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AGREEMENT
By and Between
THE CITY OF SEATTLE
and

SEATTLE POLICE OFFICERS' GUILD

PREAMBLE

The rules contained herein constitute an Agreement between the City of Seattle,
hereinafter referred to as the Employer and the Seattle Police Officers' Guild, hereinafter
referred to as the Guild, governing wages, hours, and working conditions for certain
members of the Seattle Police Department.

The City and the Guild agree that the purpose of this Agreement is to provide for fair and
reasonable compensation and working conditions for employees of the City as
enumerated in this Agreement, and to provide for the efficient and uninterrupted
performance of municipal functions. This Agreement has been reached through the
process of collective bargaining with the objective of serving the aforementioned
purposes and with the further objective of fostering effective cooperation between the City
and its employees.



1.1

1.2

1.3

14

ARTICLE 1 - RECOGNITION AND BARGAINING UNIT

The Employer recognizes the Guild as the exclusive representative of all sworn
police officers of the Seattle Police Department (SPD) up to and including the rank
of Sergeant for the purposes of bargaining with the Employer.

The elected President, Vice President, Secretary-Treasurer, and members of the
Board of Directors of the Guild are recognized by the Employer as official
representatives of the Guild empowered to act on behalf of members of the unit for
negotiating with the Employer.

The President, Vice President, and Secretary-Treasurer or their designated
alternate shall be the liaison between members of the bargaining unit and the
Seattle Police Department.

Guild Presidency - At the Guild's option, and after reasonable notice to the City, the
Police Officer or Sergeant who serves as the elected Guild President shall be
assigned to the Guild office for the purpose of administering the collective
bargaining agreement. The Guild President shall submit a timesheet with
appropriate notation of vacation, sick leave, holiday leave, or other time balance
which he/she has used during the pay period. The Guild President is neither
authorized nor required to work overtime without the express written authorization
of the appropriate assistant chief or above. The Guild President shall retain all
seniority rights with the City and continue to accrue service credit during the period
of leave. The basic salary reported for the Guild President may not be greater than
the salary paid to the highest paid job class covered by this Agreement. The Guild
President may be returned to regular duty by the City (1) in an emergency, and (2)
periodically, as necessary to maintain current certification as a law enforcement
officer in the State of Washington, to maintain firearms qualification, participate in
mandatory training, and to appear in court on duty-related matters. All
compensation (including salary and the cost of all City-paid benefits) shall be split
between the Guild and the City as follows: The City pays for all time spent
maintaining skills and training as a police officer and all time spent dealing with the
City in labor-management meetings, grievances, or other such duties. The Guild
pays for all time spent doing Guild business. Having reviewed the data, it is agreed
that effective July 1, 2018, the City will pay seventy-eight percent (78%) of the Guild
President’s salary for 1736 hours a year, with the remaining twenty-two percent
(22%) paid by the Guild for 1736 hours a year, up to 2088 per year. In addition, the
City shall pay the entire cost of any hours over 1736 in a year, without contribution
from the Guild. Thereafter, the parties will review the data in the spring of each year
(recognizing the Guild’s July through June budget year) to determine whether an
adjustment of the 78/22 percentage (up or down) should be made. Recognizing that
there may at times be a difference of opinion on this issue, and that there may be
confidential time records of the Guild President, the parties agree that any dispute
will be submitted to a neutral third party for final and binding resolution. In the event
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the parties are unable to agree on a neutral, the Executive Director of the
Washington State Public Employment Relations Commission (PERC) shall be
asked to appoint a neutral. The Guild shall provide not less than thirty (30) days
notice of the date that the Guild President shall return to regular full-time duty and
the Guild assignment shall end. Reasonable efforts shall be made to accommodate
the request of the Guild President to be assigned to an appropriate vacant position.
If no such request is made or there is no appropriate vacant position, the Guild
President shall be returned to the same or a similar position to that held prior to being
assigned to the Guild. The provisions of this Section 1.4 shall be construed in
accordance with Revised Code of Washington (RCW) 41.26.520 (2).

15 It is recognized that the governing body of the Guild may be required to absent
themselves from their regular duties while participating in negotiations. The City
retains the right to restrict such release time when an unusual condition, such as
but not limited to, riots, civil disorder, earthquake, or other event exists and such
release from regular assignments would create a manpower shortage.

A. The Employer shall afford Guild representatives a reasonable amount of on-
duty time to consult with appropriate management officials and/or aggrieved
employees, to post Guild notices and distribute Guild literature not of a
political nature and to meet with the recruit class during a time arranged by
the Employer; provided that the Guild representative and/or aggrieved
employees contact their immediate supervisors, indicate the general nature
of the business to be conducted, and request necessary time without undue
interference with assignment duties. Time spent on such activities shall be
recorded by the Union representative on a time sheet provided by the
supervisor. Guild representatives shall guard against use of excessive time
in handling such responsibilities.

B. The Employer reserves the right to determine the total amount of specific
hours of official time which will be approved for Guild officials to conduct Guild
business on duty time.

C. Upon sufficient notification, the Employer shall grant Guild officers a special
leave of absence with pay to attend to official Guild business to the extent
that such leave does not interfere with the reasonable needs of the Police
Department; provided that the requested leave will not conflict with any of the
employees' scheduled court appearances. Said absences shall not exceed
ten (10) consecutive days per meeting, and the sum total of all such absences
shall not exceed one hundred twenty (120) workdays in any contract year.
The Guild shall reimburse the Employer for the hourly rate of pay including
longevity and specialty pay for such time said Guild officers spend on special
leave of absence, and such reimbursement shall be due quarterly.
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D. Police Guild officers will not be paid by the City during negotiations.
Negotiations shall be conducted on not more than one-half of the Police Guild
negotiating committee on-duty time, unless rescheduled by mutual
agreement.

16 Employees in the bargaining unit shall be given time off without pay to attend Guild
meetings during working hours provided one day advance notification is given. The
City retains the right to restrict such release time.

1.7 The Guild officials shall furnish the Chief of Police (Chief) or his/her designee in
writing and shall maintain with Police Administration on a current basis a complete
list of authorized Stewards and duly elected or appointed officials.
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ARTICLE 2 - UNION MEMBERSHIP AND DUES

21 The Guild will be provided with a reasonable amount of time to meet with each new
officer after they are sworn in by the Department and are in Post BLEA, typically
within two weeks of being sworn.

22 Neither party shall discriminate against any employee or applicant for employment
because of membership in or non-membership in the Guild. Guild officers and past
Guild officers shall be afforded all protection under applicable State Laws. Provided,
however, that this clause shall not restrict the Guild from providing internal, Guild-
sponsored benefits to Guild membersonly.

23  The City agrees to deduct from the paycheck of each employee, who has so
authorized it, the regular initiation fee, regular monthly dues and assessments
uniformly required of members of the Guild. The Guild will provide written notice to
the City of those employees who have authorized dues deduction and any
employee who has revoked their authorization. The City will implement new or
changed dues authorizations no later than the second payroll period after receipt of
written notice from the Guild. Dues deducted shall be transmitted twice each month
to the Guild on behalf of the employees involved. The City shall provide the Guild
with a report twice monthly with the deductions made itemized by employee. The
performance of this function is recognized as a service to the Guild by the City.

24  The Guild agrees to indemnify and save harmless the City from any and all liability
resulting from the dues deduction system, unless caused by the City's willful
negligence.

25  The City shall provide the Guild with a “Union Employee Report” on a monthly basis.
The completed categories of the “Union Employee Report” shall be those that exist
in the January 2024 “Union Employee Report”.

Seattle Police Officers’ Guild 4
Effective through December 31, 2027



ARTICLE 3 - DISCIPLINARY, COMPLAINT HEARING, INTERNAL
INVESTIGATION PROCEDURES AND POLICE OFFICERS’ BILL OF RIGHTS

31 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 this
Article; provided, however, that it is understood that if deemed appropriate by the
Chief of the Police Department, discipline or discharge may be implemented
immediately consistent with the employee’s constitutional rights. Disciplinary action
shall be for just cause. The standard of review and burden of proof in labor
arbitration will be consistent with established principles of labor arbitration. For
example, and without limitation on other examples or applications, the parties agree
that these principles include an elevated standard of review (i.e. — more than
preponderance of the evidence) for termination cases where the alleged offense is
stigmatizing to a law enforcement officer, making it difficult for the employee to get
other law enforcement employment.

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 intentionally
providing false information, which the officer knows to be false, or intentionally
providing incomplete responses to specific questions, regarding facts that are
material to the investigation. Specific questions do not include general or ‘catch-all’
questions. For purposes of this Section dishonesty means more than mere
inaccuracy or faulty memory.

32 Written reprimands shall be subject to the grievance procedure of the Agreement.

33 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 involving either
moral turpitude, or a sex or bias crime, where the allegation if true could lead to
termination, 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. In the event the gross misdemeanor charges are
filed by the City, and are subsequently dropped or the employee is acquitted, the
backpay withheld from the employee shall be repaid, with statutory interest. The
Guild will be notified when the Department intends to indefinitely suspend an
employee. The Guild 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. If the
charges are dropped or lessened to a charge that does not meet the qualifications
above, there is a plea or verdict to a lesser charge that does not meet the
qualifications above, or in the case of a hung jury where charges are not refiled, the
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employee shall be immediately returned to paid status. An employee covered by
this Agreement shall not suffer any loss of wages or benefits while on indefinite
suspension if a determination of other than sustained: exonerated, unfounded, or
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 back pay or lost benefits.

34  An employee will be precluded from using accrued time balances to satisfy a
disciplinary penalty that mandates suspension without pay when the suspension is
for eight or more days. However, if precluding such use of accrued time negatively
affects the employee’s pension/medical benefit, the unpaid suspension may be
served non-consecutively.

35 Hearing Procedures

A. When any report of violation of Seattle Police Department rules and
regulations lodged against an employee within the bargaining unit has been
sustained by the Chief, the City shall notify the employee and the Guild in
writing of the disposition of the complaint and the actual or proposed
disciplinary sanction. If the proposed discipline includes suspension, transfer,
demotion or discharge, the City shall also notify the employee of the
employee’s right to a due process hearing before the Chief within ten (10)
days of receipt of the disciplinary action document. Such notice shall be given
in a reasonable period of time prior to the due process hearing, taking into
consideration the severity of the charges, the status of the employee, the
complexity of the case, and the level of the proposed discipline. The
employee, the City, and the Guild shall cooperate in the setting of a hearing
date, which shall be held thirty (30) days after the investigation file is provided
to the Guild (unless mutually agreed to hold it earlier). The parties may agree
to an extension based on extenuating circumstances.

