party may add additional members to its JLMC committee whenever 
deemed appropriate.  A representative of the City shall be requested through Labor 
Relations to attend JLMC meetings, and shall be provided an agenda in advance. 

17.2 The JLMC shall meet on an ad hoc basis at the request of either party and shall 
consider and discuss matters of mutual concern pertaining to the improvement of the 
Police Department and the welfare of the employees. 

17.3 The purpose of the JLMC is to deal with matters of general concern to members 
of the Department as opposed to individual complaints of employees and shall function 
in a consultive capacity to the Chief of Police. 

17.4 Either party may initiate discussion of any subject of a general nature affecting the 
operations of the Department or its employees.  However, at any sessions which involve 
the interpretation or application of the terms of this Agreement or any contemplated 
modifications thereof, the Director of Labor Relations and the President of the Association 
or their designees shall be in attendance and no such changes shall be made without the 
approval of same. 

17.5 An agenda describing the issue(s) to be discussed shall be prepared by the 
initiating party and distributed at least three (3) days in advance of each meeting. Nothing 
in this section shall be construed to limit, restrict, or reduce the rights of the parties 
provided in this Agreement and by law. 
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ARTICLE 18 - DURATION OF AGREEMENT 

18.1 This Agreement shall become effective on January 1, 2020 or upon signing by both 
parties, whichever is later, and shall remain in effect through December 31, 2023.  Written 
notice of intent to amend or terminate this Agreement must be served by the requesting 
party upon the other party five (5) months prior to the submission of the City budget in the 
calendar year 2023 as stipulated in RCW 41.56.440.  Notwithstanding an effective date 
of January 1, 2020, pay increases for each calendar year shall be effective as of the pay 
period that begins the closest to January 1 of each such year. Those dates are specified 
in Appendix A. 

18.2 Upon thirty (30) days advance written notification, the City may require that the 
Association meet for the purpose of negotiating amendments to this Agreement which 
relate to productivity improvements within the Police Department. 

18.3 The City reserves the right to open this Agreement for the purpose of negotiating 
any mandatory subjects that may be associated with the adoption of amendments to Title 
4 of the Seattle Municipal Code. 
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Signed this        day of                   , 2022. 
 
 
SEATTLE POLICE MANAGEMENT THE CITY OF SEATTLE 
ASSOCIATION  
 

Executed under authority of 
      Ordinance                                    
 
 
 
                                                           
Scott Bachler, President   Bruce Harrell, Mayor 
 
 
 
            
Brian Stampfl, Vice-President  Danielle Malcolm, Labor Relations 
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APPENDIX A – SALARIES 
 
A.1 Effective December 25, 2019, the new monthly salary schedule shall be as 

follows: 
 
  Classification  Start  6 Months 18 Months  30 Months 
 
  Lieutenant   11,866 12,350 12,856 13,371 
 
  Captain   14,113 14,683 15,289 15,901 
 
 
A.2 Effective January 6, 2021, the new monthly salary schedule shall be as follows: 
 
  Classification  Start  6 Months 18 Months  30 Months 
 
  Lieutenant   12,093 12,583 13,102 13,625 
 
  Captain   14,381 14,962 15,579 16,204 
 
A.3 Effective January 5, 2022, the new monthly salary schedule shall be as follows: 
 
  Classification  Start  6 Months 18 Months  30 Months 
 
  Lieutenant   12,576 13,088 13,625 14,170 
 
  Captain   14,957 15,560 16,202 16,851 
 

 
A.4 Effective January 4th, 2023, the base wage rates set forth in A.3 above shall be 
increased across-the-board by one hundred percent (100%) of the annual average 
growth rate of the bi-monthly Seattle-Tacoma-Bellevue area Consumer Price Index 
(“CPI”) for June 2021 to June 2022 over the same index for June 2020 to June 2021; 
provided, however, said CPI percentage increase shall not be less than one and one-
half percent (1.5%) nor shall it exceed four percent (4%). The index used shall be the 
Consumer Price Index for Urban Wage Earners and Clerical Workers (CPI-W), All 
Items, Revised Series (1982-84=100 unless otherwise noted).The resulting percentage 
increase shall be rounded to the nearest tenth (10th) of a percent.  

A.5 A salary premium based on five percent (5%) of their actual base wage rates shall 
be paid to Police Lieutenants assigned to the Bomb Squad only after that lieutenant has 
been sent to bomb technician school and is a certified bomb technician, including being 
used in the bomb technician rotation to be sent down range.   
 
A.6 Longevity premiums based upon the top pay step of the classification Police 
Lieutenant shall be added to salaries during the life of this Agreement in accordance with 
the following schedules: 
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Longevity  Effective 12/26/18 

Completion of fifteen (15) 
years of service 

 6% 

Completion of twenty (20) 
years of service 

 7% 

Completion of twenty-five (25) 
years of service 

 12% 

Completion of thirty (30) 
years of service 

 13% 

 

  
A.7 The following premiums shall apply to the stated captains based on their actual 
base wage rate while so assigned:   
 

Precinct Captain:   5% (6% first pay period after implementation) 
 
 Violent Crimes Captain:   3% 
 
 Permanent Night Captain:  3% 
 
 Traffic Captain:   2% 
 

A. Effective January 1, 2004, an actual base salary increase of 3.5% was paid to 
all police captains per the 2004-2005 collective bargaining agreement for 
performing rotating night duty commander assignments. 

 
B. Effective the first pay period after implementation, Lieutenants in the position 

of Watch Commander or the CRG Lieutenant will receive a premium of 3% on 
their actual base wage rate while so assigned. 

 
A.8 Correction of Payroll Errors.  In the event it is determined there has been an error 
in an employee’s paycheck, an underpayment shall be corrected within two pay periods; 
and upon written notice, an overpayment shall be corrected as follows: 
 

A.  If the overpayment involved only one paycheck; 
 

1. By payroll deductions spread over two pay periods; or 
 

2. By payments from the employee spread over two pay periods. 

B.  If the overpayment involved multiple paychecks, by a prepayment schedule 
through payroll deduction not to exceed twenty-six (26) pay periods in duration, 
with a minimum payroll deduction of not less than twenty-five dollars ($25) per pay 
period. 
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C. If an employee separates from the City service before an overpayment is 
repaid, any remaining amount due the City will be deducted from the employee’s 
final paycheck(s). 
 
D. By other means as may be mutually agreed between the City and the 
employee.  The Association Representative may participate in this process at the 
request of the involved employee.  All parties will communicate/cooperate in 
resolving these issues. 

 
A9   Deferred Compensation.   
 

1. Effective January 1, 2019, the City shall provide a total annual match of an 
employee’s contribution to the City’s voluntary deferred compensation program 
of a maximum of 2% of the top step base salary of Police Lieutenant. Effective 
the first pay period following implementation, the City’s total annual match of 
an employee’s contribution to the City’s voluntary deferred compensation 
program shall increase up to a maximum of 3% of the top step base salary of 
Police Lieutenant.  

 
2. In the event that the City is unable to provide a deferred compensation match 

because such a benefit is determined to be illegal, the benefit shall be 
converted to an across-the-board percentage wage increase commensurate 
with the City’s percentage match at the time it is determined to be illegal, less 
any savings accruing to the City under a deferred compensation match system 
because the deferred compensation match does not necessitate the payment 
of the same salary-dependent rollup costs (such as LEOFF contributions) as 
does an across-the-board wage increase. 

  

210



Summary Att 1 – Agreement with SPMA (Bill Draft) 

V1 

56 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

 
APPENDIX B – MEMORANDUM OF UNDERSTANDING 

 
The Association and the City of Seattle enter into the following agreements pursuant to 
their negotiations for the 2020-2023 collective bargaining agreement.  
 
Accountability Legislation 
 
The results of the bargaining on the Accountability Ordinance are incorporated into Article 
16 of the CBA between the parties. In accordance with this, the City may implement the 
Accountability Ordinance. The Association retains the right to bargain any unforeseen 
effects arising out of the implementation of the Accountability Ordinance. 

 
Body Worn Video 
 
Association members participating in the BWV program shall follow the provisions of SPD 
Manual section 16.090 (“In-Car and Body-Worn Video”).   
 
It is understood that the Department will require some bargaining unit members  to wear 
BWV. The decision of which employees are or may be required to wear BWV will be made 
by the City.    
 
