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Moving from a TTV-based assessment model to a TAV-based one 

would address the following challenges:

▪ Lack of Escalation Clause for Lot Square Foot Rate Assessments

▪ Delays & Discrepancies in King County Property Assessments

▪ New Non-Profit Tax-Exempt Properties
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Even with the amendment, the SODO BIA would still face:

▪ Inequitable Assessment for Certain Tax-Exempt Uses

▪ Revenue Loss from Government Acquisition of Commercial Properties

To better understand these challenges, Seattle’s Office of 

Economic Development would conduct a 6-month study to 

inform future amendments. 
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Jasmine Marwaha 
Government Accountability and Economic Development Committee 
December 11, 2025 
D3 
 

 

Amendment 1 Version 1 to CB 121073 – SODO BIA Assessment Amendment 

Sponsor: Council President Nelson 

Changing effective Date 
 

Effect: This amendment would clarify that the effective date of the new assessment formula 
and proposed exemptions contained in Council Bill 121073 would go into effect for the second 
billing installment of 2026.  

 
Amend Section 1 of CB 121073 as follows:   

((E.)) D. All records will be updated ((every two years)) using King County Assessor’s 

Office data and information as described below: 

1. In 2021, the assessment will be based on King County Assessor’s Office data 

and information for Tax Year 2017/Assessment Year 2016. In 2022, the assessment will be 

based on King County Assessor’s Office data and information for Tax Year 2021/Assessment 

Year 2020. 

2. In 2023 and 2024, the assessment will be based on King County Assessor’s 

Office data and information for Tax Year 2023/Assessment Year 2022; 

3. In 2025, and for the first billing installment of 2026 ((and 2026)), the 

assessment will be based on King County Assessor’s Office data and information for Tax Year 

2025/Assessment Year 2024((; and)) . 

4. ((In 2026,)) Beginning July 1, for the second billing installment of 2026, the 

assessment will be based on King County Assessor’s Office data and information for Tax Year 

2026/Assessment Year 2025, as recorded on ((January)) May 1, 2026. The appraised value 

recorded on this date shall serve as the basis for the assessment in 2026, regardless of any 

subsequent changes in appraisal from the King County Assessor’s Office. The second billing 
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Jasmine Marwaha 
Government Accountability and Economic Development Committee 
December 11, 2025 
D3 
 
installment of 2026 shall be assessed at half of the total assessment for 2026, for all properties 

subject to assessment as of July 1, 2026.  

 

Add a new Section 3 to CB 121073 and renumber subsequent sections:   

Section 3. Section 1 of this ordinance shall take effect on June 30, 2026. 
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SEATTLE CITY COUNCIL

Legislation Text

600 Fourth Ave. 2nd Floor
Seattle, WA 98104

File #: CB 121141, Version: 1

CITY OF SEATTLE

ORDINANCE __________________

COUNCIL BILL __________________

AN ORDINANCE relating to City employment; exempting positions from the civil service system; returning
positions to the civil service system; and amending Section 4.13.010 of the Seattle Municipal Code; all
by a 2/3 vote of the City Council.

BE IT ORDAINED BY THE CITY OF SEATTLE AS FOLLOWS:

Section 1. Exempting one position from civil service status. As requested by the department in the

Classification Determination report specified, the following position is exempted from civil service:

- 1 filled position (00024071) in the Seattle Department of Human Resources, Manager 3, Exempt

(Report # 22235)

Section 2. Returning four positions to civil service status. As requested by the department in the

Classification Determination Report specified, the following positions are returned to the civil service:

- 1 filled position (00019593) in the City Attorney’s Office, Paralegal - Law (Report # 22392)

- 1 filled position (10004480) in the Seattle Department of Human Resources, Manager 2, General

Government (Report # 22038)

- 1 vacant position (10005054) in Seattle City Light, Strategic Advisor 1, Utilities L21C (Report #

22643)

- 1 filled position (10006479) in Seattle City Light, Manager 2, General Government (Report # 22553)

Section 3. Section 4.13.010 of the Seattle Municipal Code, last amended by Ordinance 126824, is

amended as follows:

4.13.010 Exemptions from the Civil Service and Public Safety Civil Service Systems
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File #: CB 121141, Version: 1

* * *

Employme

nt Unit

Titles of Exempt Positions

* * *

13. Law All positions in the Law Department, except clerical

positions classified in the Administrative Support and

Accounting Support class series, Strategic Advisor 2

(PosNo. 10005302), and Paralegal - Law (PosNo.

00019593)

* * *

Section 4. This ordinance shall take effect as provided by Seattle Municipal Code Sections 1.04.020 and

1.04.070.

Passed by a 2/3 vote of all the members of the City Council the ________ day of

_________________________, 2025, and signed by me in open session in authentication of its passage this

________ day of _________________________, 2025.

____________________________________

President ____________ of the City Council

Approved / returned unsigned / vetoed this ____day of _______________, 2025.

____________________________________

SEATTLE CITY COUNCIL Printed on 12/10/2025Page 2 of 3

powered by Legistar™ 63

http://www.legistar.com/


File #: CB 121141, Version: 1

Bruce A. Harrell, Mayor

Filed by me this ________ day of _________________________, 2025.

____________________________________

Scheereen Dedman, City Clerk

(Seal)
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Kimberly Loving/Amanda Grumbach/Shane Eubank/Ireneo Bartolome 
SDHR Civil Service Changes SUM  
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SUMMARY and FISCAL NOTE 

Department: Dept. Contact: CBO Contact: 

Seattle Department of Human 

Resources 

Shane Eubank Alyssa Ha 

 

1. BILL SUMMARY 

 

Legislation Title: AN ORDINANCE relating to City employment; exempting positions from the 

civil service system; returning positions to the civil service system; and amending Section 

4.13.010 of the Seattle Municipal Code; all by a 2/3 vote of the City Council. 

 

Summary and Background of the Legislation: If passed, this legislation would: 

a. Exempt one position in the Seattle Department of Human Resources from the civil 

service system. The department has requested the position be exempt, pursuant to Seattle 

Municipal Code 4.13.010 subsection 1. 

 

b. Return four positions in the City Attorney’s Office, Seattle City Light, and the Seattle 

Department of Human Resources to the civil service system. These departments have 

requested the positions be returned to the civil service system, as the positions no longer 

meet the exemption criteria. 

 

The Seattle Department of Human Resources (“SDHR”) Compensation and Classification Unit 

provides centralized classification and compensation services for The City of Seattle, including 

classifying positions citywide and maintaining the City’s compensation programs. When City 

departments request a classification review of a position, they may also request a change in the 

position’s civil service status, in accordance with Chapter 4.13 of the SMC. Civil service status 

changes must be approved by City Council.  