B. When the City provides the employee with the notice described in the
previous Paragraph, the Guild shall additionally be provided with the City’s
disciplinary investigation, including access to any physical evidence for
examination and testing. Nothing herein shall constitute a waiver of the
Guild’s right to request the recommendations of other than the Chief on the
issue of whether the complaint against the employee should have been
sustained and, if so, what the proposed level of discipline should be.

C. All due process hearings shall be held by the Chief of Police. Provided,
however, that if the Chief of Police is absent for five (5) business days or
more, the due process hearing may be held before the Acting Chief.

D. The employee shall have the right to be represented at the due process
hearing by an attorney and a Guild representative. There shall be only one
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primary spokesperson for the employee at the hearing. Department
attendees at the due process hearing will be limited to the Chief of Police, the
Office of Police Accountability (OPA) Director (or designee for discipline
involving suspensions of less than eight (8) days), the Department HR
Director (or designee), an assistant or deputy chief, a member of the
employee’s chain of command, the Inspector General (or designee from that
Office), an attorney from the City Attorney’s Office (CAO)/SPD assigned to
the matter, and, at the request of the named employee, any employee of the
Department.

E. Due process hearings may be held in writing if an employee requests that the
hearing be held in writing, or if the employee is unavailable for an in-person
hearing because the employee is incarcerated or intentionally makes
himself/herself unavailable for the hearing. Employees shall have the right to
waive a due process hearing.

F. Unless further investigation is deemed necessary, the Chief shall make a
good faith effort to make the final decision within ten (10) days as to whether
charges should be sustained, and if so, what discipline, if any, should be
imposed, after considering the information presented in any due process
hearing. 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 case will be sent
back to the OPA for further investigation. The 180-day period for
investigation will be extended by an additional sixty (60) days, less any time
remaining on the 180 day clock (i.e. — if at one hundred twenty (120) days
on the clock, then no extension; if at one hundred fifty (150) days, then an
additional thirty (30) days; if at one hundred eighty (180) days, then an
additional sixty (60) days).

The 180-day period runs from the 180 Start Date (see 3.6B) until the
proposed Disciplinary Action Report is issued. If further investigation is
warranted the 180-day period begins to run again the day after the due
process hearing and will not include the time between issuance of the
proposed Disciplinary Action Report and the due process hearing. The
named employee has no obligation to attend his/her due process hearing or
to present any information during the due process hearing if he/she chooses
to attend.

G. When the Police Chief changes a recommended finding from the OPA, the
Chief will be required to state his/her reasons in writing and provide these to
the OPA Director. A summary of the Chief’s decisions will be provided to the
Mayor and City Council. In stating his/her reasons in writing for changing an
OPA recommendation from a sustained finding, the Chief shall use a format
that discloses the material reasons for his/her decision. The explanation shall
make no reference to the officer’'s name or any personally identifying
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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
his decision.

36 Investigations - This Section does not apply to on-scene law enforcement
investigations occurring at the time police services become involved in an event.
The following procedures apply to follow-up or subsequent investigations of
complaints of misconduct conducted by the Seattle Police Department.

A. Except in criminal investigations, no later than thirty (30) days after receipt
of a complaint by OPA, OPA shall: 1) if the complaint/case has been closed
and no further investigative action will be taken, notify the named employee
and the Guild of the receipt of complaint, including a copy of the complaint,
and the disposition; 2) if the complaint/case has been referred to the chain
of command, notify the employee and the Guild; or 3) in all other
complaints/cases, furnish the employee and the Guild with a classification
report. The classification report shall include, at a minimum, i) a copy of the
complaint, ii) the results of the OPA’s preliminary review of the complaint, iii)
the title and section (e.g. — 8.04 is Title 8, Section 4) of the policy or policies
that the employee potentially violated, iv) a meaningful, detailed description
of the employee’s alleged actions that potentially violate the Department’s
policies, and, v) the procedures it intends to use in investigating the
complaint (e.g., OPA investigation). In order to ensure mutual understanding
of this provision, the parties have included examples in Appendix H. In the
case of allegations involving discrimination, harassment, retaliation or other
Equal Employment Opportunity (EEO) laws, the classification report will
indicate whether the investigation will be managed through the Seattle
Department of Human Resources (SDHR). No employee may be interviewed
until the employee has been provided the classification report.

B. Except in cases where the employee is physically or medically unavailable to
participate in the internal investigation, no discipline may result from the
investigation if the investigation of the complaint is not completed within one-
hundred eighty (180) days after the 180 day start date (the 180 Start Date),
or (if submitted to the prosecutor within one hundred eighty (180) days) thirty
(30) days after receipt of a decline notice from a prosecuting authority or a
verdict in criminal trial, whichever is later. Provided, however, in the case of
a criminal conviction, nothing shall prevent the Department from taking
appropriate disciplinary action within forty-five (45) days, and on the basis of,
the judicial acceptance of a guilty plea (or judicial equivalent such as nolo
contendere) or sentencing for a criminal conviction, whichever is earlier.

C. The 180 Start Date begins on receipt/initiation of a complaint by the OPA.

D. For purposes of this section, receipt/initiation of a complaint by the OPA will
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also be deemed to have occurred:

1. On the date of an incident if (a) OPA personnel were present at the
scene and reviewed incident video, participated in employee interviews
or attended a FIT breakout session; or (b) if OIG personnel were
present and subsequently filed a complaint arising out of the incident.

2. For incidents submitted to the Chain of Command in Blue Team (or its
successor), the date on which the incident was forwarded to OPA by a
supervisor.

3. The date detailed in Section 3.8.C.7 for cases of less than serious acts

of misconduct that are handled by the chain of command.

Where the OPA has not opened an investigation after receiving a forwarded
Blue Team entry, and then material new evidence (including video) is
provided at a later date that suggests serious misconduct did occur, a new
180 Start Date will be triggered on the date that the new material evidence
of serious misconduct is received by the OPA.

E. Automatic Extension of the 180 Day Time Period - In the event that the Force
Review Board refers an allegation of excessive force where the alleged force
is a Type lll use of force, if the FRB refers it within seven (7) calendar days
of the FRB meeting in which the incident was reviewed, the 180-day period
for investigation will be extended by an additional sixty (60) days, less any
time remaining on the 180 day clock (i.e., if at one hundred twenty (120) days
on the clock, then no extension; if at one hundred fifty (150) days, then an
additional (30) days; if at one hundred eighty (180) days, then an additional
sixty (60) days).

F. Suspension of the 180 Day Time Period

1. If the OPA cannotimmediately identify the employee who is the subject
of the complaint, the OPA will provide the required notifications to the
Guild. Once the OPA identifies the employee who is the subject of the
complaint, the notification process with respect to that employee shall
begin. In such cases, the 180 day time limit provided in this section
shall be temporarily held in abeyance if sixty (60) days have elapsed
without identification of the employee. The 180 day time limit will
continue from the point where it was held in abeyance (i.e., at day 61)
when the OPA identifies and notifies the employee of the complaint in
accordance with subsection 3.6A above. The Guild will be
contemporaneously notified whenever the notification process has
stopped due to the Department’s inability to identify the employee who
is the subject of the complaint and will be notified contemporaneously
whenever the Department subsequently is able to identify the
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employee.

In addition to those circumstances defined in subsection B.1, above,
the 180-day time period will be suspended when a complaint involving
alleged criminal conduct is being criminally investigated, reviewed by
a prosecuting authority, or is being prosecuted at the city, state,
county, tribal or federal level.

In circumstances where OPA or the Department requests/directs that
alleged conduct be criminally investigated, OPA shall provide notice
to Guild that a case has been referred for criminal investigation, which
includes the OPA case number so that the case can later be identified.

G. 180 Day Extension Requests

3.

Seattle Police Officers’ Guild

The OPA may request and the Guild will not unreasonably deny an
extension of: (1) the thirty (30) day period for furnishing the employee
a classification report, if the complaint was not referred by the sworn
supervisor to his/her Chain of Command or the OPA in a timely
manner; (2) the one-hundred eighty (180) day time restriction if the
OPA has made the request before the one-hundred eighty (180) day
time period has expired; has exercised due diligence in conducting
the investigation of the complaint; and is unable to complete the
investigation due to one of the following reasons: i) the unavailability
of witnesses/named employee; ii) the unavailability of a Guild
representative; iii) the OPA Director position becomes vacant due to
unforeseen exigent circumstances; iv) when a complex criminal
investigation conducted by the City takes an unusually long period of
time to complete, and the City has exercised due diligence during the
investigation; or v) other reasons beyond the control of the
Department. A request for an extension due to the unavailability of
witnesses must be supported by a showing by the Department that
the witnesses are expected to become available within a reasonable
period of time. The City’s request for an extension will be in writing.
The Guild will respond to the request in writing, providing the basis for
denial, and recognizing that the determination will be based on the
information provided to it.

The OPA may request an extension for reasons other than the
reasons listed above; however, any denial shall not be subject to
subsection C1 above. Any approval or denial of a request for an
extension other than the reasons listed in C1 shall be non-
precedential.

Nothing in this section prohibits the OPA from requesting more than

one extension during the course of aninvestigation.
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4. In determining whether an extension request under C1 was
appropriately denied, the factors to be considered are the good faith
of the parties, the facts and circumstances surrounding the request,
and the information provided to the Guild by the City.

H. 180 Start Date Re-Calculation

When a community member complains about an incident, the OPA will
generally investigate even in situations where the 180 day period for
investigation may have expired. In the event an incident that was or should
have been determined to be a Type Il Use of Force, Bias, or Pursuit is entered
into Blue Team, reviewed by the Chain of Command, the Chain of Command
does not forward the incident to OPA, and a community member later
complains, the OPA may initiate the following process to determine whether
a re-calculation of the 180 Start Date is appropriate.