Effective the first pay period after ratification of this Agreement, and continuing through 
the remainder of 2022, an additional two percent (2%) of the base monthly salary held 
by an employee shall be paid to each employee required to wear BWV while on duty for 
the City. Effective December 25, 2019 through the date of ratification, any Watch 
Commander that regularly wore BWV while on duty shall receive the 2% premium for 
each pay period during which they were wearing the BWV. The parties will work 
together in good faith to determine eligibility for this pay.  This 2% premium for wearing 
BWV shall terminate on January 3, 2023. 
 
Civilianization 
 
The Captain position currently assigned to the Communications Section may be replaced 
by a non-sworn manager.  The City reserves the right to determine when and if this 
happens.  The Association and incumbent captain will receive at least 30 days notice 
prior to the implementation of a civilianization decision.  There is no current proposal or 
agreement to civilianize the lieutenant position currently assigned within the 
Communications Section. These civilianization understandings are not dependent on 
where the communications function is ultimately housed organizationally. 
 
In the event the City seeks civilianization of any other bargaining unit position(s), it may 
re-open the Agreement and bargain with the SPMA pursuant to the requirements of RCW 
41.56. 
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Contract Effectiveness 
 
Unless otherwise provided in this Agreement (such as retroactive wages), the provisions 
of this Agreement shall become effective upon ratification by the parties.  
 
EEO interviews 

 
EEO interviews may occur remotely over video at the City’s discretion while the Mayor’s 
Executive Order-COVID-19 Civil Emergency is in effect. After the expiration of this 
order, the parties may reopen on the issue of remote EEO interviews. 

 
Flextime 

 
Effective with this Agreement, Flextime will be capped at 200 hours, and will be 
controlled and managed by SPD. 

 
Determination of Accruals: 
 
Each Captain must affirm to SPD the amount of Flextime they have by providing a 
written statement as follows: “I affirm that I currently have ____ hours of Flextime.”  
Failure to provide the affirmation will result in the Captain losing whatever 
Flextime accumulation they had.  The mechanism for gathering this information 
shall be determined by the SPD HR Director and will be distributed shortly after 
the Agreement has been ratified by both parties. 
For each Captain affirming more than 384 hours of Flextime, the Captain will be 
expected to establish proof of approval to go over the cap, as required in the 
underlying MOU. 
 
Transition to New 200-hour Cap: 
 
Captains will have eighteen (18) months from the point that Flextime balances 
appear in a Captain’s timesheet balances to get to 200 or less hours of Flextime 
(the “Transition Period”).  In order to avoid disputes regarding this timeline, the 
parties will agree on the initial date that Flextime balances are being electronically 
recorded, which will initiate the Transition Period. At the commencement of the 
Transition Period, each Captain will be given the opportunity to cash-out at 35% 
their accrued Flextime hours for those hours over 200 and up to 384 hours.  This 
cash-out may be requested through a mechanism administered by the SPD HR 
Director.  At the conclusion of the Transition Period, any remaining unused 
Flextime hours will be cashed out by the City at the rate of 25% for hours over 200 
and up to 384 hours.  Funds will be directed consistent with current City policy 
and IRS regulation. 
 
If during the Determination of Accruals process it is established that a Captain has 
an approved over-the-cap balance, the City may notify the Association of its intent 
to bargain issues related to the reduction of the over-the-cap amount. Absent 

212



Summary Att 1 – Agreement with SPMA (Bill Draft) 

V1 

58 
 
Seattle Police Management Association 
Effective January 1, 2020 through December 31, 2023  

such notification, the Captain will have the remainder of the Transition Period to 
use (or lose) the over-the-cap amount. 
 

Four Ten Schedule Re-Opener 
 
In the event the City implements a 4x10 patrol schedule with SPOG, and desires to extend 
that schedule to potentially impacted SPMA members as well, this Agreement may be re-
opened to bargain the hours and work schedule impacts of the change to a 4X10 patrol 
schedule.  
 
Incentive Sick Leave Balances 
 
The use of incentive sick leave shall be subject to all rules, regulations and restrictions as 
normally earned sick leave, except as provided below: 
 

A. Incentive sick leave may be used only for the three-day elimination period for 
industrial injuries or after all regular sick leave has been used. 

 
B. Incentive sick leave may not be cashed out or applied to the payment of health 
care premiums. 

 
Legislative Changes 
 
The parties recognize the dynamic and ongoing nature of legislative action as it relates 
to law enforcement reform and accountability.  In the event new state/federal legislation 
is passed that potentially affects provisions within this Agreement, or if existing legislation 
is clarified such that it will potentially affect provisions within the Agreement, either party 
may re-open the Agreement in order to ensure compliance with any such new 
requirements. 
 
Public Safety Civil Service Commission 
 
The City may implement the revised composition of the Public Safety Civil Service 
Commission as provided in the Accountability Legislation at 4.08.040. 
 
Race and Social Justice Initiative 
 
For the duration of this Agreement, the Association agrees that the City may open 
negotiations associated with any changes to mandatory subjects related to the Race and 
Social Justice Initiative efforts. 

 
 
 
 

Records Retention 
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The City will request an Attorney General Opinion regarding revised RCW 43.101.135 
(7)(b) in SB 5051.  The question to be resolved is whether the legislation requires the 
retention of all officer misconduct investigations, or just those that result in sustained 
findings or discipline.  If the AGO indicates that unsustained complaints are not the 
subject of the legislation, the Association may re-open the CBA on the issue of retention 
of not sustained investigative files (see Article 16.4 (N)). 

 
Secondary Employment  

The Association recognizes the City’s ability to regulate and manage secondary 
employment (such as through an internal office), and the discretion to determine when 
this occurs. The City recognizes that there may be impacts to employees in the 
bargaining unit  (e.g., workload for any employee involved in making or overseeing the 
assignments) and commits to bargain any such impacts upon the request of the 
Association per RCW 41.56.  

 
Washington Paid Family and Medical Leave Act 

 
The Parties agree that the existing Memorandum of Agreement between the City and 
the Coalition of City Unions concerning the implementation of the Washington Paid 
Family and Medical Leave Act (attached as Appendix F) will be incorporated into this 
Agreement.  Association bargaining unit employees may utilize benefits outlined in SMC 
4.26, 4.27, 4.29, and RCW 50A consistent with City policy and this Agreement. 

 
 

 
 
Dated this _____ date of __________, 2022 . 
 
Seattle Police Management Association  City of Seattle  
 
 
 
                      
Scott Bachler, President,     Bruce Harrell, Mayor 
 
 
 
 
             
Brian Stampfl, Vice President   Danielle Malcolm, Labor Relations 
  

APPENDIX C 
 
Employees receiving SPFML may use any of their accrued paid and/or granted leave 
(“Leave”) to supplement the SPFML benefit payment, up to 100% of their weekly salary 
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paid by the City of Seattle.  The use of such leave to augment the SPFML benefit shall 
be called “supplemental leave pay”.  Use of Leave by an employee to supplement SPFML 
is strictly voluntary.  The City cannot require an employee to use accrued leave to 
supplement SPFML benefits. 
 

A) Leave for the purposes of this proposal is defined as all accrued and/or granted leave 
as set forth and defined in the City of Seattle Municipal Code Title 4 (Personnel) Sections 
4.24 through 4.34 (vacation, sick leave, floating, merit, comp time, executive, etc.). 
Leaves eligible for top-off during the pilot will be consistent with those applicable to the 
Coalition. Flextime is not eligible for top-off. 

B) Supplemental leave pay may be accessed starting the first pay period after the City 
has received the final SPFML claim determination notice from the Washington State 
Employment Security Department (“ESD”). 

C) Supplemental leave can be used by employees based on the date range signified in 
the SPFML eligibility letter.  For instances in which that date has passed, employees can 
submit time sheet correction requests to add the use of supplemental leave, as defined 
above.  No time sheet corrections or retroactivity shall be applied to any date or SPFML 
prior to the execution of this Agreement. 

 
D) The use of supplemental leave to “top-up” an employee’s SPFML benefit shall not 
exceed the amount of accrued and/or granted leave the employee has available in their 
balances. 

 
E) The use of accrued and/or granted paid leave to supplement the SPFML benefit will 
be available in 15-minute increments, except for when the accrued and/or granted paid 
Leave the employee requests to be used to supplement the SPFML must be used in full 
day increments as specified by a given collective bargaining agreement or by City code 
or Personnel rules (e.g. personal holidays), and then shall be only available in full-day 
increments. 

 
F) It is the employees’ responsibility to calculate how much accrued and/or granted paid 
leave they need to use in order to supplement their SPFML benefit when entering and 
submitting their timesheets. 