 

The following summarizes background information provided by the aforementioned City 

departments underlying the request for changes to civil service status in this legislation (see 

Summary Attachment for additional information): 

 

1. Exempt Manager 3 position in SDHR (PosNo. 00024071) from civil service system. 

 

Initial classification: Strategic Advisor 3, General Government 

 

Final classification: Manager 3, Exempt 

 

Vacancy status: Filled 

 

Reason for civil service change: Change in assigned duties and responsibilities 
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Body of work in initial classification: The initial classification – Strategic Advisor 3, General 

Government – served as a Labor Relations Negotiator to assigned City departments. This 

position was an individual contributor role and provided no managerial or oversight duties 

and responsibilities. 

 

Body of work in new classification: The Manager 3, Exempt position serves as a deputy to 

the Labor Relations Director, with authority to act in the Labor Relations Director’s absence. 

The Manager 3 provides oversight of daily operations, leads the development of direct 

reports and staff, and manages projects of high importance and/or impact. 

 

Impact of new body of work not being performed: If the new body of work is not performed, 

the Labor Relations Director must assume oversight of daily operations and direct 

management of staff, leaving less time and attention on strategic planning and leadership. 

Additionally, in the event of the Labor Relations Director’s absence, the absence of a deputy 

to act on the Labor Relations Director’s behalf would result in leadership and continuity of 

operations issues. 

 

2. Return Paralegal – Law position in the City Attorney’s Office (PosNo. 00019593) to 

civil service system. 

 

Initial classification: Executive Assistant 

 

Final classification: Paralegal – Law  

 

Vacancy status: Filled 

 

Reason for civil service change: Change in assigned duties and responsibilities 

 

Body of work in initial classification: The initial classification – Executive Assistant -  

performed administrative duties in the areas of budget and personnel. 

 

Body of work in new classification: The new classification – Paralegal – Law – works on 

public disclosure requests for the City Attorney’s Office, and provides advice and training on 

compliance with the Public Records Act. Consistent with Ordinance 126394, which 

recognized public disclosure officers in the Mayor’s Office, Legislative Department, and the 

City Attorney’s Office should receive civil service protections, the City Attorney’s Office 

requested that this position be returned to the civil service system. 

 

Impact of new body of work not being performed: If the new body of work is not performed, 

the City Attorney’s Office will not have a designated public disclosure officer to respond to 

public disclosure requests. Without a designated public disclosure officer, the department 

may be at legal and financial risk for non-compliance with the Public Records Act. 

 

3. Return Manager 2, General Government in SDHR (PosNo. 10004480) to civil 

service system. 
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Initial classification: Manager 2, Exempt 

 

Final classification: Manager 2, General Government 

 

Vacancy status: Filled 

 

Reason for classification change: Change in assigned duties and responsibilities 

 

Body of work in initial classification: The initial classification – Manager 2, Exempt – 

previously served as the Manager of Workforce Development, overseeing Citywide 

workforce development programs, including internships, Flash Mentorship program, and 

career development workshops. As part of SDHR’s reorganization under the adopted 2025 

budget, Citywide workforce development programs were eliminated, and the Manager 2, 

Exempt position was reorganized to manage SDHR’s Talent Acquisition unit, now under 

SDHR’s Service Delivery Division.  

 

Body of work in new classification: The new classification – Manager 2, General 

Government – oversees a team of recruiters and recruitment services for 20 departments 

within the SDHR’s Service Delivery Division’s portfolio. In addition, the Manager 2, 

General Government position will provide advice and guidance on workforce development 

and oversee the Supported Employment Program. 

 

Impact of new body of work not being performed: If the new body of work is not performed, 

the team of recruiters who provide recruitment services for 20 departments within SDHR’s 

Service Delivery Division’s portfolio would be without a manager, who provides strategic 

leadership and oversight to recruitment. In addition, Citywide workforce development advice 

and guidance and oversight of the Supported Employment Program would be impacted.  

 

4. Return Strategic Advisor 1, Utilities L21C in Seattle City Light (PosNo. 10005054) 

to civil service system. 

 

Initial classification: Information Technology Professional A, Exempt 

 

New classification: Strategic Advisor 1, Utilities L21C 

 

Vacancy status: Vacant 

 

Reason for civil service change: Allocation of duties and responsibilities to a contract-in 

position 

 

Body of work in initial classification: The initial position was a “contract-in” position 

assigned to Seattle City Light for a non-permanent time period. The contract-in position was 

used to perform work as an ITP-A, providing skills and experience with computer 

applications and infrastructure to implement critical operations technology (OT) projects to 

replace end-of-life technology in support of enhanced electric power reliability for 
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customers, safe operations for crews and the public, system automation, advanced situational 

awareness, cyber security, and NERC reliability compliance. 

 

Body of work in new classification: The body of work in the new classification – Strategic 

Advisor 1, Utilities L21C – influences the nature and scope of the Advance Metering 

Infrastructure (AMI) meter exchange program and is responsible for evaluating and rewriting 

policies that impact AMI meter exchange operations and provide recommendations that 

shape Time of Use and other key Seattle City Light programs. 

 

Impact of new body of work not being performed: If the new body of work is not performed, 

Seattle City Light’s AMI meter exchange program would be without a strategic advisor 

responsible for AMI policy development and operational compliance. 

 

5. Return Manager 2, General Government position in Seattle City Light (PosNo. 

10006479) to civil service system. 

 

Initial classification: Strategic Advisor 1, Exempt 

 

New classification: Manager 2, General Government 

 

Vacancy status: Filled 

 

Reason for civil service change: Change in assigned duties and responsibilities 

 

Body of work in initial classification: The initial body of work was responsible for developing 

and implementing initiatives that enhance employee growth, workplace engagement, and internal 

communication, overseeing training and development programs, creating programs that enhance 

workplace culture, boost morale, and recognize employee contributions, and managing 

messaging across various channels to keep employees informed and connected. 

 

Body of work in new classification: The new classification is a reorganization of two bodies of 

work into one, created to better align how Seattle City Light supports and enhances the employee 

experience. The body of work in the new classification leads Seattle City Light workforce 

initiatives and designs and manages training programs, engagement strategies, and onboarding 

experiences aligned with organizational goals through data-driven decision-making and 

collaboration with leadership. The new classification establishes measurable goals for programs, 

develops KPIs and assessment tools, oversees program budgeting, and supervises 7 FTEs. 

 

Impact if new body of is not performed: If the body of work in the new classification is not 

performed, Seattle City Light, as one of the City’s largest departments, would be without a 

manager/leader overseeing the department’s workforce development programs and initiatives, 

including onboarding, training and development, and employee engagement programs. 

 

2. CAPITAL IMPROVEMENT PROGRAM 

Does this legislation create, fund, or amend a CIP Project?   Yes  No  
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3. SUMMARY OF FINANCIAL IMPLICATIONS 

 

Does this legislation have financial impacts to the City?   Yes  No 

 

 

3.d. Other Impacts 

 

Does the legislation have other financial impacts to The City of Seattle, including direct or 

indirect, one-time or ongoing costs, that are not included in Sections 3.a through 3.c? If so, 

please describe these financial impacts. 