1. If OPA’s investigation results in an OPA recommended finding that :
(i) serious misconduct occurred, and that (ii) the serious misconduct
was or should have been determined by the Chain of Command to be
a violation of the Type Il Use of Force, Bias, or Pursuit policy (or
policies), OPA may request in writing that the 180 Start Date be
recalculated to commence effective on the day of the community
member’s complaint. Such requests may not be unreasonably denied
by the Guild. In the event the Guild denies the re-calculation, the Guild
shall explain in writing the reason for the denial, and the matter will be
resolved by the Chief, as provided below. If OPA recommends a
finding that the serious misconduct described above occurred, it will
forward its recommendations to the Chief. After reviewing OPA’s
recommendations, and offering a due process hearing where
required, the Chief will determine in writing whether the matter was
appropriate for re-calculation, and if so, whether the findings of OPA
should be sustained and discipline imposed. The Chief’s decision on
re-calculation as well as any discipline issued are subject to arbitration.

2. In the event a Bias or Pursuit incident entered into Blue Team is
recalculated pursuant to D.1. above, and there was a Type | Useof
Force in the same incident that was serious misconduct, which was
not previously reported to OPA, -then the recalculated 180 Start Date
from the Bias/Pursuit incident will be applied to the Type | Use of
Force.

When an employee is to be interviewed or is required to make a statement
relative to a complaint against him/her by any City agency, that employee
will be afforded his/her rights under the Police Officers' Bill of Rights (see

Article 3.12) by that City agency.
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If another City agency is conducting an investigation of the
Department or any of its employees, the Department may order an
employee to comply with the investigation through either writing a
report or statement or participating in an in-person interview. If the
employee is ordered to participate in an in-person interview, the
interview shall comply with all requirements of this agreement,
including the notice requirements for in- person interviews. If an
employee is not ordered by the Department to write a report or
statement or participate in an in-person interview, the employee’s
participation in the investigation shall be voluntary.

J. Administrative Misconduct Interviews

Seattle Police Officers’ Guild

The OPA shall conduct in-person interviews of the named employee
and any member of the Guild’s bargaining unit who has been
determined to be a witness. Named and witness employee interviews
shall be conducted in conformance with the Bill of Rights and all legal
and constitutional protections and requirements. For the sole and
exclusive purpose of determining whether or not an employee was a
witness to an event or incident that is the subject of a complaint, the
employee may be required to submit within five days of receipt a
written response to questions provided to the employee in writing by
the OPA.

At least five (5) calendar days and no more than thirty (30) days prior
to the interview, the OPA shall provide notice to the Guild and the
employee being interviewed. The Chief of Police, or Acting Chief of
Police in the event the Chief is unavailable, may determine that notice
of not less than one (1) calendar day is appropriate for interviews in a
specific case due to exigent circumstances. The notice shall include
all notice required by Article 3.12 of this Agreement, shall advise the
employee of his/her right to representation by the Guild during the
interview, and shall include the subject matter(s) about which the
employee will be questioned. The classification report shall be
provided together with the notice of the interview, if the classification
report has not been previously provided to the employee.

If, during the course of the interview, the OPA believes that the
employee’s answers raise the possibility that the employee engaged
in misconduct unrelated to the original inquiry, the OPA may continue
the interview in the new area after providing the employee with the
notice required in 3.6F(2), unless otherwise agreed by the OPA, the
Guild and the employee.
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The Guild will be allowed reasonable on-duty release time for a Guild
Board member or shop steward to provide representation requested
by the employee during the questioning.

Persons in attendance at OPA interviews will be limited to the
employee, the employee’s Guild representative and/or attorney (no
more than two (2) persons), the OPA investigator(s) assigned to the
case and the OPA Director and/or Lieutenants and Captain, or the
civilian positions that replace the Lieutenants and Captain in OPA, (no
more than three (3) persons), and a court reporter or stenographer, if
requested. An OIG representative may attend interviews as a neutral
observer. OIG will make a good faith effort to provide the Guild and
OPA 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.

All interviews shall be digitally audio recorded and transcribed unless
the employee objects. Interviews that are not digitally audio recording
for transcription by OPA shall be recorded by a court reporter or
stenographer. The employee and/or entity requesting a court reporter
or stenographer shall pay all appearance fees and transcription costs
assessed by the court reporter or stenographer and shall make
available to the other party an opportunity to obtain a copy of any
transcription.

If the interview is digitally audio recorded by the OPA, the employee
and/or the Guild shall have the right to make an independent digital
audio recording of the interview, a copy of which shall be made
available to the OPA upon request. The OPA shall provide the Guild
a copy of the transcript of the digital audio recording made by OPA at
no cost within five (5) days after completion of the transcription. If
there is a follow-up interview, the transcript shall be provided, if
requested, and shall be provided to SPOG at least five (5) days prior
to the follow-up interview.

K. Timing of Investigations - No disciplinary action will result from a complaint

of misconduct where the complaint is made to the OPA more than four (4)
years after the date of the incident which gave rise to the complaint, except:

1.

2

3.

Seattle Police Officers’ Guild

In cases of criminal allegations, or
Where the named employee conceals acts of misconduct, or
For a period of thirty (30) days following a final adverse disposition in

civil litigation alleging intentional misconduct by an officer.
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L. Unless pursuant to a court order or by operation of law, access to OPA files
shall be limited to members of the OPA, the OIG, OPA Auditor, Deputy and
Assistant Chiefs, the Legal Advisors, the Department’s Human Resources
Director, the City Attorney’s Office and the Chief of Police. The Community
Police Commission (CPC) will only have access to closed OPA files. The
Chief of Police or his or her designee may authorize access to the officer’s
Captain, and to others 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.

M. OPA shall utilize an electronic system (currently IA-Pro) that retains a record
when individuals from outside OPA have been granted access to the file and
the date of access. In the event a file is accessed for the purpose of
transmitting it to someone outside the Department, a notation shall be
included in IA-Pro indicating who the file will be transferred to and the reason
for the transmittal. A notation is not required if the file is transferred to OIG,
or an attorney working on a matter involving the named employee. The
record will be provided to SPOG upon a written request.

N. An employee may request access to the investigatory portion of closed OPA
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. If an
employee has appealed discipline, the employee shall be allowed to access
the investigatory portion of the OPA file related to the discipline of that
employee on the incident involved in the appeal.

0. 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. At least five (5) business days prior to release of information
by the City, the City shall notify an employee by mail at their last designated
home address, with a copy to the Guild, of requests for access to internal
disciplinary proceedings files and OPA files concerning the employee made
by other than the individuals identified in 3.6L. It is understood that an
officer's personal identifying information shall be redacted from all records
released to the extent permissible by law.

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, consistent with the provisions of this Section
3.6.0.
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P. OPA files shall be retained for the duration of City employment plus ten (10)
years, or longer if any action related to that employee is ongoing.

37 Criminal Investigations - The Chief, after consultation with OPA will determine the
appropriate investigative unit 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. Unless otherwise required
by law, while there is a presumption that criminal investigations will be performed by
the City of Seattle, investigations may be sent to other agencies to be performed on
behalf of the City in cases of a potential conflict of interest or other
extenuating/unusual circumstances. In the event the Chief decides to have the
Department conduct a criminal investigation internally despite the objection of OPA,
the Chief will provide a written statement of the material reasons for the decision to
the Mayor and the City Council President. OPA will not conduct criminal
investigations. OPA and specialty unit investigators conducting the investigation
may communicate about the status and progress of the criminal investigation, but
OPA will not direct or otherwise influence the conduct of the criminal investigation.
In the discretion of the Department, simultaneous OPA and criminal investigations
may be conducted. In the event the Department is conducting an OPA investigation
while the matter is being criminally investigated or considered by a prosecuting
authority, the 180-day timeline provision continues to run. The criminal investigation
shall become part of the administrative investigation. The Chief of Police may, at
his/her discretion, request that an outside law enforcement agency conduct a
criminal investigation.

38 Supervisor Policy and Performance Review and Frontline Investigations - The
parties recognize that OPA is responsible for reviewing/investigating allegations of
serious misconduct, as defined by Policy 5.002 (Responsibilities of Employees
Concerning Alleged Policy Violation). The employee’s chain of command has
primary responsibility for resolving performance issues and allegations of minor
policy violations that do not meet the definition of serious misconduct (“less than
serious misconduct”). Allegations of less than serious misconduct may result in the
employee’s chain of command using either Supervisor Policy and Performance
Review or a Frontline Investigation. At its discretion, OPA may defer, after review,
allegations of serious misconduct to the employee’s chain of command for handling
in the same manner as a less than serious misconduct allegation. The Supervisor
Policy and Performance Review and Frontline Investigation processes described
below will become effective upon publication of corresponding revisions to the SPD
manual. Such revisions to the processes described below and to Policy 5.002, and
any future revisions to such, will be negotiated with the Guild prior to
implementation.

A. Complaints Received/Initiated by OPA

1. Where allegations limited to less than serious misconduct are
submitted directly to OPA, OPA will forward those allegations to the
Seattle Police Officers’ Guild 15
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employee’s chain of command for review and disposition. The chain of
command will use the Supervisor Policy and Performance Review
process or a Frontline Investigation, as determined by the chain of
command.

2 Where a complaint received by OPA includes allegations of serious
and less than serious misconduct, and OPA determines the
investigation into the facts of the alleged serious misconduct will not
necessitate the review/investigation of the facts of the alleged less than
serious misconduct, OPA will forward the allegations of less than
serious misconduct to the employee’s chain of command for review
and disposition. The chain of command will use the Supervisor Policy
and Performance Review process or a Frontline Investigation.
However, where a performance issue or less than serious misconduct
has been repeated despite being previously addressed through
discipline or repeated counseling and retraining at the chain of
command level, the chain of command may elect to return the matter
to OPA.

3. Where a complaint received by OPA includes allegations of serious
and less than serious misconduct, and OPA determines the
investigation into the facts of the alleged serious misconduct will
necessitate the review/investigation of the facts related to the alleged
less than serious misconduct, OPA will investigate all of the
allegations. Once the investigation is completed, the investigation will
be sent to the chain of command for the disposition of the less than
serious misconduct allegations through a Supervisor Policy and
Performance Review or discipline up to a written reprimand, as
determined by the chain of command, via a Frontline Investigation.