 
G) An employee must have already accrued the paid/granted leave they seek to use for 
the pay period in which they seek to use it. 

 
H) It is the employee’s responsibility for determining whether they have the accrued 
and/or granted leave they seek to use in a given pay period to supplement the SPFML. 

 
I) The City will not be responsible for tracking whether employees have accrued the 
amount of Supplemental Leave they request at the time their SPFML leave is set to start. 
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J) The SPFML “top-up” program is a pilot, and the City and the Coalition of City Unions 
have developed a comprehensive review, analysis, and discussion system in order to 
assess the program (detailed in “K” below).  The City agrees to notify the Association 
regarding the initial review meeting during Q2 2023, and the Association agrees to 
coordinate its participation through the Coalition.  The City and Association will not conduct 
a separate review.  Determinations about program viability and continuation will be made 
within the framework of the City/Coalition review and assessment, which is included below 
for reference.    

 
K) Length and review of Pilot Program:  This pilot program will take effect the first quarter 
of 2022 and continue through March 31, 2024, the end of the first quarter of 2024.  The 
City and the Coalition of City Unions (the “Parties” for purposes of this subsection only) 
have agreed that after the first quarter of 2023, and no later than June 30, 2023, they will 
meet and review the supplemental leave pay usage data of the previous year, to review 
the cost and utilization of the program.  After June 30, 2023, either party may cancel this 
pilot program with 30 days calendar days’ written notice to the other party.  The Parties 
agree that the purpose of this pilot phase is to ascertain utilization and costing data related 
to top-up for purposes of possible enhancements or expansion of the program, including 
but not limited to the possibility of the City providing some or all of the supplemental top-
up funding at a future date.  To that end, the parties agree to convene a labor-
management on this subject no later than ninety (90) days prior to June 30, 2023, to 
review this data and negotiate potential changes to the program.  
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APPENDIX E 

 
The City and the Association agree that the Memoranda of Agreement listed below 
remain operative and shall be retained by the parties and incorporated into the Agreement 
by reference.  The parties agree that MOAs not referenced are either invalid, expired, or 
completed.  
 

 1997 – LEOFF members reemployed as civilians 

 2001 – Administration of vacation for LEOFF II on disability leave 

 2009 – Executive Leave cash out for Captains 

 2009 – 2006 pilot process for promotion from lieutenant to captain becomes 
permanent  

 2014 – Implementation of the Settlement Agreement and Memorandum of 
Understanding between the City and the Department of Justice (July 27, 2012) 

 2014 – Formation of the Community Police Commission 

 2014 – Access and confidentiality of the DOJ Monitor 

 2016 – Night Duty Commanders and Night Duty Commander Duty Rotation 
Calendar 

 2017 –  Night Duty Commander Addendum  
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April 19, 2022   
   
The Honorable Debora Juarez   
President, Seattle City Council   
Seattle City Hall, 2nd Floor   
Seattle, WA  98104   
   
Dear Council President Juarez:   
   
It is my pleasure to transmit to the City Council the following confirmation packet for my appointment of 
Hamdi Mohamed as Director of the Office of Immigrant and Refugee Affairs.   
   
The materials in this packet are divided into two sections:   
   

A. Hamdi Mohamed   
This section contains Ms. Mohamed’s appointment and oath of office forms, her resume, and 
the press release announcing her appointment.    

   
B.  Background Check   

This section contains the report on Ms. Mohamed’s background check.   
   
I take special pride in nominating this credentialed leader to helm the Office of Immigrant & Refugee 
Affairs (OIRA) after I was primary sponsor of the legislation to establish the office as Councilmember in 
2012. I know this work takes bold vision and endless energy which is why I am so confident that Hamdi is 
the person for the job.  

 
Hamdi Mohamed brings lived experience as a former refugee herself and has dedicated her life to 
improving living conditions for our immigrant and refugee neighbors. She has experienced the impacts 
of decisions made by the government and has expertise in the areas of organizational development, 
decision making and public policy and continues to build on her work to empower immigrant and 
refugee communities. At the King County Executive Office, she advised on the County's $12 billion dollar 
budget and managed initiatives that invested millions in small businesses, community organizations, and 
COVID-19 response. Prior to serving King County, she served as Deputy District Director for the U.S. 
Congresswoman Pramila Jayapal, where she utilized her advocacy and leadership skills to help 
constituents navigate the impacts of public policy and saved millions of dollars for residents and 
businesses across King County. Hamdi has also worked for CARE International and the Refugee Women 
Alliance in roles dedicated to fighting poverty and empowering immigrants.  She’s committed to public 
service and has played a key role in the deportation defense campaigns of multiple people and provided 
advocacy support to help families reunite.      
 
I selected Hamdi Mohamed to serve as Interim Director of OIRA in January. In the time since, my office 
consulted with stakeholders regarding her performance, including representatives from One America, 
Asian Counseling & Referral Services, El Centro de la Raza, the Refugee Women’s Alliance, Northwest 
Immigrant Rights Project, East African Community Services, Colectiva Legal del Pueblo, and staff at the 
Office of Immigrant and Refugee Affairs. The resounding conclusion from stakeholders was that Hamdi 
Mohamed is approachable, accessible, responsive, community-oriented, with a warm and generous 
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attitude. It was this feedback that informed my decision to send her nomination packet onto you today. 
Hamdi is prepared to push Seattle’s already-respected Office of Immigrant & Refugee Affairs to new 
heights and to be ever-present in community.   
 
In her time as Interim Director of OIRA, Ms. Mohamed has demonstrated her commitment to advancing 
the interests of our immigrant and refugee population. She has been instrumental in implementation of 
the plan to welcome an immediate influx of Ukrainian refugees stemming from the current crisis and 
maintains a dedicated focus on refugees arriving from countries from across the globe. She’s in the 
midst of a listening tour with people from community-based organizations to seek their guidance as she 
develops an OIRA strategic plan that focuses on equity, health, and integration for immigrant and 
refugee communities. I’m confident that she and her team will only continue building on her record 
informing and empowering constituencies who too often go unheard.   
 
I trust that after reviewing Hamdi’s application materials, meeting with her, and following 
Councilmember Morales’ comprehensive Neighborhoods, Education, Civil Rights & Culture Committee 
review, you will find how fortunate we are to have her serve as permanent Director of the Office of 
Immigrant & Refugee Affairs.  She is driven to get things accomplished for the people of Seattle and 
brings a positive solution-oriented attitude that’s informed by the close bonds she has with diverse 
communities across our region.  
 
If you have any questions about the attached materials or need additional information, Chief Equity 
Officer Adiam Emery would welcome hearing from you. I appreciate your consideration.    
 
Sincerely,    

 
Bruce A. Harrell    
Mayor of Seattle    
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March 16, 2022 
 
Hamdi Mohamed 
Seattle, WA 
Transmitted via e-mail 
 
Dear Hamdi, 
 
It gives me great pleasure to appoint you to the position of Director of the Office of Immigrant and 
Refugee Affairs at an annual salary of $165,000. 
 
Your appointment as Director is subject to City Council confirmation; therefore, you will need to attend 
the Council’s confirmation hearings. Once confirmed by the City Council, you serve at the pleasure of 
the Mayor. 
 
Your contingent offer letter provided employment information related to the terms of your 
employment, benefits, vacation, holiday and sick leave.   

 
I look forward to working with you in your role as Director and wish you success.  We have much work 
ahead of us, and I am confident that the Office will thrive under your leadership.  
 
Sincerely, 

 
Bruce A. Harrell 
Mayor of Seattle 
 
cc:  Seattle Department of Human Resources file 
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Created 3/2015 

 

 
 

 
 

City of Seattle Department Head Notice of Appointment 
 

 

Appointee Name:  
Hamdi Mohamed 

City Department Name: 
Office of Immigrant and Refugee Affairs 

Position Title:  
Director 

  Appointment   OR    Reappointment 
 
 

Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  Council  
  Mayor  
  Other: Specify appointing authority  

 

Term of Office:  
City Council Confirmation   to Mayor’s Discretion 

Legislated Authority: 
Seattle Municipal Code Section 3.14.515 

Background:  
Hamdi Mohamed brings lived experience as a former refugee herself and has dedicated her life to improving 
living conditions for our immigrant and refugee neighbors. She has experienced the impacts of decisions made by 
the government and has expertise in the areas of organizational development, decision making and public policy 
and continues to build on her work to empower immigrant and refugee communities. At the King County 
Executive Office, she advised on the County's $12 billion dollar budget and managed initiatives that invested 
millions in small businesses, community organizations, and COVID-19 response. Prior to serving King County, she 
served as Deputy District Director for the U.S. Congresswoman Pramila Jayapal, where she utilized her advocacy 
and leadership skills to help constituents navigate the impacts of public policy and saved millions of dollars for 
residents and businesses across King County. Hamdi has also worked for CARE International and the Refugee 
Women Alliance in roles dedicated to fighting poverty and empowering immigrants.  She’s committed to public 
service and has played a key role in the deportation defense campaigns of multiple people and provided 
advocacy support to help families reunite.      
 