 

There are no direct costs associated with the recommended changes to civil service status. Any 

changes to compensation for incumbents or new hires in the reclassified positions covered by 

this legislation would be subject to the appointing authority (i.e., head of department) and do not 

relate directly to the Council’s decision to approve the recommended civil service status. In this 

sense, the legislation does not have an immediate fiscal impact for the return or exemption of 

positions to the civil service system.  

  

However, changes to pay systems may have financial impacts over time. For classification and 

pay changes requiring Council approval, the fiscal note will lay out potential expected costs and 

when any additional appropriation will be requested, if applicable.  

  

Table 1 below details the potential costs based upon how the city budgets for positions (changes 

to the mid-point of salary range and benefits of each job classification) of the reclassified 

positions in this legislation by position, and by department. However, no actions in this 

legislation require additional appropriation, and the City Budget Office (CBO) has confirmed 

this with the three departments. 

  

Unless a department flags the need for an appropriation request to accompany the reclassification 

or pay change, CBO expects the department to realign its current labor budget to accommodate 

the changes of the reclassification on an ongoing basis. CBO will verify this with relevant 

departments in preparing and reviewing legislation. 
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Table 1. Difference in Mid-Point Salary and Benefits Between Initial and Final Classification 

  Department 
Initial 

classification 
Final classification 

Mid-point cost 

difference 

1 

Seattle Department 

of Human 

Resources 

Strategic 

Advisor 3, 

General 

Government  

Manager 3, Exempt 

 $                 -    

2 

Seattle Department 

of Human 

Resources  

Manager 2, 

Exempt  

Manager 2, General 

Government 

 $                 -    

  Seattle Department of Human Resources Subtotal  $                -    

3 

City Attorney’s 

Office 

Executive 

Assistant  
Paralegal - Law 

 $  (37,581) 

  City Attorney’s Office  Subtotal  $ (37,581) 

4 
Seattle City Light 

Info Technol 

Prof A, Exempt 

Strategic Advisor 1, 

Utilities L21C SCL 

 $  (32,229) 

5 

Seattle City Light 

Strategic 

Advisor 1, 

Exempt  

Manager 2, General 

Government 

 $    20,733  

  Seattle City Light Subtotal  $  (11,496) 

  Total Mid-Point Cost Difference  $  (49,077) 

 

If the legislation has costs, but they can be absorbed within existing operations, please 

describe how those costs can be absorbed. The description should clearly describe if the 

absorbed costs are achievable because the department had excess resources within their 

existing budget or if by absorbing these costs the department is deprioritizing other work 

that would have used these resources.  

 

SDHR reclassifications in the table above do not result in any changes financially because both 

positions do not change pay bands as a result of the civil service status change, so there is no 

change in pay. 

 

The change in classification for the City Attorney’s Office may result in savings, which the 

department would use to support other priorities. 

 

Seattle City Light (SCL) will absorb costs for reclassifications that are approved by HR by 

prioritizing those costs when building and rebalancing SCL’s budget. SCL’s budget is entirely 

funded by the City Light Fund, and any savings in the fund can only be used for SCL purposes. 

If needed, SCL will incorporate labor cost increases due to SDHR-approved reclassifications or 

pay scale adjustments into future rate adjustments. 
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Please describe any financial costs or other impacts of not implementing the legislation. 

 

This legislation is needed to appropriately designate civil service status, which can have 

personnel implications. 

Please describe how this legislation may affect any City departments other than the 

originating department. 
 

This legislation impacts the City Attorney’s Office, Seattle City Light, and the Seattle 

Department of Human Resources. 

 

4. OTHER IMPLICATIONS 

a. Is a public hearing required for this legislation?  

No. 

 

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

required for this legislation? 

No. 

 

c. Does this legislation affect a piece of property?  

No. 

 

d. Please describe any perceived implication for the principles of the Race and Social 

Justice Initiative.  

 

i. How does this legislation impact vulnerable or historically disadvantaged 

communities? How did you arrive at this conclusion? In your response please 

consider impacts within City government (employees, internal programs) as well 

as in the broader community. 

Increasing the number of positions with civil service status would support the City’s 

commitment to eliminating racial disparities and achieving workforce equity. By 

increasing the number of positions with civil service protections, especially those 

with opportunities for higher pay and/or additional benefits, more equity for BIPOC 

employees could be achieved by requiring a competitive hiring process and removing 

the barriers that create risk and uncertainty for employees seeking career growth. 

 

ii. Please attach any Racial Equity Toolkits or other racial equity analyses in the 

development and/or assessment of the legislation. 

 

iii. What is the Language Access Plan for any communications to the public? 

N/A 

 

e. Climate Change Implications  
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i. Emissions: How is this legislation likely to increase or decrease carbon emissions 

in a material way? Please attach any studies or other materials that were used to 

inform this response. 

N/A 

 

ii. 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. 

No. 

 

f. 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)? What mechanisms will be used 

to measure progress towards meeting those goals? 

N/A 

 

g. Does this legislation create a non-utility CIP project that involves a shared financial 

commitment with a non-City partner agency or organization? 

No.  

 

5. ATTACHMENTS 

 

Summary Attachments: 
Summary Attachment 1 – Department Submissions 
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Department 

Seattle Human Resources - Labor Relations 

Exempt/Return 

Exempt  

Current Classification Title 

Strategic Advisor 3, General Government 

Recommended Classification Title 

Manager 3, Exempt 

Request # 

REQ22235 

Position Number 

00024071 

Request Number 

REQ22235  

As of this submission, is the position Vacant or Filled? 

Vacant 

Is this a new position? 

Yes 

Have the duties for this position changed? 

Yes 

Describe the duties that will be changing 

- Manages daily operations and oversees LR team projects of high importance and/or impact. 

- Acts as a key consultant and strategic partner to the LR Director on operational and labor 

relations program and policy development to align labor relations strategies with the 

organization’s long-term goals and objectives. 

- Works with SDHR leaders and citywide senior executives on a collaborative development of 

the LR policies implementation, identifies and proactively engages key stakeholders, partners 

and SMEs 

- Assess or develop LR best practices for the team and citywide to adapt to changing 

conditions and improve outcomes. 

- Design strategies to improve existing LR processes for maximum clarity, efficiency, and 

success. Develop trainings or info sessions to ensure management and HR partners understand 

and support labor relations practices to maintain a unified approach  

- Develops, implements, and serves as custodian of LR Standard Operating Procedures.  

Describe the reasons behind the need for the change in duties 

This position provides support for the LR Director and supports management of direct reports 

and daily operational functions for the team. The LR team currently has a horizontal 

organizational structure that creates a catch-all position for the LR Director for many 

functions. 