B. Complaints Received/Initiated by the Chain of Command - When performance
issues or allegations of less than serious misconduct are raised by the chain of
command or are received by the chain from the community, sergeants are
responsible for determining whether the appropriate response to the
issue/incident involves a Supervisor Policy and Performance Review or a
Frontline Investigation. In making their determination, sergeants will consider
the type of conduct and whether the conduct has been repeated. In instances
where the conduct is such that it may warrant a disciplinary response, the
Frontline Investigation process will be used. Where performance issues or less
than serious misconduct persist despite being previously addressed through
discipline as the result of a Frontline Investigation, the issue will be referred to
OPA for investigation.

C. Frontline Investigations

1. The Frontline Investigation will be handled by a supervisor who holds the
permanent rank of Lieutenant or higher (the “Frontline Supervisor”).
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Upon opening a Frontline Investigation, the Frontline Supervisor will issue
a Frontline Investigation Form (the “Form”) to the named employee and
the Guild. The Form will include or be accompanied by the information
identified in Section 3.6A subsections (i), (iii), and (iv).

Named and witness employee interviews shall be conducted in
conformance with the Bill of Rights and all legal and constitutional
protections and requirements. At least seventy-two (72) hours prior to an
interview, the Frontline Supervisor shall provide notice to the employee
being interviewed. The notice shall include all notice required by 3.12 of
this Agreement, shall advise the employee of his/her right to
representation by the Guild during the interview, and shall include the
subject matter(s) about which the employee will be questioned. The Form
shall be provided together with the notice of the interview, if the Form has
not been previously provided to the employee. No employee may be
interviewed until the employee has been provided the Form.

The Frontline Supervisor will audio record the employee’s statement. The
Guild will be allowed reasonable on-duty release time for a Guild Board
member or shop steward to provide representation requested by the
employee during the questioning.

If, during the course of the interview the Frontline Supervisor believes that
the answers raise the possibility that the employee engaged in misconduct
unrelated to the original inquiry, and the new potential misconduct would
be a less than serious policy violation suitable for a Frontline Investigation,
the supervisor may continue the interview in the new area after providing
the employee with a new Form. If the new potential misconduct is
potentially serious misconduct, the interview will cease, and the potential
serious misconduct will be immediately referred to OPA.

If the Frontline Supervisor determines it is warranted, the Frontline
Supervisor may impose discipline up to a written reprimand. The result(s)
of a Frontline Investigation, which will include the findings on the alleged
policy violations and, if sustained, a description of the conduct that is the
basis for the finding, will be recorded in writing within the Department’s
Blue Team (or successor) system. The employee and the Guild will be
notified of the entry into the Department system.

Except as provided above and Article 3.6.B, C, and K, during the Frontline
Investigation the provisions of Section 3.6 related to OPA investigations
shall not apply. All Frontline Investigations shall be subject to audit for
systemic review by the OIG. For cases of less than serious acts of
misconduct, the 180 Start Date will begin with the receipt of information
where the supervisor takes a documented action to handle the complaint
(e.g., an entry in the performance appraisal system (“PAS”) or successor),
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less any time by which the investigation was delayed in order to obtain a
Guild representative. Written notice of proposed discipline issued by a
Frontline Supervisor will be treated as a proposed Disciplinary Action
Report (see Section 3.5.F) for purposes of calculating the 180 day period
to investigate less than serious misconduct (see Section 3.6.B).

D. Supervisor Policy and Performance Review

1. Less than serious policy violations addressed via a Supervisor Policy and
Performance Review will not result in discipline.

2. The employee’s immediate supervisor will conduct an informal
investigation. If the supervisor needs to discuss the alleged less than
serious policy violation with the employee, the immediate supervisor shall
notify the employee that discipline cannot result from the conversation.

3. If the supervisor determines that a complaint is not sustained or does not
require further action (e.g., because it does not involve an alleged policy
violation), that conclusion will be documented in the Department’'s
Supervisor Engagement Tracking System. If the supervisor counsels
and/or reviews a policy with the employee, the date of the discussion and
the policy reviewed will be documented in PAS.

4. All Supervisor Policy and Performance Review shall be subject to audit
for systemic review by the OIG.

5. If the supervisor becomes aware of potential misconduct that is potentially
serious misconduct, the Supervisor Policy and Performance Review will
cease, and the potentially serious misconduct will be immediately
referred to OPA.

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

310 Mediation

A. 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 mutualagreement.
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B. For cases involving dissatisfaction with an interaction with an officer, the initial
notification under 3.6A will ask the officer whether he/she is willing to mediate
the complaint.

C. Assuming the employee 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 eligible for mediation.
Complaints may also be deferred to mediation after an investigation has been
commenced. A deferral will not be made until such time as the complainant
has agreed to participate in the mediation process. Nothing herein shall affect
the obligation of the employer that any discipline be imposed in accordance
with justcause.

1. Voluntary process — Mediation will occur only if both the complainant
and employee agree.

2. Non-disciplinary process — If the employee agrees and participates in
mediation, or the complainant refuses to participate after the employee
has agreed to participate, the complaint will not result in discipline or
a record on the employee’s complaint history.

3. 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.

4. If the Mediator informs the Department that the employee participated
in the process in good faith, the complaint will be dismissed and will not
be recorded on the officer’'s complaint history. Good faith means:

a. The officer actively listens to the perspective of the other party;
and
b. The officer fully communicates his/her own position and

engages in the discussion.

Good faith does not require the officer to agree to any particular
resolution of a complaint.

5. If the Mediator informs the Department that the employee did 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 tolled during the
time from when the complaint was deferred to mediation until the
matter is returned to OPA.

6. Confidential process — The parties to mediation will sign a
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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.

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

8. The panel of mediators will be jointly selected by the OPA and the
Guild. All costs of mediation shall be borne by the City.

311 Rapid Adjudication

A Rapid Adjudication may be initiated by the employee or OPA, as set forth
below. It can be utilized when an employee recognizes that their conduct was
inconsistent with required standards and is willing to accept discipline for the
policy violation rather than requiring an extensive investigation by OPA.

B. 1. Employee Initiated.

Included with the classification report will be information about the
Rapid Adjudication process. Within fourteen (14) calendar days of
receiving the classification report, the employee may request Rapid
Adjudication by submitting a written request to OPA. The OPA (in
consultation with the Chief or designee) will have twenty-one (21)
calendar 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 Guild 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 twenty-seven
(27) hours. The employee shall have fourteen (14) calendar 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 resumed 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 a Guild
Rep at any such meeting.
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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 and the Guild 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 fourteen (14) calendar 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 a Guild Rep at
any such meeting.

Rapid Adjudication 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 Rapid
Adjudication if requested by the employee. An employee may request
Rapid Adjudication at any time during an investigation by submitting
a written request to OPA. Any such request will toll the 180-day
timeline starting on the date the employee’s written request is
received by OPA. OPA (in consultation with the Chief or designee)
shall respond to the request within fourteen (14) calendar days of
receiving the request with notification of either a denial of the request
or an Acceptance Notice to the employee and the Guild. If an
Acceptance Notice is provided, the procedures outlined above shall
apply. If the employee’s request is denied, the investigation and the
180-day timeline will resume on the date of the denial.
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C. 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 thatemployee.

D. Neither the Department’s proposed discipline, the willingness of the
Department, OPA, and the employee to consider utilizing Rapid Adjudication,
or rejection of Rapid Adjudication by the employee, 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.

312 Police Officers’ Bill of Rights

A. All employees within the bargaining unit shall be entitled to protection of what
shall hereafter be termed as the "Police Officers' Bill of Rights," except as
provided at subsection B below. The Police Officers’ Bill of Rights spell out
the minimum rights of an officer but where the express language of the
contract or the past practices of the Department grant the officer greater
rights, the express language of the contract or the past practices of the
Department shall be rights granted the officer. The placement of the Bill of
Rights within Article 3 rather than an Appendix to the Agreement is solely for
convenience and is not intended to limit or expand the scope of its
application, including the Department’s past practices, which include but are
not limited to the Bill of Rights being applied to Force Investigations Team
(FIT)investigations.

B. The Police Officers’ Bill of Rights shall not apply to the interview of a named
or witness employee in a criminal investigation by the Department that may
be the basis for filing a criminal charge against an employee, except as
follows:

1. The Department shall notify the named employee in writing at the
beginning of any follow-up interview that the investigation is a criminal
one; that the named employee is free to leave at any time; and that the
named employee is not obligated by his/her position with the
Department to answer any questions; and

2. A witness employee shall be provided a written notice not less than one
(1) calendar day prior to being interviewed in a follow-up Departmental
criminal investigation advising them of the date, time and location of
the interview, that the employee is to be interviewed as a witness in a

Seattle Police Officers’ Guild 22
Effective through December 31, 2027



Departmental criminal investigation, and which notice shall contain the
following advisement: “As an employee witness in a Departmental
criminal investigation, in accordance with the Police Officers’ Bill of
Rights, you have a right under Weingarten to have a Seattle Police
Officers’ Guild representative present at the interview should you
choose.”

C. All other departmental interviews of employees in administrative misconduct
investigations shall be conducted pursuant to the following conditions:

1.

Seattle Police Officers’ Guild

The employee shall be informed in writing if the employee so desires
of the nature of the investigation and whether the employee is a
witness or a named employee before any interview commences,
including the name, address of the alleged misconduct and other
information necessary to reasonably apprise him of the allegations of
such Complaint. For an EEO matter, the SPD Human Resources
Director may be listed as the Complainant in the classification report.
The employee shall be advised of the right to be represented by the
Guild at the interview.

Any interview of an employee shall be at a reasonable hour,
preferably when the employee is on duty unless the exigencies of the
investigation dictate otherwise.

Any interview (which shall not violate the employee's constitutional
rights) shall take place at a Seattle Police facility, except when
impractical. The employee shall be afforded an opportunity and
facilities to contact and consult privately, if he/she requests, with an
attorney of his/her own choosing or a representative of the Seattle
Police Officers' Guild before being interviewed. An attorney of his/her
own choosing or a representative of the Seattle Police Officers' Guild
may be present during the interview (to represent the employee within
the scope of the Guild’s rights as the exclusive collective bargaining
representative of the employee). Officers will be allowed a reasonable
period of time (not to exceed four (4) hours) to obtain representation.
No officer shall be subject to discipline for failure to cooperate if the
notice or time of the interview prevents him or her from exercising the
right to obtain representation.