Date of Appointment:  
4/19/2022 
 

Authorizing Signature (original signature):  

 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor 
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CITY OF SEATTLE ▪ STATE OF WASHINGTON 
 

OATH OF OFFICE 
            

 
State of Washington  
     
County of King   
      
   

I, Hamdi Mohamed, swear or affirm that I possess all of the 

qualifications prescribed in the Seattle City Charter and the Seattle 

Municipal Code for the position of the Director of the Office of 

Immigrant and Refugee Affairs; that I will support the Constitution of the 

United States, the Constitution of the State of Washington, and the 

Charter and Ordinances of The City of Seattle; and that I will faithfully 

conduct myself as the Director of the Office of Immigrant and Refugee 

Affairs. 

               

                  Hamdi Mohamed 
 
 
Subscribed and sworn to before me  
                    
this ____ day of __________, 2022.                                             [Seal] 
    

        
________________________________________ 
Monica Martinez Simmons, City Clerk 
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Hamdi Mohamed

PROFESSIONAL SUMMARY
Proven success in management, policy, and economic development with years of vast experience
working in key areas of communication, workforce development, budget development,
employment-based immigrant and refugee policy field. Highly skilled at independently interpreting,
analyzing, and evaluating individual case information and immigration laws and regulations. Possesses a
superb ability in guiding countywide initiatives, integration programming, partnership development,
policy and budget development. Has demonstrated strength in streamlining projects and communicating
with stakeholders, government, and the public on policy.

KEY ACCOMPLISHMENTS
● Secured millions of dollars for a housing and community market to support tourism and provide

economic opportunities for families and small businesses in King County
● Through business partnership, secured 14,000 pounds of essential supplies that went to

community health clinics and frontline workers at no cost to them or the King County
Government

● Administered job readiness classes for hundreds of young people while managing youth
programs that develop leadership skills and empowered youth for civic engagement; programs
focus on creating living-wage jobs and targeted pipeline into the workforce

RELEVANT EXPERIENCE
Policy Advisor, Office of Equity, King County Executive Office                            August 2019 - Present

● Implementing internal and external immigration policies, including developing training for over
15,000 county employees

● Providing advising and monitoring support to the $12B+ County Budget to help reduce
disparities and advance equity across the King County region

● Compiling fiscal performance and program data and maintain budget documents and research
reports

● Managing millions of public funds and grants going directly to local organizations, small
businesses, and COVID-19 response programs

● Coordinating with cities and stakeholders to analyze and report on existing economic situations
to meet the needs of women and minority-owned businesses, using funding from the county’s
lodging taxes to support tourism activities

Deputy District Director, U.S. House of Representatives                                January 2017 - August 2019

● Provided legislative updates to key stakeholders and business leaders on behalf of
Congresswoman Pramila Jayapal

● Served as a conduit between the Congresswoman, constituents and government agencies, such as
the U.S. Department of Labor Internal Revenue Service, U.S. Citizenship and Immigration
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Services, U.S. Customs and Border Protection, U.S. Embassies and Consulates, and the Small
Business Administration

● Effectively managed a team of over ten employees which has saved or returned constituents and
businesses over millions of dollars through casework in the first term

Employment Coordinator and Case Manager, Refugee Women’s Alliance       October 2015 - May 2016

● Coordinated with human resources, business partners, recruiters, and hiring managers to develop
job readiness classes that prepared low-income residents for employment attainment

● Supervised the assisting staff members and prepared staff reports for stakeholders
● Collaborated with work-source agencies to organize job fairs which connected job-seekers with

hundreds of employment opportunities

PROFESSIONAL SERVICE AND COMMITTEES
Southside Chamber of Commerce – Member, African Chamber of Commerce – Member, World Affairs
Council of Seattle – Fellow,  Immigrant and Refugee Commission – Member, Biden 2020 Campaign –
Regional Director

AWARDS
King County Performance Excellence Awards, WA National Women Political Caucus Heroine Award

MEDIA
● Editor. “Hamdi Mohamed Seeks to Be First Woman of Color Elected to Port of Seattle

Commission.” South Seattle Emerald, 9 July 2021
● Allen, Percy. “King County Partners with Beyoncé and Her Mom for Free Drive-Thru

Coronavirus Testing This Weekend.” The Seattle Times, The Seattle Times Company, 12 June
2020

● Insider, Public Health. “Expanded Free COVID-19 Testing in South King County.” PUBLIC
HEALTH INSIDER, 10 June 2020

● Kunkler, Aaron. “Community Faces Displacement.” Seattle Weekly, Seattle Weekly, 13 Feb.
2019

EDUCATION
● Bachelor of Arts: Law, Societies, and Justice; Near Eastern Studies and Civilization, University

of Washington
● Master of Arts: Policy Studies, University of Washington
● Global Business Certificate: Harvard Business School Online
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Press Release 

For Immediate Release 

Contact Information 
Jamie Housen 
Phone: 206-798-5002 
Email: jamie.housen@seattle.gov 

 

Mayor Harrell Appoints New Department Leaders and 
Hires Director of Public Safety 

Hamdi Mohamed will direct the Office of Immigrant and Refugee Affairs; 
Maiko Winkler-Chin will lead the Office of Housing; Andrew Myerberg will join 
the Mayor’s Office as Director of Public Safety 

Seattle – Today, Seattle Mayor Bruce Harrell announced additional members of his Cabinet, 
appointing new directors to the Office of Housing and the Office of Immigrant and Refugee Affairs. 
Harrell also announced the hiring of a director of public safety within the Mayor’s Office.  

Harrell will appoint Hamdi Mohamed to serve as director of the Office of Immigrant and 
Refugee Affairs. Recently elected King County Port Commissioner, Mohamed brings more 
than a decade of experience working on immigrant and refugee issues, including as a policy 
advisor for King County. As director, she will serve Seattle’s diverse immigrant 
community by fostering relationships citywide, facilitating meaningful outreach, and creating 
a proactive office centered on inclusion.  

“I sponsored the legislation that created the Office of Immigrant and Refugee Affairs 
and continue to advocate for it to be a chief conduit in driving authentic connections 
between communities and City government," said Mayor Harrell. “We can’t be One Seattle 
without sustained and consistent input from our immigrant and refugee communities – they cannot be 
an afterthought. I am confident that Hamdi Mohamed shares this vision and will develop the authentic, 
on-the-ground partnerships needed to take this office to the next level.  

“I want to thank Director Cuc Vu for her service to our City and for her thoughtful, steadfast 
support for immigrant and refugee communities in our region.”  

Harrell will appoint Maiko Winkler-Chin, longtime housing leader and executive director of 
the Seattle Chinatown International District Preservation and Development Authority as 
director of the Office of Housing. Winkler-Chin will be charged with leading the office at a 
time of rapid change, as it receives significant resources for building and maintaining 
housing and provides rental assistance and support for tenants and small landlords.  
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“Maiko Winkler-Chin recognizes the twin pressures of a dire need for more affordable 
housing and the critical importance of supporting Seattle's longstanding communities, 
especially those at risk of displacement,” said Mayor Harrell. “She knows solutions to these 
challenges don’t have to be mutually exclusive if efforts get beyond soundbites 
and are instead collaborative and forward-thinking. Maiko wouldn’t be willing to leave her job of nearly 
two decades if we didn’t have a real opportunity to make positive change for our City at this 
unprecedented moment. I’m so excited to see her proven leadership in action – advancing major 
investments, improving office processes, and bringing an innovative approach and a culturally-
adept lens to make Seattle’s Office of Housing a national leader.  

“I want to express my gratitude to Interim Director Robin Koskey for her leadership – 
stepping up to direct this department during difficult and fast-changing times.”  

Finally, Andrew Myerberg, the current director of the Office of Police Accountability, will join 
Harrell’s office as director of public safety. Working with Senior Deputy Mayor Monisha 
Harrell, Myerberg will play a key role in developing new models of public safety, working 
collaboratively with Seattle Police and Fire Departments, and helping guide oversight and 
reform efforts.  