Describe How the change in duties will impact the department 

The Labor Relations Manager is the second in command to the Director of Labor Relations 

(LR Director), operates as the sole designee vested with the full authority of the LR Director in 

their absence. That authority consists of the sole responsibility for coordinating and chairing 
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all meetings with the bargaining representatives of represented public employees of the City 

for the purposes of collective bargaining as contemplated by RCW 41.56. It also includes the 

sole authority to bind the City to collective bargaining agreements and any other agreements 

that impact the wages, hours, and working conditions of represented employees.  

Is there any potential budget impact to the department? 

No 

Describe why there will/won't be budget impact 

The position is still within the same pay band range as an SA3 and subject to the same level of 

pay discretion as the prior position 

 

Department 

Law Department 

Exempt/Return 

Return 

Current Classification Title 

Executive Assistant 

Recommended Classification Title 

Paralegal - Law 

Request # 

REQ22392 

Position Number 

00019593 

Request Number 

REQ22392 

As of this submission, is the position Vacant or Filled? 

Filled 

Is this a new position? 

Yes 

Have the duties for this position changed? 

Yes 

Describe the duties that will be changing 

The City Attorney's Office had a vacant Executive Assistant Position which was Civil Service 

Exempt in the Criminal Division and moved the position to the Civil Division to help with the 

increased work with public disclosure requests. This role assists with Public disclosure 

Request primarily in the Criminal Division and assists on the less complex request for the 

Civil Division.  Additionally, this role assists with advice to City Departments on compliance 

with the Public Records Act (PRA).  Handles record analysis, record request and 

communication and collaboration with external agencies.  

Describe the reasons behind the need for the change in duties 

We have taken a Civil Service Exempt Executive Administrative Position in our Criminal 

Division and placed it in our Civil Division to act as a liasion between the department with 

public records request.   
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Describe How the change in duties will impact the department 

The Executive Admin position is no longer in our Criminal division, and those duties have 

been assumed by others.  

Is there any potential budget impact to the department? 

No 

Describe why there will/won't be budget impact 

This was an established position that was already budgeted for.  

 

Department 

Seattle Human Resources - Service Delivery Division 

Exempt/Return 

Return 

Current Classification Title 

Manager 2, Exempt 

Recommended Classification Title 

Manager 2, General Government 

Request # 

REQ22038 

Position Number 

10004480 

Request Number 

REQ22038 

As of this submission, is the position Vacant or Filled? 

Filled 

Is this a new position? 

No 

Have the duties for this position changed? 

Yes 

Describe the duties that will be changing 

The position oversees the team of recruiters and recruitment services for 20 departments 

within the SDD portfolio in addition to the duties to support the citywide program like 

supported employment and citywide advisory support on Workforce development. 

Describe the reasons behind the need for the change in duties 

Talent division was merged with Service Delivery effective 1/1/25.  

Describe How the change in duties will impact the department 

The merger of the Talent division with Service Delivery will support more consistent HR 

practices and streamlined HR services for the Service Delivery portfolio departments.  

Is there any potential budget impact to the department? 

No 

Describe why there will/won't be budget impact 

It’s not a new position, the duties are being redefined due to the business needs and structural 

changes within SHR, specifically the combination of the Talent manager duties with the 
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workforce development advisory responsibilities and oversight of the supported employment 

program.  

 

Department 

Seattle City Light 

Exempt/Return 

Return 

Current Classification Title 

Info Technol Prof A, Exempt 

Recommended Classification Title 

Strategic Advisor 1, Utilities L21C SCL 

Request # 

REQ22643 

Position Number 

10005054 

Request Number 

REQ22643 

As of this submission, is the position Vacant or Filled? 

Vacant 

Is this a new position? 

Yes 

Have the duties for this position changed? 

No 

Describe the duties that will be changing 

N/A 

Describe the reasons behind the need for the change in duties 

N/A 

Describe How the change in duties will impact the department 

N/A 

Is there any potential budget impact to the department? 

Yes 

Describe why there will/won't be budget impact 

This is a contract position established for a limited term period. The current classification is 

ITP-A, while the reallocated classification is SA1 within the Utilities BU. The budget impact 

will be positive (cost savings) because the salary range for SA1 is lower than that of ITP-A. 

Specifically, the top of the SA1 salary band is approximately 16.68% lower than the top of the 

ITP-A band. 

 

Department 

Seattle City Light 

Exempt/Return 
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Return 

Current Classification Title 

Strategic Advisor 1, Exempt 

Recommended Classification Title 

Manager 2, General Government 

Request # 

REQ22553 

Position Number 

10006479 

Request Number 

REQ22553 

As of this submission, is the position Vacant or Filled? 

Filled 

Is this a new position? 

No 

Have the duties for this position changed? 

Yes 

Describe the duties that will be changing 

This is a reorganization of two bodies of work into one.  This position now supervises a team 

of 7 FTE. This reorganization was created to better align how City Light enhances and 

supports the employee experience through the development and implementation of training 

and development and employee engagement programs.  

Describe the reasons behind the need for the change in duties 

The change in duties is to better align how City Light enhances and supports the employee 

experience through the development and implementation of training and development and 

employee engagement programs.  

Describe How the change in duties will impact the department 

This supports the employee experience through the development and implementation of 

training and development and employee engagement programs.  

Is there any potential budget impact to the department? 

Yes 

Describe why there will/won't be budget impact 

This position is being reclassified from Strategic Advisor 1 to Manager 2. The budget impact 

arises from the change in base salary, as the salary range for Manager 2 is higher than that of 

SA1. As a result, the reclassification is expected to increase overall personnel costs. 
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Purpose of the Deferred Compensation Classification 
Analyst Classification Title Series Ordinance

• Changes in classification titles is managed by SDHR and must be adopted by Council

• The Deferred Compensation unit was transferred from SHR to the Seattle City Employees’ 
Retirement System (SCERS) department in 2025

• 2.0 FTE moved to SCERS were classified as Personnel Analysts, a classification restricted for 
SHR’s use

• New classification titles were created for use within SCERS

• The new pay structure for the new titles mirror that of Personnel Analysts, ensuring salary 
costs remain the same

1
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Purpose of the Civil Service Status Changes Ordinance

• The City has two status types of positions at it relates to the application of Civil Service Rules: 
Civil Service Exempt and Non-exempt

o An “Exempt employee" serves at the discretion of the appointing authority and is 
exempt from Civil Service Rules regarding selection, discipline, discharge, and appeals of 
personnel actions

• Positions are reviewed when reclassified to determine if they meet the standards for 
exemption from Civil Service Rules

• SDHR facilitates a periodic, consolidated Civil Service Ordinance for all City departments to 
change civil service exemption status of positions

2
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Proposed Changes in Civil Service Status
This ordinance provides a routine maintenance of civil service protections and includes the 
following changes:

1. Exempts One position from civil service:

Note: the Pay Zone for Strategic Advisor 3’s and Managers 3’s is identical, 
no change in pay is necessary

3

Department Initial Classification 
(Civil Service)

Final Classification
(Exempt)

Seattle Department of 
Human Resources

Strategic Advisor 3, 
General Government

Manager 3, Exempt
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Return to Civil Service

2. Returns Four Positions to Civil Service

4

Department Initial Classification 
(Exempt)

Final Classification 
(Civil Service)

Vacancy 
Status

1 City Attorney’s Office Executive Assistant Paralegal – Law Vacant

2 Seattle Department of 
Human Resources 

Manager 2, Exempt Manager 2, General 
Government

Filled

3 Seattle City Light Info Technol Prof A, 
Exempt

Strategic Advisor 1, 
Utilities L21C SCL

Vacant

4 Seattle City Light Strategic Advisor 1, 
Exempt

Manager 2, General 
Government

Filled
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Financial Impacts of Civil Service Changes

Using salary midpoints for these classifications, the overall cost difference across the three 
departments could be a reduction of about ($50,000). 