The questioning shall not be overly long and the employee shall be
entitled to such reasonable intermissions as the employee shall
request for personal necessities, meals, telephone calls, and rest
periods.

The employee shall not be subjected to any offensive language, nor
shall the employee be threatened with dismissal, transfer, or other
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disciplinary punishment as a guise to attempt to obtain his/her
resignation, nor shall he be intimidated in any other manner. No
promises or rewards shall be made as an inducement to answer
questions.

6. It shall be unlawful for any person, firm, or corporation of the State of
Washington, its political subdivisions or municipal corporations, to
require any employee covered by this Agreement to take or be
subjected to any lie detector or similar tests as a condition of
continued employment.

7. If the City has reason to discipline an officer, the discipline shall be
administered in a manner not intended to embarrass the officer before
other officers or the public.

3.13 Equal Employment Opportunity (EEQO) Investigations

A. Complaints of Discrimination, Harassment, Retaliation, and other matters
related to EEO laws and regulations shall be investigated under supervision
of the Human Resources Unit.

B. EEO Investigations may be conducted by a sworn sergeant assigned to the
Human Resources Unit (or if the sergeant position is civilianized pursuant to
Appendix G of this Agreement, the civilian who replaced such position) or, in
the Department’s discretion, by a neutral civilian investigator with expertise in
EEO investigations. Such outside investigator shall either be an EEO
investigator employed by a City department other than SPD or an investigator
retained by the City of Seattle.

C. At the Department’s discretion, an investigation may culminate in a written
report or an oral report of investigative findings to the Human Resources Unit
or command staff, as appropriate. No discipline may be administered without
a written report. The Department shall at minimum provide the complaining
employee a closure notice.

D. The Department may, at any time, refer an EEO matter to the OPA for a
disciplinary investigation. The provisions of Section 3.6 shall apply to EEO
investigations.
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ARTICLE 4 - EMPLOYMENT PRACTICES

41 Working Out of Classification - Any employee who is assigned by appropriate
authority to perform all of the duties of a higher paying classification and/or
assignment for a continuous period of one (1) day or any portion thereof orlonger
shall be paid at the first pay step of the higher position for each day worked at the
higher classification and/or assignment.

42 Personnel Files

A. The Personnel files are the property of the Employer. The Employer agrees
that the contents of the personnel files, including the personal photograph,
shall be confidential and shall restrict the use of information in the files to
internal use by the Police Department or other police agencies, including the
OIG, and other City employees with a reasonable need to have access to the
file. The Chief may authorize disclosure on the same reasonable need to have
access basis to a third party hired by the City to perform work for the City,
such as an outside attorney working on a grievance arbitration or an
independent investigator performing an EEO investigation for the City. A
confidential log will be maintained of any such authorizations authorized by
the Chief. This provision shall not restrict such information from becoming
subject to due process by any court or administrative tribunal. It is further
agreed that information shall not be released to outside groups without the
approval of the Chief of Police and the individual employee when practicable.
The employer shall notify the employee of any request by the media, by Public
Records Act, or by subpoena (except in criminal cases where the employee is
the suspect) for the contents of a personnel file. The employer shall use
reasonable efforts to protect the confidentiality of such materials. Access to
an employee’s personnel file shall be recorded by a check-out system and
the employee will be allowed to review the record of who has checked out
their file.

B. 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.

43 Rehires - In the event an employee leaves the service of the Employer and within
the next two (2) 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 and longevity pay, and the
employee's vacation accrual rate; in addition, the Chief of the Seattle Police
Department shall grant sick leave credits in accordance with the rehired employee’s

past service time.
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44 Non-discrimination - It is agreed by the Employer and the Guild that the City and
the Guild are obligated, legally and morally, to provide equality of opportunity,
consideration and treatment to all members employed by the Seattle Police
Department in all phases of the employment process and will not unlawfully
discriminate against any employee by reason of race, disability, age, creed, color,
sex, national origin, religious belief, marital status or sexual orientation.

45 Privacy - It is agreed by the Employer and the Guild that employees have a
reasonable expectation of privacy in their assigned lockers and desks and their
persons, provided that lockers and desks may be subject to routine inspection upon
order of a Bureau Commander and they may be entered without prior notice under
exigent circumstances upon the order of a Lieutenant or above, who is not a
bargaining unit member. Justification for entry without prior notice shall be
memorialized in writing at or near the time the order is given and provided to the
employee within five (5) days of the action. Provided, however, that the Employer
shall not be required to provide or exhibit a written order to either the employee or
the Guild before undertaking the search.

46 In-Service Training

A. During the term of this Agreement, the Department will offer a minimum of
thirty-two (32) hours of training per member per year. Each year the training
shall include: firearms and use of force; and first aid. The training shall also
include, but not necessarily be limited to, two (2) of the following four topics:

1. Diversity and Ethics Training.
2. Emergency Vehicle Operation.
3. Defensive Tactics.

4. New technology.

Those topics that are not subjects of training in one year shall be subjects
in the following year.

B. The parties understand that because of availability of training facilities and
other resources, not every member may receive each of the preceding types
of training in each year.

C. The City may substitute certified or accredited training programs provided by
non-City entities upon notice to the Guild (i.e., Caliber Press StreetSurvival).

D. If by December 1 of any given year an employee believes that they have not
been provided with the required training, the employee shall notify his/her
Chain of Command. The Department will have sixty (60) days to remedy the
situation.
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E. Members shall be required to report in writing any approved training course
they take.

4.7 Seattle Center Employee Parking - Employees who are assigned to work at the
Seattle Center and who desire parking privileges shall pay twenty dollars ($20.00)
a month for parking during working hours only, or twenty-five dollars ($25.00) a
month for parking during working hours and all other hours.

4.7.1 Parking - During the term of the Agreement, the City shall continue the current
practice with respect to employee parking.

4.8 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 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.

49  The Employer and the Guild shall establish a Joint Labor-Management Committee
(JLMC) composed of an equal number of Employer and Guild representatives, not
to exceed a total of eight (8) members.

A. The Chief of Police or his/her designee shall be a member of the JLMC and
shall be responsible for appointing the other Employer members, one of
whom shall be the City Director of Labor Relations or his/herdesignee.

B. The President of the Guild or his/her designee shall be a member of the
JLMC and shall be responsible for appointing the other Guild members.

C. The Chief of Police or his/her designee and the President of the Guild or
his/her designee shall have the authority to appoint alternate members who
shall attend and participate at JLMC meetings in the absence of regular
members.
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49.1 The JLMC shall meet at the request of either party but not less than quarterly for
the purpose of discussing matters related to productivity, efficiency, and concerns
pertaining to the improvement of the Department and welfare ofemployees.

4.9.2 A party may have such resource persons attend meetings of the JLMC as the party
deems necessary. The cost of such resource persons shall be borne by the party
requesting the persons’ attendance.

4.9.3 All decisions of the JLMC shall be reached by consensus. No decision of the JLMC
shall be in conflict with the collective bargaining agreement. Any decision of the
JLMC that has budgetary implications must be approved by the Chief of Police and
may need to be legislated before it can be implemented.

4.9.4 The parties agree that the following shall be agenda items for discussion by the
JLMC: vacation scheduling; changing the clothing allowance to a voucher and/or
quartermaster system; the 72-hour notice provision, Section 7.3; access to, retention
of, and the contents of personnel files; the procedures used by the City with respect
to employees who initially fail to qualify with their firearms, Section 7.5; and
alternative work shifts. The parties also agree that patrol shift start times would be
an appropriate topic for an EIC.

4.10 Employee Involvement Committees - The parties agree to use the EIC process to
address workplace issues. The JLMC shall charter EICs. Employee Involvement
Committees shall have the authority to make recommendations to the JLMC on the
respective workplace issues. EICs that are chartered for the purpose of addressing
issues relating to an alternative work schedule shall include a specific
recommendation regarding the manner in which training days will be scheduled to
avoid creating an increase in overtime costs for training those employees working
the alternative shift.

4.11 The Department is responsible for setting patrol staffing levels. Staffing levels will
be based upon the shared objectives of addressing average workload, providing for
reasonable safety and backup for patrol officers, and providing the highest level of
public safety. Setting staffing levels for the purpose of meeting the City’s service
needs is not grievable pursuant to this agreement. The Department shall maintain,
or assign as provided below, sufficient shift staffing in each precinct during all hours
to ensure that officers have sufficient back up and other personnel resources to safely
perform their job duties. Staffing levels for average workload are not presumptive
evidence of minimum levels for reasonable safety.

Patrol shift supervisors shall make every reasonable and necessary effort to ensure
that safe patrol staffing levels are met during their assigned shifts. In the event that
safe patrol staffing levels cannot be met during an assigned shift, on- duty patrol
supervisors may utilize other on-duty uniformed resources, utilize ACT/CPT
personnel, draw uniformed personnel from other precincts with available resources,
and if those measures are unsuccessful, with approval of the appropriate lieutenant

or precinct commander, utilize officers on an overtime basis.
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Grievances related to this provision shall be filed at step one. If the grievance is not
resolved at step one, it shall be forwarded to the JLMC at the next scheduled
meeting for handling at step two. If the grievance is not resolved at step two it shall
proceed to arbitration upon the request of either party in accordance with the
arbitration provisions of Article 14 of this Agreement. A sustained grievance on this
section that staffing levels created actual unsafe working conditions must be proven
by a preponderance of the evidence.

4.12 Within sixty (60) days of a sergeant vacancy becoming available the vacancy will be
filled with a permanent promotion.

4.13 Meal Reimbursement - The reimbursement rate for meals that are reimbursed
pursuant to City and Department policies and practices will be the rate established
by the federal government. Employees will not be required to submit receipts for
meals and may retain the unspent portion of an advance provided for meals.
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ARTICLE 5 - HOURS OF WORK, OVERTIME, AND SPECIAL EVENTS

5.1 Hours of Duty - The normal work schedule for all employees subject to this
Agreement shall be the equivalent of forty (40) hours per week on an annualized
basis. All shifts will include one (1) or more paid meal periods. Each unit will have
one of the assigned normal work schedules below. Employees will be assigned a
normal work schedule consistent with their assigned unit. Unless otherwise
provided in this Agreement (e.g., Section 5.3), the normal work schedule
assignments in place for each unit on the effective date of this Agreement will not
be changed except through the bargaining process required by RCW 41.56

5.1.1 4/10 Schedule - Four (4) consecutive ten- (10) hour days followed by three (3) days
off. All personnel working a 4/10 schedule will have a twenty-eight- (28) day FLSA
work period.