“Facing a changing landscape and so many new and ongoing safety crises, my 
administration is putting public safety at the top of the agenda,” said Mayor 
Harrell. “Andrew Myerberg brings an expert’s understanding of the issues in front of us, along with 
a diverse set of professional experiences working toward a safer City for all residents. I have no doubt 
Andrew will enhance our efforts and help originate the bold ideas needed to make change as we enter 
negotiations on a police contract, stand up a new department of unarmed public safety officers, and 
build a Seattle Police Department with staffing levels and a culture to match our local needs and local 
values.”  

 

Director of the Office of Immigrant and Refugee Affairs 
Hamdi Mohamed  
Hamdi Mohamed is a civil servant with more than a decade of 
experience serving immigrant and refugee communities. 
Mohamed currently serves as a Policy Advisor to King County, 
where she manages initiatives directing funds and investments in 
small businesses, community organizations, and COVID-19 
responses. Before working for King County, she served as the 
Deputy District Director for U.S. Congresswoman Pramila 
Jayapal. She also worked for CARE International and the 

Refugee Women Alliance in roles dedicated to fighting poverty and empowering 
immigrants. Mohamed is a graduate of the University of Washington, earning both a 
bachelor’s and master's degree, along with a Global Business Certificate from Harvard 
Business School. Last year, Mohamed became the first Black woman elected to the Port of 
Seattle Commission and the first Somali woman elected in office in Washington state.  
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Director of the Office of Housing Maiko Winkler-Chin  
Maiko Winkler-Chin currently serves as Executive Director of the 
Seattle Chinatown International District Preservation and 
Development Authority (SCIDpda), working to preserve, promote 
and develop the Chinatown International District as a vibrant 
community and unique ethnic neighborhood. She brings 25+ 
years’ community development experience in asset 
management, property management, real estate development 
and finance. Winkler-Chin was a founding member of Puget 
Sound Regional Council’s HUD Sustainable Communities 

Regional Equity Network, co-chaired the Urban Land Institute’s Center for Sustainable 
Leadership, and was a UW Runstad Center for Real Estate Studies Affiliate Fellow. She 
currently serves on the boards of the Housing Development of Seattle King County, 
Crescent Collaborative, National Coalition of Asian Pacific American Community 
Development and the Seattle University Youth Initiative. Winkler-Chin was born in Japan, 
raised in Hawaii, and came to the mainland for college.  She lives in Seattle’s Beacon Hill 
neighborhood with her husband, teenager, and puppy.  

Director of Public Safety Andrew Myerberg   
Andrew Myerberg has served as the Director of Seattle’s Office 
of Police Accountability (OPA) since 2017. Myerberg came to 
OPA from the Seattle City Attorney's Office, where he was the 
lead attorney for the City in the Consent Decree over the Seattle 
Police Department and provided legal advice to City departments 
on criminal justice and law enforcement issues. Myerberg also 
previously served as legal counsel to the Seattle Community 
Police Commission. Myerberg has a Juris Doctorate from 
American University's Washington College of Law and a 

Bachelor of Arts from Hamilton College.  

  

### 
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 Seattle Department of Human Resources 

Seattle Municipal Tower, 700 5th Avenue Suite 5500, PO Box 34028, Seattle, WA 98124-4028  
 (206) 684-7999  TTY:7-1-1  Fax: (206) 684-4157  Employment Website: www.seattle.gov/jobs 

An equal employment opportunity employer.  Accommodations for people with disabilities provided upon request.  

 

 

 
 
 
 

 
 
 

March 16, 2022 
 
TO:  Adam Schaefer, City Budget Office  

    
FROM:  Annie Nguyen, Seattle Department of Human Resources  

 
SUBJECT:  Background check for Hamdi Mohamed 

 
The Seattle Department of Human Resources has received a copy of Hamdi Mohamed background  
check provided by Global Screening Solutions.  There were no findings that would impact their 
employment eligibility. 

 
 
 

Cc:  Personnel File 
 
 
 
 
  

Seattle Department of Human Resources 
Kimberly Loving, Interim Director 
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Hamdi Mohamed  

Interim Director, Office of Immigrant and Refugee Affairs 
 Responses to Council Questions  

May 11, 2022 
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1) Why do you want to be the Director of the Office of Immigrant and Refugee Affairs? What 
are your primary goals for the Department? 
My drive to be the Director of the Office of Immigrant and Refugee Affairs is rooted in my lived 
and professional experience. Witnessing the impacts of decisions made by governments 
strengthened my desire to gain expertise in the areas of organizational development, decision 
making, and public policy. I understand the needs of our immigrant and refugee community and 
have a strong desire to lead a department focused on providing essential services to improve 
the lives of Seattle’s immigrant and refugee neighbors, engaging communities in decisions 
about the City of Seattle’s future, and improving the City’s programs and services to meet the 
needs of all constituents.  
 
My personal and professional life has been closely tied to the Office of Immigrant and Refugee 
Affairs (OIRA). Nearly a decade ago, I was one of the many community members who 
advocated for Seattle Ordinance 123822, officially establishing OIRA, which at the time relied 
on a $238,000 appropriation from the General Fund to create two OIRA staff positions. Then in 
2014, I served on OIRA’s Immigrant Voting Task Force and helped produce a report that 
analyzed and addressed the civic and political issues affecting immigrant communities. While 
on the Task Force, I helped provide recommendations for improving local voting infrastructure, 
for expanding the right to vote for immigrants, and for removing legal barriers to voting. 
 
Today, I continue to have both the lived and professional experiences to ensure OIRA meets the 
unique needs of Seattle’s most vulnerable immigrant and refugee communities. We will do this 
by ensuring newcomers have equitable opportunities to thrive and by helping streamline 
services throughout the City of Seattle’s infrastructure. I have lived through and understand 
how crucial it is for governmental agencies to work together to ensure immigrants have access 
to opportunities. And I believe that local government is uniquely poised to help expand these 
opportunities by delivering an all-inclusive approach through coordination between City 
departments and enhanced cooperation with local, state, and federal government entities. All 
levels of government have a role in ensuring that new Americans can thrive. 
 
Before joining the City of Seattle, I served as a policy advisor for King County, where I provided 
informed input on the county’s $12 billion budget and managed initiatives directing funds and 
investments in small businesses, community organizations, and COVID-19 responses. I have also 
worked for community-based organizations like CARE International and the Refugee Women 
Alliance (ReWA) in roles dedicated to fighting poverty and empowering immigrants. I also 
served as a Deputy District Director for U.S. Congresswoman Pramila Jayapal, herself an 
immigration policy champion, in a role advocating for policy change at the federal level. 
 
What are your primary goals for the Department? 
I hope to develop a Strategic Plan in partnership with community members that addresses 
several COVID-19 recovery issues and learnings. I will create a plan centered on equity, health, 
and integration for immigrants and refugees and evaluate current City policies, programs, and 
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initiatives to ensure they meet the most pressing needs. My goal is to set a pro-equity policy 
agenda for our office that addresses where the needs are greatest for immigrant and refugee 
populations. 
 
This upcoming year I have six priority areas  

I. Regional and Cross-Departmental Collaboration  
II. Equitable Healthy Seattle Initiative  

III. Advancing an Inclusive Economic Recovery  
IV. Ensure Seattle Continues to Welcome Refugees  
V. Expanded Safety and Access for Immigrant Families  

VI. Community Partnerships and Liaison Projects  
 

I. Regional and Cross-Departmental Collaboration  
I have a renewed focus on breaking down both inter-and intra- governmental silos so that 
governments can work better together to meet community needs. It is crucial that every 
department at the City of Seattle engages with immigrant and refugee constituents in culturally 
competent and informed ways. 
 
Some specific examples include:  

1. Collaborating with the Seattle Office of Economic Development (OED) to explore how 
we can engage and re-engage immigrants into the workforce and also ensure that we 
are providing the support needed to immigrant-owned businesses, such as collaborating 
on technical assistance and access to grants.  

2. Serving as an active partner to the Office of Sustainability & Environment (OSE). The 
BIOPIC community has been calling on government agencies to work together to 
address the climate crisis, which for me means ensuring immigrant and refugee, 
speakers of languages other than English who live in South Seattle and who are 
inequitably exposed to toxic industrial air emissions have the resources they need and 
are prioritized in conversations surrounding policy budget priorities at the City. 