The estimated cost differences are as follows:

▪ City Attorney Office, ($37,600)

▪ SDHR, no cost difference

▪ Seattle City Light, ($11,500)

Note: Departments will retain any savings and absorb any increases, depending on how the 
positions are filled within the Pay Zones.
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6

Questions? 
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December 8, 2025 
M E M O R A N D U M 

 
To:  Governance, Accountability, and Economic Development Committee 
From:  Amanda Allen, Analyst    
Subject:    CB 1201141, Civil Service Classification Changes  

On December 11, 2025, the Governance, Accountability, and Economic Development (GAED) 
Committee will discuss and possibly vote on Council Bill (CB) 1201141 which would propose 
changes to the civil service status of five positions per the requirements of Seattle Municipal 
Code (SMC) Section 4.13.010, which maintains the official list of positions and titles exempt 
from civil service protections. This memo provides a high-level summary of the bill and 
identifies next steps. 
 
Summary 

City positions are either exempt from Civil Service rules or non-exempt. An “exempt employee" 
means one who serves at the discretion of the appointing authority in a position exempt from 
Civil Service Rules.1 The Council authorizes certain City personnel actions through ordinances. 
This ordinance would authorize the Seattle Department of Human Resources (SDHR) Director to 
implement the following personnel actions:  

1. Exempt one position from civil service, and  

2. Return four positions to civil service 
 

Financial Impacts 

Council’s approval of CB 1201141 would not have immediate fiscal impacts. Compensation 
changes related to implementation of these personnel actions would be subject to the 
appointing authority (i.e., head of department) and any necessary increase in a department’s 
budget would require separate legislation. None are proposed through this legislation and 
departments are expected to absorb any salary changes within their existing budgets. 
 
The City Budget Office (CBO) provided information on the potential associated costs of the 
reclassifications (revised job titles) by comparing the difference in mid-point salary and benefits 
between the initial and the final classification of the roles. The information indicates net salary 
savings which departments anticipate redeploying to higher priority uses. More information in 
Tables 1 and 2 (pg. 2). 
 
  

 
1 Civil service exempt positions serve at the discretion of the appointing authority and are exempt from the City 
Charter or Chapter 4.13 from compliance with this Chapter 4.04 regarding selection, discipline, and discharge of 
employees, and appeals of personnel actions to the Civil Service Commission. 
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Overview of Changes Proposed 

Exempt Four Positions from Civil Service 

The SDHR Director determined that the body of work of one position meets the criteria for an 
automatic civil service exemption under SMC 4.13.010 and recommends exempting this 
position from the civil service system. The SDHR Director’s recommendation for this exemption 
would only take effect upon approval by two-thirds vote of the Council. Attachment 1 to the 
ordinance summary and fiscal note provides an overview of the position changes and a 
summary of how the role has changed; Table 1 provides an overview of the proposed 
exemption. 
 
Table 1. Position Exempted from Civil Service 

 Department Initial Classification 
(Civil Service) 

Final Classification 
(Exempt) Vacancy Status 

1 SDHR Strategic Advisor 3, 
General Government 

Manager 3, Exempt Vacant 

Note: Both classifications share an identical pay band and would not necessarily require a pay increase for the 
final classification, once the position is filled 

 
Return Four Positions to the Civil Service System from Exempt Status 

Requesting departments, with SDHR’s engagement as an advisor, determined that four 
positions no longer met the criteria for civil service exemption and recommend returning these 
positions to the civil service system. Attachment 1 to the ordinance summary and fiscal note 
provides the rationale to return these positions to civil service system; Table 2 provides an 
overview of the position changes.  
 
Table 2. Positions Returned to Civil Service 

 
Department Initial Classification 

(Exempt) 
Final Classification 
 (Civil Service) 

Vacancy 
Status 

1 City Attorney’s Office (CAO) Executive Assistant Paralegal – Law Vacant 

2 SDHR Manager 2, Exempt Manager 2, General 
Government 

Filled 

3 Seattle City Light (SCL) Info Technol Prof A, 
Exempt 

Strategic Advisor 1, Utilities 
L21C SCL 

Vacant 

4 Seattle City Light Strategic Advisor 1, 
Exempt 

Manager 2, General 
Government 

Filled 

Note: By comparing the salary midpoints for these classifications, the overall cost difference across the three 
departments could be a reduction of about ($50,000). The estimated CAO cost difference is ($37,600). There is 
no cost difference for SDHR. The estimated SCL cost difference is ($11,500). Departments will retain any savings 
and absorb any increases, depending on how the positions are filled within the respective Pay Zones. 
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Next Steps  

If the Council votes to approve Council Bill 1201141, SMC Section 4.13.010 would be amended 
to reflect an updated list of positions exempted from the civil service system. 
 
Please contact Amanda Allen if you have questions about the proposed legislation. 
 
cc:  Ben Noble, Director 

Lish Whitson, Lead Analyst 
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CITY OF SEATTLE

ORDINANCE __________________

COUNCIL BILL __________________

AN ORDINANCE relating to City employment; and establishing the Deferred Compensation Analyst
classification title series and corresponding rates of pay in the Seattle City Employees’ Retirement
System.

BE IT ORDAINED BY THE CITY OF SEATTLE AS FOLLOWS:

Section 1. Establishing new titles and salaries. As recommended by the Seattle Human Resources

Director, the following titles and salary rates are established as displayed below, effective as of the date shown,

and pay is authorized as of the effective date:

Department: Seattle City Employees’ Retirement System

New Title: Deferred Compensation Analyst

Salary Range: $45.47 - $47.54 - $49.46 - $51.29 - $53.27

Report: 21912

Effective Date of

Title:

1/1/2025* *Salary steps effective after December 31, 2025, have not been

pre-adjusted to reflect any 2026 annual wage increases.

Department:Seattl

e City Employees’

Retirement

System

New Title: Deferred Compensation Analyst, Senior

Salary Range: $53.27 - $55.32 - $57.54 - $59.81 - $62.02

Report: 21912

Effective Date of

Title:

1/1/2025* *Salary steps effective after December 31, 2025, have not been

pre-adjusted to reflect any 2026 annual wage increases.