A. Rotating Patrol Schedule. For officers assigned to the rotating patrol schedule,
the watch hours for the 4/10 schedule will be:

1st shift watch — 0400 to 1400
2nd shift watch — 1100 to 2100
3 shift watch — 1900 to 0500

The days of work for the 4/10 rotating patrol schedule will be:

Precinct Schedule Position 1 Schedule Position 2
North Saturday, Sunday, Tuesday, Wednesday,
Monday, Tuesday Thursday, Friday
South/Southwest | Friday, Saturday, Sunday, Monday, Tuesday,
Monday Wednesday, Thursday
East Thursday, Friday, Monday, Tuesday,
Saturday, Sunday Wednesday, Thursday
West Friday, Saturday, Sunday, | Tuesday, Wednesday,
Monday Thursday, Friday

*The day listed is the day 3™ Watch starts their shift. Overlap days are in
italics and bold.
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All officers and sergeants on the 4/10 rotating patrol schedule will rotate from
Schedule Position 1 to Schedule Position 2 or from Schedule Position 2 to
Schedule Position 1 every four (4) months. Calculation of the four- (4) month
rotation will start on February 15th, 2023, and rotate on a schedule of sixteen
(16) weeks, twenty (20) weeks, sixteen (16) weeks (repeating). This will ensure
that the rotations always occur in February, June, and October. Employees shall
be allowed to return to their assigned station no more than fifteen (15) minutes
prior to the end of the assigned shift to check out and finish shift completion
tasks.

B. Non-Rotating 4/10 Schedules. The days of week and shift hours for units
assigned to a 4/10 schedule other than the rotating patrol schedule vary from
the schedule described in Paragraph A above. The schedule patterns are:
paired Monday-Thursday/Tuesday-Friday  workdays; paired Sunday-
Wednesday/Wednesday-Saturday workdays; or Tuesday-Saturday workdays.
A unit on the non-rotating 4/10 shall have one of the schedule patterns.
Employees will be assigned to one side of the paired schedule and do not rotate
to the other side. |If required by their assignment, employees working non-
rotating schedules shall be allowed to return to their assigned station no more
than fifteen (15) minutes prior to the end of the assigned shift to check out and
finish shift completion tasks.

5.1.2 9/80 Schedule. A combination of eight (8) nine- (9) hour days and one eight- (8)
hour day on duty that results in eighty (80) scheduled work hours during a fourteen-
(14) day period. All personnel working a 9/80 schedule will have a twenty-eight- (28)
day FLSA work period.

5.1.3 4/2 Schedule. Four (4) consecutive nine- (9) hour days followed by two (2) days
off. The schedule for employees working a nine (9) hour day shall be adjusted to
provide an average of one hundred and two (102) hours of delayed furlough time.
All personnel working a 4/2 schedule will have a twenty-four- (24)-day FLSA work
period.

5.1.4 24-Hour. One (1) twenty-four- (24) hour day, followed by one (1) day off, followed
by one (1) twenty-four- (24) hour day followed by five (5) days off. All personnel
working a 24-hour schedule will have a twenty-four- (24)-day FLSA work period.
Employees shall be allowed to return to their assigned station no more than fifteen
(15) minutes prior to the end of the assigned shift to check out and finish shift
completion tasks.

5.1.5 5/2 Schedule. Five (5) consecutive eight- (8) hour days on duty followed by two (2)
days off. Personnel not otherwise assigned to an alternate schedule in the
paragraphs above will work the 5/2 schedule. All personnel working a 5/2 schedule
will have a twenty-eight- (28) day FLSA work period.
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5.1.6 Circle Furlough. Subject to administrative approval, an employee may elect to work
a normally scheduled furlough day and take that day off at a later time if doing so
will not cause the City to incur an overtime obligation.

5.1.7 Except in the event of annual Seafair events, unusual occurrence, civil disorder or
national disaster, no employee shall be required over his/her objection to work on
more than one (1) day in excess of the normal work week.

5.1.8 In the case of annual Seafair events, the Department will first ask for volunteers to
work overtime to supplement staffing; then assign officers who are not assigned to
the rotating patrol schedule or assigned through their unit (e.g., Traffic, SWAT) if
more staffing is required; before, finally, assigning overtime to additional officers
working the rotating patrol schedule.. When employees are assigned overtime for
Seafair events, those with the highest serial numbers will be called on first, except
that Patrol First Watch employees will be assigned last. When Patrol First Watch
employees are assigned overtime for Seafair events, such Patrol First Watch
employees shall be assigned to work in decreasing order of their serial numbers
with employees with the highest serial numbers assigned first.

5.1.9 The City shall continue the current practice with respect to the method for assigning
staff for the Fourth of July.

52 Process for Staffing Special Events - The parties agree that the practice of “red dot
days” that existed prior to the execution of this agreement shall be eliminated.

Restricting discretionary time off and canceling furlough days for the purpose of
staffing special events shall require the approval of an Assistant Chief or above.

The following process shall be used for the purpose of staffing special events,
whether scheduled or anticipated, that are thirty (30) or more calendar days in the

future:

A. Event planners shall seek volunteers for overtime on a Department wide
basis before the Department restricts discretionary time off and cancels
furlough days.

B. The Guild shall be provided reasonable advance notice prior to the
Department announcing the restriction of discretionary time off and/or the
cancellation of scheduled furloughs.

C. In the event that the number of volunteers is insufficient and/or additional
staff is needed, the Department shall use the same process as is currently
used for selecting employees to perform overtime for the 4t of July and
Seafair, as provided at section 5.1.2 of this Agreement.
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D. If a determination is made by the Department that the number of employees
initially assigned overtime for a special event exceeds the number required,
notification to those affected employees that their overtime is cancelled shall
be provided in person, by telephone or voicemail message not less than
seventy-two (72) hours prior to the start of the employee’s scheduled
overtime. If less than seventy-two (72) hours’ notice is provided, an
employee whose overtime is cancelled shall receive three (3) hours pay at
the overtimerate.

If there is less than thirty (30) days’ notice of the event or there are unanticipated
changes to a pre-planned event that require significant additional staff, the
Department may apply section 5.1.1 of this Agreement to obtain the necessary staff.
If an anticipated event is cancelled or otherwise does not occur for whatever reason
and volunteers or others originally assigned to the event are not needed, the
Department will not incur any overtime as outlined in paragraph ‘D’above.

The above process does not apply to restrict the day-to-day decisions necessary to
maintain minimum staffing levels.

53 Premium for Volunteers for Special Events

A. The determination of the staffing needed for each special event has been
made by the Department through its Seattle Police Operations Center
("SPOC”). This consideration takes into account a variety of factors,
including without limitation the size and location of the event, the extent to
which the event is anticipated to require the skills of commissioned officers
as opposed to other non-commissioned employees, any unique
circumstances regarding the event that present unique safety issues for
officers and/or the community, and the availability of commissioned officers.
The parties also recognize i) the need to ensure sufficient staffing for other
work that requires the expertise and training of commissioned officers; ii) the
value of expanding the pool of officers willing to volunteer for special event
work in order to minimize drafting; and iii) the value of creating an incentive
for current officers to continue their work at the City.

B. The Department, acting through SPOC, will determine both the number of
City personnel needed at the special event and the appropriate mix of
commissioned and/or non-commissioned City personnel to staff the event.
Once a determination as to how many commissioned officers and sergeants
are needed, the Department will request volunteers from the Guild
bargaining unit to fill that pre-determined number of commissioned positions
needed for the event. While the ultimate staffing determination will be made
by the Department, the parties will establish a quarterly meeting to discuss
any problems or concerns related to special event staffing. Specific
suggestions made by the Guild will be considered in good faith by the
Department.
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C. Once the staffing plan for a special event is set, the Department will put out
the volunteer opportunities to fully commissioned personnel as described
below. Employees who volunteer during the volunteer period and who are
selected to work the special event will be paid a special event premium for
working the special event. The special event premium is a fixed-rate
premium associated with the special event overtime that will be paid in
addition to the overtime rate otherwise applicable to the hours worked. For
special events that occur between January 2, 2024, and the beginning of the
first pay period following full ratification of this Agreement, the special event
premium will be $225. For special events that occur on or after the beginning
of the first pay period following full ratification, the special event premium will
be $250.

1. Events with more than 60 days’ notice, the volunteer period will be
open until at least 45 days before the event.

2. Events with between 60 and 45 days’ notice, the volunteer period will
be open for at least one week.

3. Events with less than 45 days’ notice or if there are unanticipated
changes to a pre-planned event that require significant additional
staff, the Department will determine whether to have a volunteer
period and the duration of the volunteer period; provided that the
Department will not unreasonably refuse to permit a volunteer period
to avoid the special event premium.

D. If the fully-commissioned positions in the special event staffing plan are not
filled by volunteers from the Guild bargaining unit, each position may be filled
by either limited-commission/non-commissioned City personnel or, where
necessary, the Department may draft Guild bargaining unit members. The
determination to use limited-commission/non-commissioned personnel or
uniformed police officers for each of the remaining positions shall be made
by the Department.

E. For closed (not open to the public) corporate events or
commercial/media/film events, employees may volunteer for overtime at 1.5
times their regular hourly rate of pay but will not receive a special event
premium. The timeline for volunteering for such events will be determined by
the Department following consultation with the Guild. If there are insufficient
volunteers, fully-commissioned personnel positions may be contracted out
to a third-party uniformed police officer provider.
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54 Alternative Shifts - The parties may, by mutual written agreement, establish
alternative work shifts for work units within the Department, including those
identified in Section 5.1. All requests for alternative shifts shall first be addressed
through a JLMC process that may include an EIC, as described in Section 4.10.