3. Stronger regional collaboration with other state and county agencies, e.g., the State 
Office of Refugee and Immigrant Assistance (ORIA), located within the State of 
Washington, the Department of Social and Health Services (DSHS), and King County’s 
immigrant and refugee program. 

 

 
II. Equitable Healthy Seattle Initiative  
The pandemic has underscored the clear fact that immigrant communities and BIPOC residents 
need better access to health care coverage and services. 
According to Public Health – Seattle & King County data, the majority of people who are 
uninsured in the City of Seattle are immigrants and refugees. And, while Washington State 
recently passed Cascade Care, a program designed to help fill the gaps in current coverage 
networks (such as Apple Health and Affordable Care Act), it will take a few years to design and 
implement the programs. I believe that it is our responsibility to ensure that we have effective 
health care plans now, and that we can implement programs and policies that support our 
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communities in the current moment. The Healthy Seattle Initiative, one of Mayor Harrell’s 
priorities, is focused on ensuring our most vulnerable Seattle residents have access quality care. 
My goal is to ensure the ideas and lived experiences of immigrant and refugee communities are 
included in the policy-making and decision-making processes.   
 
III. Advancing an Inclusive Economic Recovery  
In the City of Seattle, we hold a significant amount of power in influencing the economy of the 
state of Washington. This region has been blessed with incredible wealth, but equity is still an 
issue. 
 
My goal is to make sure we are doing everything we can to leverage our region’s prosperity and 
create real pathways to economic success for our immigrant and refugee community. We could 
do this in several ways: 

a. Through partnerships with immigrant and refugee neighborhood business districts to 
lead job fairs and engage employers with potential employees. 

b. Advance labor standards by supporting and protecting our workforce and workers, for 
example helping immigrant and refugee gig economy workers and independent 
contractors ensuring they have access to basic needs and advocating for their rights.  

c. According to the National Endowment for the Arts, the arts and cultural sector adds 
more to the economy than the construction and transportation/warehousing sectors 
combined. I am supportive of increasing access and expanding arts programs to 
preserve our various immigrant communities’ cultural practices and art forms.  

d. Immigrants contribute to the many forms of artistic expression and creative art and 
output being enjoyed by Americans of all backgrounds, and it is important that we 
foster this creativity and promote cultural diversity.  

 
 

IV. Ensure Seattle Continues to Welcome Refugees  

• Roughly 6,000 people born in Afghanistan lived in Washington as of the 2019 census 
data and about 2,900 more have come since late September after temporarily residing 
in several U.S. military bases. 

• Since 1975, Washington has welcomed nearly 150,000 refugees from 70 different 
countries, including myself and my own family. Seattle is home to one of the largest 
immigrant and refugee populations in the state. Today, millions of people have fled 
their homes in Ukraine because of the Russian invasion, with many seeking to 
temporarily or permanently reunify with family members already residing in the Seattle 
area.  

• A few week ago, President Biden committed to welcoming 100,000 Ukrainian refugees 
into the U.S., and mentioned his administration is working to expand and develop new 
programs.   

• Many Ukrainian refugees arrived in Washington than any other state in the U.S. 

• Our office has already taken action by holding a webinar attended by over 150 
participants on immigration legal options for those impacted by the crisis in Ukraine. 
And we remain committed to taking action to protect and address the needs of the 
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refugee communities including our Ukrainian friends and neighbors. Our goal for the 
recent webinar was to communicate accurate information out to our legal service 
providers, advocates, and members of the Ukrainian American community. The 
discussion included the refugee and asylum processes, Temporary Protected Status 
(TPS), tourist visas (B1/B2), and humanitarian parole.  
 

 
V. Expanded Safety and Access for Immigrant Families  
I believe that immigrant and refugee communities deserve full health wellness and the support 
from local government to make this a reality. Immigrant and refugee communities need 
culturally relevant and responsive: 

• Resources to address grief, mental health, and overall well-being. 

• information for families who experience homicide and gun violence. 

• Internal and external cultural relevant information and resource guides for community 
members and government agencies  

• Guides for the Medical Examiner's office and other government agencies working with 
immigrant and refugee populations. 

• Language resources for community members and nonprofit agencies to help immigrant 
and refugee communities navigate the bureaucracy within our government. 

 
According to the King County Department of Juvenile Detention, the second most arrested 
group in the City of Seattle are East African young people. As the only Black Immigrant in my 
office and the only Black Muslim department Director, I bring a unique lived experience 
regarding safety and access for immigrant families at the City of Seattle. I believe we must focus 
on building leadership and collective power from within our communities. This means engaging 
with our East African mothers (who reach out to me every day) so that they can help influence 
public policy and drive social change. 
 

VI. Community Partnerships and Liaison Projects  

• I plan to launch a listening tour to build and strengthen lasting community partnerships 
with the City.  

• I hope to partner with the Seattle Department of Neighborhood and other departments, 
with our Councilmembers, and the Mayor’s Office to create cohesive programs that 
avoid duplicative actions and to ensure we are aligned in our goals and values.  

• Community Liaisons 
o We need immigrant and refugee community liaisons that advise on outreach and 

policy efforts  
▪ These liaisons will participate in and convene focus groups dedicated to 

advocating for our communities and providing us with information to 
guide our policy and outreach decisions.  

• I will also leverage the collective knowledge base of the Seattle Immigrant and Refugee 
Commission and rely on them for support as well.  
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2) What have you learned in the first few months on the job? What are the biggest 
opportunities and challenges for the Department?  
Since joining the City of Seattle and OIRA, I have hit the ground running, as I have been meeting 
with community leaders and department directors, developing budget strategies, and 
conducting team-building activities.   
 
I have met with over 30 community-based organization leaders and conducted need 
assessment surveys from our program grantees to help inform our office about the most 
pressing community problems. I have been leading our office in responding to the evolving 
Afghan and Ukrainian refugee crises through regional partnerships. And I have brought my 
longstanding relationships with leaders on the federal, local, and state levels with me to ensure 
our offices working better together to address the region’s most pressing needs.  
   
The biggest opportunities for OIRA are around our capacity to provide constituent services to 
our immigrant and refugee communities. Our office is uniquely situated to serve as an open-
door for our communities through our outreach efforts, policy decisions, and the programs we 
provide. It is one of my priorities to ensure that OIRA is the first call for our immigrant and 
refugee communities whenever they need support. The biggest challenge facing OIRA would be 
the constraints on the budget in relation to serving current needs. The world has been faced 
with devastating crises in both Ukraine and Afghanistan, which require significant financial 
resources to aid migrants from those regions.  
 
 
3) How do you plan on managing your time effectively between your full-time position as 
leader of this important office of 11 employees with a $5 million budget, while serving as one 
of the five elected Port Commissioners? 
I have excellent time management skills and have a strictly defined schedule so that my 
responsibilities do not interfere with each other. My existing knowledge of the government 
financials, advising on King County’s over $12 billion budget, and managing initiatives that 
invested millions into community organizations, allow me to offer the best financial solutions to 
OIRA's $5 million budget. Currently, at OIRA, I have weekly meetings with all staff members and 
biweekly check-in with staff from both the Human Resources and City Budget Office on all 
business related to OIRA’s evolving work.  
 
All Commissioners have full-time jobs outside our official duties at the Port of Seattle. For 
example, Ryan Calkins is a Port of Seattle commissioner and the executive director of the Edge 
Cluster, a nonprofit dedicated to statewide economic development through emerging 
technologies. Toshiko Hasegawa is a Port of Seattle commissioner and was appointed by 
Governor Jay Inslee as Executive Director of Washington State's Commission on Asian Pacific 
American Affairs. There are thousands of Port of Seattle staff, from airport employees to 
operators of our grain terminal, from our economic development team to our longshoremen, 
who are ensuring Port of Seattle's daily operations are met. 
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4) Do you foresee any conflicts of interest between your duties as a Port Commissioner and 
your position as the Director of the City’s Office of Immigrant and Refugee Affairs (OIRA)? 
I do not foresee any conflicts of interest between the two roles. I have accessed legal counsel to 
evaluate the ethics regarding my separate responsibilities and will continue to actively seek 
guidance from the Seattle City Attorney’s Office and the Ethics & Elections Commission for 
when to recuse myself from any topics that may pose a conflict of interest. The Port of Seattle 
and the Office of Immigrant and Refugee Affairs do not have a history of collaborating on 
projects, nor have they ever had a shared contract.  
 