Section 2. This ordinance shall take effect as provided by Seattle Municipal Code Sections 1.04.020 and
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File #: CB 121142, Version: 1

1.04.070.

Passed by the City Council the ________ day of _________________________, 2025, and signed by

me in open session in authentication of its passage this ________ day of _________________________, 2025.

____________________________________

President ____________ of the City Council

Approved / returned unsigned / vetoed this ____day of _______________, 2025.

____________________________________

Bruce A. Harrell, Mayor

Filed by me this ________ day of _________________________, 2025.

____________________________________

Scheereen Dedman, City Clerk
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Kimberly Loving/Amanda Grumbach/Shane Eubank/Ireneo Bartolome 
SDHR Deferred Compensation Analyst Classification Series SUM  

D1a 

1 
Template last revised: December 9, 2024 

SUMMARY and FISCAL NOTE 

Department: Dept. Contact: CBO Contact: 

Seattle Department of Human 

Resources 

Shane Eubank Alyssa Ha 

 

1. BILL SUMMARY 

 

Legislation Title: AN ORDINANCE relating to City employment; and establishing the Deferred 

Compensation Analyst classification title series and corresponding rates of pay in the Seattle 

City Employees’ Retirement System. 

 

Summary and Background of the Legislation: If passed, this legislation would: 

a. Establish two new titles (Deferred Compensation Analyst and Deferred Compensation 

Analyst, Senior) and corresponding rates of pay in the Seattle City Employees’ 

Retirement System department. 

 

The Seattle Department of Human Resources (SDHR) Compensation and Classification Unit 

provides centralized classification and compensation services for the City of Seattle, including 

classifying positions citywide and maintaining the City’s compensation programs. City 

departments may request adjustments to compensation and classification programs, including the 

establishment of new titles, modification of salary ranges, or other programmatic changes. These 

changes must be approved by the City Council. 

 

In 2024, SDHR submitted a request to the Compensation and Classification Unit for the creation 

of classification specifications and salaries for a “Deferred Compensation Analyst” (historically 

classified as a Personnel Analyst) and “Deferred Compensation Analyst, Senior” (historically 

classified as a Personnel Analyst, Senior). These requests were submitted in tandem with the 

reorganization and physical move of the Deferred Compensation Unit to the Seattle City 

Employees’ Retirement System (SCERS) department, effective January 1, 2025. 

 

The Deferred Compensation Analyst and Senior classifications perform ongoing citywide 

defined contribution pension services comparable to those performed prior to the organizational 

and physical relocation from SDHR to SCERS effective January 1, 2025. However, the deferred 

compensation analytical work in the Deferred Compensation Analyst classification series would 

be better defined and appropriately distinguished from other citywide human resources services 

that continue to remain within SDHR, as well as from individual contributor defined benefit 

classifications located within SCERS. 

 

The rates of pay for the Deferred Compensation Analyst and Deferred Compensation Analyst, 

Senior classifications remain identical to/correspond with the rates of pay of the Personnel 

Analyst and Personnel Analyst, Senior classifications, respectively. Therefore, rates of pay 

remain unchanged for the two impacted incumbent employees, and there are no financial impacts 

or other costs associated with this legislation. 
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2. CAPITAL IMPROVEMENT PROGRAM 

Does this legislation create, fund, or amend a CIP Project?   Yes  No  
 

 

3. SUMMARY OF FINANCIAL IMPLICATIONS 

 

Does this legislation have financial impacts to the City?   Yes  No 

 

This legislation has no financial impacts because the new and former titles are on the same pay 

scale. 

 

3.d. Other Impacts 

 

Does the legislation have other financial impacts to The City of Seattle, including direct or 

indirect, one-time or ongoing costs, that are not included in Sections 3.a through 3.c? If so, 

please describe these financial impacts. 
No. 

 

If the legislation has costs, but they can be absorbed within existing operations, please 

describe how those costs can be absorbed. The description should clearly describe if the 

absorbed costs are achievable because the department had excess resources within their 

existing budget or if by absorbing these costs the department is deprioritizing other work 

that would have used these resources. 
N/A 

 

Please describe any financial costs or other impacts of not implementing the legislation. 
If this legislation is not implemented, the Deferred Compensation Classification title series 

within SCERS would not be established. This new classification title series better reflects 

citywide defined contribution services, which are distinguished from other citywide human 

resources services that continue to remain within SDHR, as well as individual contributor 

defined benefit classifications located within SCERS. 

Please describe how this legislation may affect any City departments other than the 

originating department. 

This legislation affects the Seattle City Employees’ Retirement System (SCERS). 

 

4. OTHER IMPLICATIONS 

a. Is a public hearing required for this legislation? 

No.  

 

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

required for this legislation? 

No. 
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c. Does this legislation affect a piece of property?  

No. 

 

d. Please describe any perceived implication for the principles of the Race and Social 

Justice Initiative.  

 

i. How does this legislation impact vulnerable or historically disadvantaged 

communities? How did you arrive at this conclusion? In your response please 

consider impacts within City government (employees, internal programs) as well 

as in the broader community. 

N/A 

 

ii. Please attach any Racial Equity Toolkits or other racial equity analyses in the 

development and/or assessment of the legislation. 

 

iii. What is the Language Access Plan for any communications to the public? 

N/A 

 

e. Climate Change Implications  

 

i. Emissions: How is this legislation likely to increase or decrease carbon emissions 

in a material way? Please attach any studies or other materials that were used to 

inform this response. 

N/A 

 

ii. 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. 

No. 

 

f. 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)? What mechanisms will be used 

to measure progress towards meeting those goals? 

N/A 

 

g. Does this legislation create a non-utility CIP project that involves a shared financial 

commitment with a non-City partner agency or organization? 
No. 

 

5. ATTACHMENTS 

 

Summary Attachments: 

Summary Attachment 1 – Department Submission 
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Summary Att 1 – Department Submission 

V1 

 

  

Department  

Seattle City Employees Retirement System  

Current Classification Title  

Personnel Analyst  

Personnel Analyst, Senior  

Requested Classification Title  

Deferred Compensation Analyst  

Deferred Compensation Analyst, Senior  

Current Salary Scale  

$45.47 - $47.54 - $49.46 - $51-29 - $53.27   

$53.27 - $55.32 - $57.54 - $59.81 - $62.02  

Requested Salary Scale  

$45.47 - $47.54 - $49.46 - $51-29 - $53.27   

$53.27 - $55.32 - $57.54 - $59.81 - $62.02  

Request #  

REQ21912  

Position #  

10004819, 10005913  

Describe the history of how these needs came about (describe why/how/when/who; if 

applicable, describe any agreements/MOUs)  

In 2024, Seattle Human Resources (SHR) submitted a request for the creation of classification 

specifications and salaries for a “Deferred Compensation Analyst” (historically classified as a 

Personnel Analyst) and “Deferred Compensation Analyst, Senior” (historically classified as a 

Personnel Analyst, Senior) in tandem with the reorganization and physical move of the Deferred 

Compensation Unit to Seattle Retirement effective January 1, 2025.  Seattle Retirement includes 

Deferred Compensation and Seattle City Employees' Retirement System (SCERS).  The deferred 

compensation analytical work would be better defined and appropriately distinguished from 

other citywide human resource services that continue to remain in SHR as well as from 

individual contributor defined benefit classifications located at SCERS.  