55 Overtime - Except as otherwise provided in this Article, employees shall be paid at
the rate of time and one-half (1 1/2) for: all hours worked in excess of the employee’s
regularly scheduled daily work hours (e.g., 8 hours for employees working a 5/2
Schedule, 9 or 8 hours as applicable for employees working a 9/80, 10 hours for
employees working a 4/10 Schedule, etc.); and all hours worked on a scheduled
furlough day.

A. Holidays, vacation, compensatory time, and sick leave time are counted as
hours worked.

B. The Employer and the Guild agree that some training classes and/or
seminars will be offered, sponsored, and controlled by organizations other
than the Seattle Police Department, and attended by officers from other law
enforcement agencies. In such cases where the schedule of training requires
a nine (9) hour day (with one (1) hour for lunch), such schedule will be worked
without additional compensation.

C. An employee on vacation may voluntarily work an overtime detail unrelated
to their normal assignment. The employee shall receive overtime
compensation for the detail.

56 Directed Overtime - Employees will receive overtime compensation for all hours worked
outside of their assigned normal work schedule if directed to do so by the Employer. For
purposes of this Section, if an employee’s schedule is adjusted with adequate notice as
permitted by this Agreement (see, e.g., Section 7.3), the adjusted work schedule will be
treated as their normal work schedule.

5.7 Overtime Minimum Pay - In the event overtime is not an extension either at the
beginning or end of a normal shift, the minimum pay shall be three (3) hours at the
time and one-half (1 1/2) rate. A shift extension is defined as reporting for duty within
three (3) hours preceding or within one (1) hour following an officer's regularly
scheduled shift. In the event an individual is called back to work overtime or for a
Court appearance, he/she shall not normally be required to perform duties unrelated
to the particular reasons for which he/she was called back to duty. Callbacks of an
employee will be made only when it is impractical to fulfill the purpose of the callback
at the employee's next regular shift. There will be no pyramiding of callback
overtime pay within a three (3) hour period.

58  Overtime Pay for Court Appearances - The following schedule depicts minimum
time allowed for court appearances or at any pre-trial hearing or conference. Any
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additional time beyond the minimums will be paid hour-for-hour.

A.

If the session starts less than two and one-half (2 1/2) hours before or after
their shift, it will be considered a shift extension for court. Officers will be
compensated for the amount of time spent before or after their shift at the
straight-time rate of pay and for the time spent in court at the time-and-one-
half (1 1/2) rate of pay on an hour-by-hour basis.

If the session starts two and one-half (2 1/2) or more hours before or after
their shift, compensation will be for a minimum of three (3) hours at the time-
and-one-half (1 1/2) rate of pay.

Officers on scheduled furlough, vacation or holiday, and subpoenaed for court
or otherwise called in for court-related hearings, shall receive a minimum of
three (3) hours overtime at the rate of time and one-half (1 1/2) their regular
rate of pay. "Furlough" shall be defined as that period of off time which falls
between the end of the last regularly scheduled shift of one (1) regular work
week and the beginning of the first shift of the next regularly scheduled work
week.

Officers subpoenaed for telephonic/video court appearances during off-duty
hours shall receive a minimum of two (2) hours overtime at time and one-half
their regular rate of pay for such actual appearances, except for
telephonic/video appearances that fit within the definition of shift extension
for court. Such shift extensions shall be governed by Section 5.7.A. If an
officer travels to a Department facility to make the telephonic/video
appearance, the officer shall receive a minimum of three (3) hours overtime
at the rate of time and one-half their regular rate of pay.

There will be no pyramiding of overtime minimum pay within a three (3) hour
period or continuous to a three (3) hour period ending as such relates to court
appearances described above. For example, if an officer is called in for a
court-related hearing on his/her scheduled furlough day at 1100 hours, is
released at 1200 hours, and then called back in at 1400 hours for a new case,
the officer will receive three (3) hours of overtime minimum pay to cover the
time between 1100 hours and 1400 hours and then will receive overtime pay
at the time-and-one-half (1 1/2) rate on an hour-by-hour basis after that. Or,
alternatively, if an officer is called in for a court-related hearing on his/her
furlough day at 1100 hours, is released at 1200 hours, and then called back
in at 1500 hours for a new case, the officer will receive three (3) hours of
overtime minimum pay to cover the time between 1100 hours and 1400 hours
and then will receive another three (3) hours of overtime minimum pay to
cover the time between 1500 hours and 1800 hours. (In the second example,
an additional three (3) hours of overtime minimum pay begins at 1500 hours
since there is a break in time between the expiration of the initial three (3)
hours of overtime minimum pay and when the officer is called back to court.
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There is no pay for the time not worked between 1400 hours and 1500 hours.)

F. For Morning Court: Officers may, at their option and with supervisory
approval, be relieved before their normal shift is completed in lieu of the
equivalent in overtime.

59 Overtime Pay for Off-duty Telephone Calls - As provided by Department policy, an
off-duty employee will be compensated at the normal overtime rate of time and a
half (17%) for one hour for each work-related telephone call that equals or exceeds
eight (8) minutes. Such compensation shall include all necessary work-related calls
subsequently made to an employee or by an employee in response to the initial call,
during the one-hour period following the call. If the total duration of the necessary
work-related calls exceeds one hour, overtime will be paid for the actual duration of
the calls. Time spent listening to a recorded voice message, including time spent
calling in to listen to a recorded message on the status of court cases, will not be
compensated when the employee could have made the call while on duty. Time
spent returning a call-in response to a message will be compensated in accordance
with the above procedures and Department policy. Calls made without supervisory
approval in violation of Department policy may subject the caller to discipline. Calls
made by an outside agency or party or calls initiated by an employee without
supervisory approval or facilitation by the Seattle Police Department will not be
compensated. Employees assigned to the Fraud and Explosives Section and the
Homicide Unit on approved on-call status will not receive overtime pay for telephone
calls under this section.

510 Compensatory Time

A. An employee, subject to Administrative approval, may have any earned
overtime paid on the basis of compensatory time off.

B. At no time shall the accumulated total of compensatory time off exceed forty
(40) hours. Employees assigned to patrol may accrue at least twenty-seven
(27) hours of compensatory time off at any one time. A request by a patrol
employee to accrue more than twenty-seven (27) hours of compensatory time
off is subject to the approval of the Chief or his/her designee.

C. All compensatory time accumulated by an employee in excess of forty (40)
hours shall be paid at the employee's then current rate of pay on the next

payday.

D. Notwithstanding Section 5.5.A of this Article, all such compensatory time off
shall be at time and one-half (1 1/2).

E. Patrol employees must use accrued delayed furloughs or holiday time due
them before using compensatory time in increments of one day ormore.
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511 On-call - The Employer and the Guild 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. Effective the first pay
period following ratification, SWAT members assigned to off-duty on-call status will
be covered by this Section 5.10.

A. On-call time at the ten percent (10%) rate shall be defined as that period of
time during which an officer or detective is required by the Employer to
remain available by telephone or pager to respond to a summons to duty and
for which discipline may attach for failure to respond.

B. The Employer and the Guild agree that the issuance of a pager to an
employee does not always constitute placing the employee on on-call status.
It is agreed that no employee shall be restricted in his/her movement or
activities by the issuance of the pager. Itis agreed that the Homicide Unit will
be on-call at the ten percent (10%) rate for eight (8) hours per day unless a
third shift is implemented and that the Bomb Squad will be on on-call and will
be issued a pager. Other 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.

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 fifty percent (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.

512 Call back from Vacation

A. In the event that an employee is required to be called back to work by the
Department for any purpose or is compelled to respond to a work-related
subpoena during a period of authorized vacation leave or days off adjacent
thereto, where the vacation time has been approved by the Department more
than thirty (30) days prior to the callback, the employee shall have the option
of receiving his/her regular straight-time pay for the day and a vacation day,
or being paid the greater of the minimum call back payment (three (3) hours
at time and one-half (1 1/2)) or overtime at the double time (2x) rate for the
actual time worked on the callback.

B. Employees shall not be placed on-call on days off adjacent to a vacation
period unless emergency conditions exist.
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513 Canine - The parties recognize that canine officers are required as part of their jobs
to perform certain home dog-care duties. In order to compensate canine officers
for such home dog-care work, the City shall release each canine officer from their
regular duties with pay one hour per duty day worked. In addition, canine officers
shall receive forty-five (45) minutes of compensatory time off for each furlough day
on which the officer boards his/her assigned police dog at home. In lieu of receiving
compensatory time off on their furlough days, officers shall have the option of
kenneling the dog. Animals will continue to be kenneled at the Canine Center while
their handlers are on vacation or absent from work more than four (4) consecutive
days.

514  Off-duty Employment and Return to Duty

A. If an off-duty officer engages in a self-initiated lawenforcement activity arising
out of and related to his/her secondary employment, the officer will be paid
by the off- duty employer until the end of the off-duty shift and will not be paid
by the City.

B. Under the following circumstances, an officer working off-duty will be paid
hour- for-hour overtime by the City for the actual time spent performing a
necessary law enforcement action upon approval by an on-duty supervisor
prior to or as soonas practical after the law enforcement action is initiated:

1. The officer is required by Department policy to take law enforcement
action and doing so will prevent the officer from performing their off-
duty job;or

2. The officer is continuing to perform law enforcement activity that was
self- initiated, as provided at paragraph A above, after the end of the
off-duty shift.

C. An officer working off-duty will be entitled to call-back pay if the officer is
required by an on-duty supervisor to address a public safety emergency or
to process an arrest, book a suspect, etc., and the duty will not permit the
officer to return to his/her secondary employment before the off-duty shift
has ended. If the officer is called to duty by the Department and able to return
to his/her secondary employment, the officer shall be compensated by the
City at the rate of time and one-half (1'2) for the actual time worked
performing the Department duty.