 
5) OIRA is often expected to respond to quickly changing or emergent needs. How will you 
balance this need for responsiveness to immediate needs with the long-term goals and 
strategies of the Department? 
As someone who has been carrying an immigration portfolio for over a decade on the local and 
federal levels, I have a deep understanding of the day-to-day challenges of working in the 
immigration field and navigating the ever-changing environment.  
 
I am identifying rapid response team members and committees to help address emergent 
immigration-related issues, and we have both policy advisors and a special projects and policy 
specialist on our team that have flexibility in their portfolio to take on emerging immigration 
issues. 
 
Currently, I am working on the first-ever, OIRA Strategic Plan with the team. This will establish a 
direction for our office and will help us sharpen our focus in order to meet those goals. When 
emergent needs arise and we are responding quickly, our strategic plan will still serve as a 
“north star” that will help us return to the strategic plan goals and help focus the team on their 
efforts on meeting those goals. Our strategic plan will also enable us to track progress. In my 
experience, when departments and teams understand the organization’s larger strategy, their 
progress can directly impact its success.  
 

Under my leadership, we have responded to emergent crises, including working with the 
Mayor’s Office (MO) to implement Executive Order (EO) 2022-04 regarding the war in Ukraine 
and Ukrainian refugees and immigrants.  
 
6) Given the budgetary challenges facing the City, how will you prioritize spending in the 
Department and protect the essential services provided by OIRA? 
Given OIRA’s small size and large body of work, this presents a significant challenge. In our 
short history, OIRA has established a host of successful ongoing programs that continue to 
operate, in almost all cases, with one or fewer FTEs each and without inflationary increases for 
providers/program expenses. We will be mindful to manage within budget wherever possible 
and pared-back administrative costs.  
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OIRA’s community focus is realized through ongoing collaboration with dozens of community 
partners, government agencies, faith-based institutions, businesses, the City of Seattle 
Immigrant and Refugee Commission, and City departments to define and achieve desired 
outcomes for City investments for immigrants and refugees.  
   
      
7) What is your overall philosophy towards management of your team? Specifically, describe 
your philosophy towards managing a team, developing and implementing a budget (for your 
department), overseeing data collection and information systems, addressing internal 
personnel issues, and ensuring that work plans are followed? 
I believe in servant leadership and a serve-first mindset, and I am focused on empowering and 
uplifting those who work on my team. My goal is to always serve instead of command. This 
pandemic has taught us all the importance of showing humility and patience instead of 
brandishing authority. My goal is to always create environments that foster development, 
support my staff members' own leadership and unlock their potential, and encourage creativity 
to allow them to have ownership of our office's mission and vision. 
 
Second, managing and overseeing our budget is one of my top priorities. I meet with the City 
Budget Office and OIRA’s finance manager every week to develop and implement OIRA’s next 
budget. 
 
I believe there are two main responsibilities for successful budgetary management:  

• Budget preparation, which includes determining expenses, setting spending limits, and 
creating a tracking system.  

• Budget tracking, which includes keeping an updated list of all expenses and income to 
balance the department’s actual money against costs.  

 
Regarding, “addressing internal personnel issues, and ensuring that work plans are followed,” 
I meet with OIRA’s Human Resources team every two weeks to address managing changes, 
developing recruitment and hiring plans, controlling costs, and addressing employee concerns. 
Human resources weekly team meetings are a good forum for project management. Regular 
status reports, information sharing, deadlines, and budget assignments during projects help 
keep us all on track and accountable. Weekly meetings, project assignments, project 
completions, and project analysis are all priority topics in our regular meetings. 
 
In addition, I work with HR and OIRA’s finance manager around compiling weekly status reports 
for monthly or quarterly reporting. 
 
  
8) The culture of an office or organization is critical – what will you do to ensure that OIRA is 
an inclusive, supportive work environment where employees feel safe to voice concerns? 
On April 28, 2022, I brought together the entire team at OIRA, for the first time since the 
pandemic, to meet in-person at City Hall. We spent the day connecting around the 
accomplishments staff members have achieved over the last year, what the team hopes to 
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produce for the community as an office, and brainstormed new partnerships that may advance 
our mission and vision.  
 
Headwater People Consulting facilitated the retreat, and afterward conveyed, “Director Hamdi 
Mohamed led the design and execution of an agenda that opened doors for new vision, for the 
celebration of the work that has been done even in very difficult circumstances and invested in 
stronger and more effective working relationships. This team senses the transition into a new 
phase, where the worst of the pandemic is hopefully, behind them, where immigrant and 
refugee community work can return to more strategic thinking after several years of necessarily 
being reactive, and where new challenges are emerging in City Hall, including significant budget 
restraints. This team seems to be very ready to face these challenges successfully, and on 
behalf of the communities they serve.” 
 
My goal is to foster a gratitude practice in our workplace. I believe that gratitude is particularly 
important during times of change, precisely because effective change cannot be done alone. 
This is true now more than ever — given the challenges of coping with pandemic stress and the 
constant change workers have been facing in recent months. My goal is to always show 
authentic empathy and build psychological safety at work for everyone. In my weekly emails to 
staff members, I include a message of gratitude and appreciation. I also believe in promoting 
dialogue, which means that I strive to create a space for all participants to equally contribute 
regardless of their position and title and provide opportunities. For instance, it is important for 
me to foster an environment where each staff member can choose to lead in our meetings and 
retreats. 
 
 
9) Tell us about an important assignment or task that you delegated. How did you ensure that 
it would be completed successfully? 

We recently received a complaint from the Office for Civil Rights (OCR) regarding the Seattle 
Relief Fund with a request to respond by April 17, 2022. This was the first time OIRA had 
received an official complaint. First, I contacted the investigator at OCR to access additional 
information about the nature of the complaint and requested an extension to respond by April 
25, which was granted. While I am always ready to “roll up my sleeves,” I prioritize effectively 
delegating assignments as well.   
 
Furthermore, I met with my team to share the issue of the complaint and delegated the 
drafting of the response letter to two staff members who had the capacity to lead the process. 
We established a communication channel with the OIRA liaison from the City Attorney's Office 
so, that everyone involved felt comfortable asking questions and providing progress updates. In 
addition to monitoring the progress of the letter, I provided feedback and the letter was 
submitted by staff before the deadline of April 25. Later, I followed up with OCR, and we were 
consistently in good standing with our office response. This matter has also been fully resolved, 
with a “Finding of Fact & Determination of No Reasonable Cause.” 
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10) Tell us about a tough decision you had to make recently at work, how did you go about 
making the decision? 
One difficult decision I immediately faced was establishing how and where staff members 
should work. As our department prepared to return to the office, many of my staff members 
shared a great deal of concern for the safety and health of themselves and their families. There 
were a number of critical considerations before I decided on the future of the OIRA workplace, 
including balancing individual staff members' wishes with the needs of the team, professional 
growth, and the ability to serve our immigrant and refugee communities which often seek 
direct service. 
 
As a community-facing department, relationships are the cornerstone of who we are as an 
organization. Bringing staff members together to connect with and learn from each other adds 
value, improves outcomes, and is vital to breaking down program silos. For several weeks, I 
held space during our all-staff meetings and during my one-on-one meetings with staff to 
directly hear from each team member. I asked questions to help better understand each staff 
member's needs. I also conducted a thorough all staff survey on their opinions on return-to-
office policies. 
 
Based on the survey responses, I made the decision to continue a hybrid workplace, for our 
team to come together for business reasons and community benefits. We agreed to develop an 
office policy collaboratively that addresses the needs of the staff and the needs of our work. My 
top priority is to ensure strong measures to mitigate health risks at our office, and my goal is to 
find the right balance for our OIRA team. I value listening to employees' feedback. I always 
strive to create an environment where everyone feels heard, acknowledged, and included. As a 
small team of 11 people, I am always available to each team member and mindful of each 
person’s situation. I make informed decisions based on data, discussions with staff and other 
departments, and also on what is best for employee engagement, and the community members 
we serve. 
  
 
 
11) What is your general philosophy for working and communicating effectively with the City 
Council? How do you plan to ensure that Councilmembers and their staff receive information 
from your department to make policy and financial decisions? How will you be responsive to 
Council requests, specifically regarding priorities that may differ from those of the Executive 
Branch? 
While the Office of Immigrant and Refugee Affairs is part of the Executive Branch, maintaining a 
strong channel of communication with City Councilmembers and leadership is one of my 
priorities. And the Mayor also encourages this goal. I have a standing monthly meeting with 
Councilmember Morales. I have followed up with Councilmember Nelson who sought more 
information about OIRA’s Immigrant Family Institute program. My goal will be to provide the 
Neighborhoods, Education, Civil Rights & Culture Committee with a quarterly report that the 
chair could share widely with all council members and any other reports requested.  
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I am always happy to schedule a meeting with any of the Councilmembers to discuss any items 
you may be interested in. Transparency and clear communication are the kinds of trust-building 
practices I strive for with the Council even through this tough time. 
 