What are the implications for the department if the legislation is not approved?  

If legislation is not approved, these positions will not have an appropriate pay classification.  

Were these changes a result of labor bargaining or negotiations?  

No  

Describe the history of these bargained changes  

N/A  

Has the Labor Relations Policy Committee (LRPC) approved these bargained changes?  

N/A  

If approved, what are the department's next steps?  

If approved, the next steps would be to reclassify the positions in the new titles by completing 

and submitting a Position Description Questionnaire (PDQ) for each position to the City's 

Compensation/Classification department.  

What is the total additional cost to the City associated with these changes?   
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The salary scale for the Deferred Compensation Analyst series and the Personnel Analyst series 

are the same range ($45.74 - $53.27 hourly & $53.27 - $62.02 hourly).  There are no additional 

costs to the City associated with these changes.    

Describe how the department proposes to fund these changes.  

The administrative costs of the Deferred Compensation program, including the staffing 

positions, are fully covered by account fees paid by participating employees.  The department 

does not cover these costs.  
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December 8, 2025 
 

M E M O R A N D U M 
 
To:  Governance, Accountability and Economic Development Committee 

From:  Amanda Allen, Legislative Analyst    

Subject:    CB 1201142, Creation of Deferred Compensation Classification Series  

On December 11, 2025, the Governance, Accountability and Economic Development 
Committee will discuss and possibly vote on Council Bill (CB) 1201142 proposed by the Seattle 
Department of Human Resources (SDHR) to create of the new classification series: Deferred 
Compensation Analyst and Analyst, Senior. This memo provides a high-level summary of the bill 
and identifies next steps. 
 
Summary 

The legislation would create a new classification series for employees providing deferred 
compensation benefit services in the restructured Seattle City Employees’ Retirement System 
(SCERS) department. The current classification series of ‘Personnel Analyst’ is restricted for 
SDHR staff, however staff working on deferred compensation in that classification have been 
transferred to SCERS. The new classification offers a defined scope limited to deferred 
compensation work within SCERS, rather than reference to citywide human resources services. 
 
Financial Impacts 

Council’s approval of CB 1201142 would not have a fiscal impact. The rates of pay for the 
Deferred Compensation Analyst and Deferred Compensation Analyst, Senior classifications 
would remain identical to and correspond directly with the rates of pay of the Personnel 
Analyst and Personnel Analyst, Senior classifications. Pay rates for the two impacted incumbent 
employees will remain unchanged. 
 
Overview of Changes Proposed 

SDHR Authority and Role in Setting Classifications 

• SDHR Compensation and Classification Unit provides centralized classification and 
compensation services for the City of Seattle, including classifying positions citywide and 
maintaining the City’s compensation programs.  

• City departments may request adjustments to compensation and classification programs, 
including the establishment of new titles, modification of salary ranges, or other 
programmatic changes.  

• Changes must be approved by the City Council.  
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Addressing Structural Staffing Changes in SDHR and SCERS 

In 2024, SDHR requested creation of classification specifications and salaries for a “Deferred 
Compensation Analyst” (historically classified as a Personnel Analyst) and a “Deferred 
Compensation Analyst, Senior” (historically classified as a Personnel Analyst, Senior). This 
request was prompted by the move of SDHR’s Deferred Compensation Unit to the Seattle City 
Employees’ Retirement System (SCERS) department, as adopted in the 2025 Budget. The 
Personnel Analyst series is reserved for SDHR staff only. Given the narrow focus on deferred 
compensation analytical work and home location within SCERS, SDHR recommends that the 
classification of the employees supporting the work would be better defined and distinguished 
from other citywide human resource services that continue to remain in SDHR, as well as from 
individual contributor defined benefit classifications located at SCERS. The Deferred 
Compensation Analyst and Senior classifications will perform the same ongoing citywide 
defined contribution pension services performed prior to the reorganization. 
 
Next Steps  

If the Council votes to approve CB 1201142, the Citywide Position List would be amended to 
reflect the addition of the classifications of Deferred Compensation Analyst and Analyst, Senior. 
 
Please contact Amanda Allen if you have questions about the proposed legislation. 

 
cc:  Ben Noble, Director 

Lish Whitson, Lead Analyst 
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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:  
Thomas J. Kelly 

Board/Commission Name: 
Joint Apprenticeship Training Committee (JATC) 

Position Title:  
Organized Labor Local 289 

 
Appointment    OR      Reappointment 
 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 
1/1/2025 
to 
12/31/2027 
  
☐ Serving remaining term of a vacant position 

Residential Neighborhood: 
Sea Tac, Washington 

Zip Code: 
98188 

Contact Phone No.:  
 

Background:  
See attached resume 
Authorizing Signature (original signature):  

 
 
Date Signed (appointed): 
December 30th, 2024 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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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:  
Lisa Reager 

Board/Commission Name: 
Joint Apprenticeship Training Committee (JATC) 

Position Title:  
Secretary 

 
Appointment    OR      Reappointment 
 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 
1/1/2025 
to 
12/31/2027 
  
☐ Serving remaining term of a vacant position 

Residential Neighborhood: 
West Seattle, Genessee Hill 

Zip Code: 
98116 

Contact Phone No.:  
 

Background: Most of my career was in retail automotive – briefly as a tech, then a service 
advisor/assistant manager/service manager/fixed ops director, until entering the Fleets world as Deputy 
Director for Fleet Management.  In addition to my current appointment as Secretary of the JATC, I am 
an advisory board member for the Shoreline Community College GST/AST program, and the STEM 
advisory board for Meadowdale High School. 
 
 
Authorizing Signature (original signature):  

 
 
Date Signed (appointed): 
December 30th, 2024 
 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Jonathan Schirmer 

EXPERIENCE 
 
Lane Powell PC  Seattle, WA 
Associate Attorney         
October 2021 – Present 

▪ Represent public entities, private owners, design professionals, general contractors, and subcontractors in 
litigation of contract disputes, lien and bond claims, design claims, delay claims, and complex construction 
matters in state and federal court. 

▪ Advise public entities, contractors, and tribes on various bidding and procurement laws, bid protest, and 
construction related issues and potential claims.  

▪ Negotiate and draft construction contracts for various public, private, and tribal entities.  
 

Ahlers Cressman & Sleight PLLC Seattle, WA 
Associate Attorney  
August 2018 – July 2019; August 2020 – September 2021 

▪ Represented developers, general contractors, and subcontractors in litigation of contract disputes, lien and 
bond claims, and complex construction disputes in state and federal court. 

▪ Represented clients in bid protests at the state and federal level, including multiple successful GAO Protests 
of contracts exceeding $100M and multiple successful Washington State protests of municipal contracts. 

▪ Prepared and developed case strategy and schedule; drafted substantive motions; prepared mediation and 
arbitration materials; and collaboratively managed discovery for voluminous productions including 
productions of 1M+ documents. 

▪ Advised clients on compliance with state and federal employment regulations and investigations, corporate 
compliance issues, and contract issues. 

 
Hoffman & Blasco LLC Juneau, AK 
Associate Attorney 
July 2019 – August 2020 

▪ Served as civil litigation defense counsel for various corporations and insured parties in personal injury 
defense, employment law, medical malpractice, and business and commercial disputes. 

▪ Represented various municipalities in litigation and advised on municipal issues including environmental 
permitting, contract drafting, employment law, tribal law, and constitutional issues. 

▪ Drafted dispositive motions and briefs; handled case management and discovery; managed communications 
with insurers and engaged in settlement negotiations to bring matters to successful resolution. 

 
EDUCATION 
 
Seattle University School of Law Seattle, WA 
J.D. Magna Cum Laude  

 
GPA/Rank: 3.78/Top 5% 
Honors: Presidential Law Scholar; Dean’s List; CALI Award in Legal Writing II 
Activities:      James E. Bond Appellate Moot Court Competition; Regional Qualifier for Alternative 

Dispute Resolution Competition; Research and Technical Editor, Seattle University Law 
Review 

 
Montana State University Bozeman, MT 
B.A., Political Science  
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Seattle Ethics and Elections Commission 

7 Members: Pursuant to Seattle Municipal Code 3.70.020, all members subject to City Council confirmation, 3-
year terms: 

Roster: 

*D **G 

6 F 

6 M 

2 F 

6 M 

6 M 

2 M 

• 3 Mayor- appointed 
• 3 City Council- appointed 
• 1 Other Appointing Authority: Commission 

Position Position 
Name 

RD No. Title 

7 1 Member Kristin Hawes 

2 Member 

5 3 Member Kai Smith 

3 4 Member Vivian Vassall 

7 5 Member Jonathan Schirmer 

3 6 Member Zach Pekelis 

3 7 Member Bobby Forch 

SELF-IDENTIFIED DIVERSITY CHART (1) (2) (3) 

Black/ 
Hispanic/ 

Term Term Term 

Begin Date End Date # 

1/1/24 12/31/26 2 

1/1/25 12/31/27 

1/1/25 12/31/27 1 

1/1/25 12/31/27 1 

1/1/26 12/31/28 1 

1/1/23 12/31/25 2 

1/1/24 12/31/26 1 

(4) (5) (6) (7)
American caucasian/ 

Indian/ Non- Pacific 
Male Female Transgender NB/O/U Asian African other 

American 
Latino Alaska Hispanic Islander 

Mayor 

Council 

Other 

Total 

Key: 

2 

2 

4 

1 

1 

1 1 

2 2 

*D List the corresponding Diversity Chart number (1 through 9)

Native 

3 

1

4 

**G List gender, M= Male, F= Female, T= Transgender, NB= Non-Binary, O= Other, U= Unknown

RD Residential Council District number 1 through 7 or N/A

Diversity information is self-identified and is voluntary. 

1 

1 

Appointed 

By 

Mayor 

City Council 

Mayor 

Commission 

City Council 

Mayor 

City Council 

(8) (9)

Middle 

Eastern 
Multiracial 
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SEATTLE CITY COUNCIL

Legislation Text

600 Fourth Ave. 2nd Floor
Seattle, WA 98104

File #: Appt 03438, Version: 1

Appointment of Pimnipa Thawai as member, Domestic Workers Standards Board, for a term to

February 28, 2028.

The Appointment Packet is provided as an attachment.

SEATTLE CITY COUNCIL Printed on 12/10/2025Page 1 of 1
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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:  
Pimnipa Thawai 

Board/Commission Name: 
Domestic Workers Standards Board 

Position Title:  
Position 4 

 
  Appointment    OR      Reappointment 

 
 

City Council Confirmation required? 
 

  Yes 
  No 

Appointing Authority: 
 

  City Council  
  Mayor  
  Other: Fill in appointing authority 

Term of Position: * 
3/1/2025 
to 
2/28/2028 
  
☐ Serving remaining term of a vacant position 

Residential Neighborhood: 
Bellevue 

Zip Code: 
98007 

Contact Phone No.:  
N/A 

Background:  
 
 
 Originally from Northern Thailand, Pimnipa is currently completing her final year at the University of 
Washington in Human Centered Design & Engineering. She arrived in the USA in 2018 as an immigrant 
faced with the urgent need to learn a new language and obtain the skills and education to succeed. 
Pimnipa loves working with people of all ages and backgrounds, learning new skills and working in 
diverse environments. She says “I care about immigrant workers - especially during the critical first years 
of having arrived in a new country; I believe that having a safe work environment and equal access to 
basic human rights are urgent basic necessities that must be afforded to all human beings.” In her free 
time, she likes to connect with her community, learn new things, and spend time outdoors  

Authorizing Signature (original signature):  

 
 
Date Signed (appointed): 
August 5th, 2025 
 
 

Appointing Signatory: 
Bruce A. Harrell 
 

Mayor of Seattle 
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Pimnipa Thawai  

BIO 

Originally from Northern Thailand, I am currently 
completing my final year at the University of Washington 
in Human Centered Design & Engineering. I arrived in 
the USA in 2018 as an immigrant faced with the urgent 
need to learn a new language and obtain the skills and education to succeed. I 
love working with people of all ages and backgrounds, learning new skills and 
working in diverse environments. I care about immigrant workers - especially 
during the critical first years of having arrived in a new country; I believe that 
having a safe work environment and equal access to basic human rights are 
urgent basic necessities that must be afforded to all human beings. In my free 
time, I like to connect with my community, learn new things, and spend time 
outdoors 

EXPERIENCE 

Nanny, Private Households | Bellevue WA || 2021 - PRESENT 
●​ Worked with multiple families  
●​ Cared for children age between 0-8 years old  
●​ Arranged learning activities for children  
●​ Prepared healthy meals & snacks, depending on child's dietary needs  
●​ Managed children's laundry & maintained clean, organized 

environment  

“Cultural Care” Au Pair (Live-in Nanny), Private Households | CA & 
WA State 2018-2021 

●​ Arrived to the USA from Thailand in 2018 
●​ Cared for children age between 2-5 years old  

EDUCATION 

University of Washington | BA Science: Human Centered Design & 
Engineering || 2024-PRESENT  

Bellevue College | Associate’s Degree: Art & Science || 2022-2024 

Bangkok, Thailand | Cultural Care 200hr Training Early Education || 
2017-2018 
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STRENGTHS 

Reliable & compassionate; patient and open minded; passionate & eager to 
learn & connect; experience with multiple communities of mixed ages & 
backgrounds; technical skills experience in research & design  
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