 
12) Please discuss how you will further incorporate the City’s Race and Social Justice Initiative 
into the Department and into your leadership OIRA. How will you improve racial equity 
through your management of the Department, the Department’s community partnerships, 
and program development and administration? 
 
As the only Black Immigrant in my office, I bring a unique lived experience to the Department. I 
believe the City must focus on building leadership and collective power in our community, 
engaging our BIPOC communities, influencing public policy, and driving social change.  
My goal for the Department is to eliminate the root causes of inequities and create systems to 
build the capacity for our community partners and employees, and implement RSJI policies and 
practices in operations, policies, budget, workplace, and workforce.  
Our operations, services, and leadership must reflect the RSJI policies. I will work to increase 
employees' sense of responsibility to advance RSJI across OIRA programs. To ensure our 
operations and services reflect our RSJI values, we must invest in our programs and services 
where community needs are most significant and respond to local demographic changes. I will 
implement a quarterly RSJI Plan Evaluation and progress report to track our progress and 
ensure we are holding ourselves accountable. I will also incorporate RSJI values as part of the 
budget analysis and develop a budget equity tool tailored for our department programs. All 
OIRA staff members will be trained on using demographic data and equity impact tools and will 
work together to develop measurement tools and a public reporting framework for RSJI 
implementation. For workforce development, I will focus on creating opportunities for sharing 
in the decision-making process and will work to eliminate bias in hiring practices and create 
pathways to promotion. Supporting the workforce also means reducing language barriers for 
hiring immigrant workers and supporting gender wage equity so that all our communities in the 
region can grow and thrive together. 
 

13) What are your specific ideas for addressing institutional and structural racism in the 
workplace? 
My high-level race and social justice goals for OIRA are:  

• To be intentional. Develop a pro-equity agenda with the team.  
o Identify leads in the office to work with the Office of Civil Rights and include the 

pro-equity projects as part of the staff scope of work which includes, but is not 
limited to race and social justice, workforce equity, and gender justice.  
 

• Establish clear goals tied to becoming an anti-racist workplace and attach owners and 
success metrics to them so that we can track our organization’s journey over time. 

 

• Apply an intersectional analysis as I personally seek to understand and improve the 
experience of my team, while recognizing the overlapping and interdependent systems 
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of discrimination some of them may face because of their race, gender, sexuality, ability, 
and other critical forms of identity, and center their experiences in this work. Part of this 
work also includes analyzing the effects that my actions have on LGBTQIA+ employees, 
people with disabilities, older workers, and people with caregiving responsibilities — 
and then work to develop more inclusive policies. 

  

• Devote resources toward efforts that actually enhance the lives of Black communities 
and communities of color. It is my priority to invest in structural changes that will 
genuinely benefit communities of color. For me, this means:   

o Strategic planning process that centers on anti-racism; 
o Hiring facilitators that specialize in racial equity and racial healing;  
o Designing long-term programs to develop and retain talent.  
o Set significant resources aside for training that effectively teaches people of all 

races and genders how to combat racist behavior, including unconscious bias 
and microaggressions. 

 

 
14) How can the City do a better job prioritizing the needs and viewpoints of immigrants and 
refugees in their policy development and program administration? 
I hope to develop a strategic plan in partnership with community members that addresses 
some of the post-COVID-19 issues and learnings. This plan will focus on equity, health, and 
integration for immigrants and refugees    
 
My high-level goals for OIRA are to: 

• Evaluate City policies, programs, and initiatives.       

• Set a pro-equity policy agenda for our office that addresses where the needs are 
greatest for immigrant and refugee populations. 

 
It is particularly important to understand the intersections of identities that can lead to the 
unique experiences of multiple layers of marginalization. For example, immigrants and refugees 
who identify as LGBTQIA+ can experience challenges with acceptance from their own families 
and communities, in addition to the marginalization, they experience as immigrants. Poverty, 
disability, gender, limited English proficiency, and lack of education all add further layers of 
marginalization and barriers to an individual’s visibility, acceptance, and ability to access 
opportunities in mainstream society.  
 
I believe in these few key ways to co-create with the immigrant and refugee communities to be 
successful. 
 
First you must start with understanding the community.  

• Immigrant and refugee communities are not a mnolithic group. There are many diverse 
needs. We have many diverse experiences.  

• For folks living with multiple marginalized identities, they experience life in unique ways.  
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Second, we should be intentional about co-creating.  

• It’s important to develop a framework for co-creating with community. 

• It’s not a fast process. You have to be willing to host listening sessions and information 
sessions before introducing a community co-creating project.   

 
Third, we need to take co-creation to the next level.  

• There should be a policy in place and toolkit to support it. 

• We should work with community on the policy. When working with community, we 
need to think about the different cultural practices in the community. 

• It’s important to make sure we know the language needs, including ASL interpretation 
and make sure we are serving all community needs.  

 
 
15) One of the most critical roles of OIRA is ensuring that all residents, including those with 
limited English or those who are not documented, have access to City services. How will you 
work with City departments to ensure they are serving these residents? In your view, what 
needs of the immigrant and refugee community are not being met and are there ways that 
ORIA can help meet these needs? 
It is my priority that OIRA has a Rapid Response/City Navigator position because our office 
currently lacks capacity within current staffing to manage urgent responses such as responding 
to inquiries related to the Ukraine and Afghan refugee crises. 
 
Many people only experience government bureaucracy when filing taxes or accessing a driver’s 
license, but for newly arriving refugees, government bureaucracy is a more routine obstacle:   

• Lengthy forms full of jargon and fine print can be a big obstacle for an English language 
learner; 

• Commuting to distant agency offices is challenging for someone who has limited access 
to transportation and childcare support; and 

• Inconsistent eligibility criteria and application processes for different programs 
effectively deter the people most in need of services.  

 
Research proves cutting through the red tape improves participation. The Rapid Response and 
City Navigator position within the Office of Immigrant and Refugee Affairs will help newly 
arrived immigrants and refugees to cut through the red tape of local programs and services to 
ensure equitable access and participation.   
    
  
16) Historically, OIRA has taken an active role in Federal and State policy advocacy with their 
coalition partners. What are your priorities for immigration policy and how can the City 
advocate effectively for changes in Federal and State policy? 
Currently, we have a monthly meetings with our congressional delegation to share information 
and support federal policies. OIRA and the City of Seattle are part of the Cities for Action 
coalition, which is a coalition of more than 170 U.S. mayors and county executives advocating 
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for pro-immigrant federal policies and launching innovative, inclusive programs and policies at 
the local level. And OIRA recently joined the leadership committee for the Cities for Citizenship 
coalition, as we were invited due in large part to the national recognition of our office’s ongoing 
successful work to help Seattle residents become U.S. citizens. 
 
My priorities are to elevate federal immigration policies to both the Mayor's Office and the 
council to support. I also plan to ensure OIRA pushes to keep our region welcoming for 
immigrants and refugees.  
 
17) The past several years have been extremely challenging for OIRA and the communities 
they serve. Beginning in 2016, the immigrant and refugee community has been responding to 
significant challenges, including intentionally traumatizing changes to federal immigration 
policy, the COVID-19 pandemic, the economic impacts of the pandemic, and increasing hate 
crime and bias in the AAPI community. Both residents, community partners, and staff have 
worked under extremely difficult conditions and with limited resources. How can OIRA 
support their partner community organizations as the impacts and harm from these events 
continue?  
OIRA’s community focus is realized through ongoing collaboration with dozens of community 
partners, approximately 30 contracted in our ongoing programs in 2022, with many more 
actively engaging with us. 
 
OIRA will look to advocates, trusted leaders, community members, and staff from community-
based organizations for initial responses and brainstorming based on lived experiences. We 
hope to further collaborate with them on how to best to leverage the City’s resources for 
ongoing support.  
 
We also recognize that there has been a dramatic increase in hate crimes against AAPI 
community members and also against people of faith and their places of worship. I am strongly 
committed to ensuring that the City of Seattle counters this violence through: 

• Specialized programs from OIRA and other departments 

• Regional collaboration by working with our state, county, and federal partners 

• Departmental collaboration, working across City of Seattle departments 
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