D. With the exception of court overtime, an officer will not accept payment from
an off-duty employer for the same time that is paid for by the City. Any officer
willfully collecting pay in violation of this provision will be subject todiscipline.
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ARTICLE 6 — SALARIES

6.1 Salaries shall be in accordance with the following schedule:
A. Retroactive to January 3, 2024, the base wage rates, which include an across-
the-board increase of 6.0%, for the classifications covered by this Agreement
shall be as follows:

Classification Start 6mos 18mos 30mos 42mos 54mos

Police Officer  $9,182 $9,847 $10,295 $10,689 $11,226  $12,023
Police $12,374  $12,909 $13,834

Sergeant

B. Retroactive to January 1, 2025, the base wage rates, which include an across-
the-board increase of 4.1% for the classifications covered by this Agreement,
shall be as follows:

Classification Start 6mos 18mos 30mos 42mos 54mos

Police Officer  $9,558 $10,251 $10,717  $11,127 $11,686  $12,516
Police $12,881 $13,438  $14,401

Sergeant

C. Effective December 31, 2025, the base wage rates, which include an across-
the-board increase of 2.7% for the classifications covered by this Agreement,
shall be as follows:

Classification Start 6mos 18mos 30mos 42mos 54mos

Police Officer  $9,816 $10,528 $11,006 $11,427 $12,002 $12,854

Police $13,229  $13,801 $14,790
Sergeant

D. Effective December 30, 2026, the base wage rates for the classifications
covered by this Agreement will be increased by 100% of the Seattle-Tacoma-
Bellevue CPI-W (June 2025 — June 2026) with a minimum increase of 3% and
a maximum increase of 4%.
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6.2 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 4.0% of the top
step base salary of Police Officer. 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 of
4.0%, 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.

6.3 The City may hire employees, who satisfy the criteria for the City’s lateral entry
program, at salary step three through salary step five, depending upon prior
experience.

6.4  Assignment Premiums - Percentage salary premiums based upon the top pay step
of the classification currently held by the employee receiving the premium, shall be
paid for the following assignments in accordance with the following schedule:

Assignment Percentage

Detective, while assigned from
any classification in Section 6.1 4%

*Detective-Bomb Squad, while
assigned from any
classification in Section 6.1 9%

Detective-Homicide, while
assigned from any classification
in Section 6.1 6%

Detective- CSI, while assigned from 6%
any classification in Section 6.1

Detective- FIT, while assigned from 6%
any classification in Section 6.1

Diver, while assigned from any
classification in Section 6.1 5%

Motorcycle Officer, while
assigned from any
classification in Section 6.1 3%

Seattle Police Officers’ Guild 41
Effective through December 31, 2027



Canine Officer, while assigned
from any classification in
Section 6.1 3%

SWAT Member, while so assigned
from any classification in
Section 6.1 3%

Hostage Negotiator, while

so assigned from any

classification in

Section 6.1 3%

Academy Instructor, while so assigned
from any classification in Section 6.1 3%

Non-Patrol, while so assigned
from any classification in Section 6.1 1.5%

*Includes 4% Detective and 5% hazardous duty premium pay.

Patrol Premium

An additional 1.5% of the base monthly, top- step salary for the classification held
by the affected employee shall be paid as a premium to patrol officers and patrol
sergeants, including those assigned to the Seattle Center, the Harbor Unit, CRG,
ART, CRT, the D.W.Il. Squad and A.M./P.M. Enforcement Squads.

New hires will not be eligible to receive patrol premium pay until they have
completed 5 years of service.

The above premiums shall be in addition to the regular salary of employees as
specified in Section 6.1. There will be no pyramiding of assignmentpays.

6.5 Longevity Premiums. Longevity premiums based upon the top pay step of the
classification currently held by the employee receiving the longevity, shall be added
to salaries in Section 6.1 during the life of this Agreement in accordance with the
following schedules:
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NON-PATROL LONGEVITY

Longevity Percentage

Completion of seven (7)
years of service 2%

Completion of ten (10)
years of service 4%

Completion of fifteen (15)
years of service 6%

Completion of twenty (20)
years of service 8%

Completion of twenty-five (25)
years of service 10%

Completion of thirty (30)
years of service 12%

PATROL LONGEVITY

In order to encourage experienced officers to remain in or to transfer back to the
Patrol Division, the parties have agreed to the following Patrol Longevity provision:

Police Officers and Sergeants assigned to patrol duty (including those assigned to
the Seattle Center, the Harbor unit, SWAT, Canine units, Traffic, Motorcycles, GVR,
CRG, CRT and ART units), and those Sergeants assigned to OPA, will be eligible
forlongevity premium pay, based upon the top pay step of the classification currently
held by the employee receiving the longevity, in accordance with the following

schedule:
Longevity Percentage

Completion of seven (7)
years of service 2%

Completion of ten (10)
years of service 6%

Completion of fifteen (15)
years of service 1%
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Completion of twenty (20)
years of service 12%

Completion of twenty-five (25)
years of service 14%

Completion of thirty (30)
years of service 16%

Longevity premiums shall be paid beginning with the first full pay period following
the completion of the eligibility requirements. For the purpose of determining
eligibility for longevity premiums, service shall be limited to continuous time served
in good standing as a uniformed member of the Seattle Fire Department or a sworn
officer or Police Cadet or Police Trainee in the Seattle Police Department.

6.6 Body Worn Video (BWV) Pay - An additional two percent (2%) of the base monthly,
top-step salary for the classification held by the affected employee shall be paid to
employees required to wear BWV while on duty for the City. An employee will be
eligible for the BWV pay upon successful completion of probation. Any employee
who is in a unit that is not regularly assigned BWV, but who is deployed with a body
worn video for a shift/assignment shall receive the BWV pay for the entire
shift/assignment. The determination of which officers will wear (or not wear) BWV
will be made by the Department.

6.7 Education Premiums - The education premiums below will be effective December
31, 2025. Percentage salary premiums are based upon the top pay step of the
classification currently held by the employee receiving the premium. Employees
will begin receiving the appropriate premium in the first payroll period after they
provide written notification to the City establishing that they have received one of
the degrees below from an accredited institution of higher education:

A. Associate’s degree in criminal justice, criminology, law enforcement, forensic
science or a related field if approved by the Chief of Police — 1.5%

B. Bachelor's degree — 4%

6.8  Multilingual Premium Pay - Effective December 31, 2025, employees who are fluent
in a language other than English will receive a multilingual premium of 1.5% the top
pay step of the classification currently held by the employee receiving the premium.
To receive a multilingual premium, employees must demonstrate fluency in an
additional language by passing a language proficiency evaluation selected or
approved by the City. The Department will pay the cost of the evaluation.
Multilingual employees who successfully completed the language verification
process during the hiring process will receive the premium; provided the
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Department may require employees who have not passed a language proficiency
evaluation within four (4) years to be reevaluated and pass the evaluation again to
continue receiving the premium. Employees receiving a bilingual premium may be
redirected to other sworn duties during their work hours to provide translator
assistance to others.

6.9 Acting Sergeant Promotional Step Placement - Upon promotion to sergeant an
individual who has previously served as an acting sergeant will be given credit, for
sergeant step placement purposes, for all of their time served in any acting sergeant
assignments worked within twenty-four (24) months prior to promotion. For
purposes of calculating time served, all regular assignments shall be counted,
except for paid leave that creates an interruption in the acting sergeant assignment
for more than fourteen (14) calendar days. Once the hours are counted for which
the employee shall be given credit, those hours are used to modify the step
placement and step progression schedule for an Officer promoted to Sergeant. One
thousand forty-four (1044) hours (six (6) months) is needed for progression to Step
2, and an additional two thousand eighty-eight (2088) hours (one (1) year) for each
subsequent step progression. All hours remaining after the meeting the step
progression thresholds shall be converted to days using the following formula:
employee’s hours divided by 5.72 (2088 hours divided by 365 days). The
employee’s remaining credited days shall then be subtracted from the next step
progression date. These calculations are unique to the application of giving credit
for acting time and are not intended to alter any other provisions of this Agreement.
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ARTICLE 7 - DEPARTMENTAL WORK RULES

71 Notification of Changes - The Employer agrees to notify the Guild in advance of
significant anticipated departmental changes or hearings affecting working
conditions of employees covered by this Agreement, and conferences in good faith
shall be held thereon before such changes are placed in effect. For illustrative
purposes, such changes would include but are not limited to changes in working
hours, expansion or reduction of major services, and community relations
programs. Transfers, reassignments, and emergency situations shall be excepted
from this provision.

72 Clothing Allowance - Employees shall purchase clothing and equipment in
accordance with department standards. When uniforms or equipment are to be
modified, such changes shall be discussed with the Guild, who shall forward their
input to the Chief of Police. Any employee hired on or after September 1, 1985,
shall be paid $500.00 for the cost of said items after completion of the academy and
appointment as a sworn officer. In addition, each employee shall be paid $550.00
annually beginning with eighteen (18) months of service from the employee's date
of hire to cover the cost of replacement of said items. The Employer agrees to
provide a fund to repair or replace clothes or equipment damaged in the line of duty.

Police officers and sergeants who are assigned to the Motorcycle Squad, Mounted
Patrol or the Harbor Unit as divers will be eligible for a one-time reimbursement of
up to $500.00 each for the purchase of required items of clothing and/or equipment
which are unique to those assignments, upon the showing of receipts of purchase,
after one year of service in said assignment.

73 Work Rotation - The rotation of personnel between shifts shall be minimized within
the limitations of providing an adequate and efficient work force at alltimes.

A. Except as provided below, the Employer will not arbitrarily change nor
reschedule furlough days or scheduled hours of work in order to prevent the
payment of overtime to an employee.

B. In certain specialized units (Traffic, Motorcycle, SWAT, K-9, Intelligence,
Proactive Teams, and GVR), there may be a need for personnel to work
hours other than those normally worked. In such cases, a 72-hour prior
notification shall be given when changing work schedules; otherwise, the
pertinent overtime provision will apply. Except in emergencies, personnel will
not be required to work sooner than eight (8) hours following completion of
the previous shift.

C. Except for the last sentence, the provisions of Section 7.3.B above shall not
apply to traffic control work at events at the major league baseball or football
stadiums.
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D.

Employees' shift hours (but not regularly scheduled furlough days) may be
adjusted for training purposes, without the payment of overtime, provided the
Department gives seven (7) days' advance notice.

74 Involuntary Transfer - An involuntary transfer is a permanent change in unit of

assignment not requested by the employee.

A.

The Employer shall provide the employee with at least one pay period's
advance notice of the transfer.

The notice from the Employer shall list all current and anticipated openings
for which the employee is qualified. The employee shall not be limited to the
openings listed by the Employer, if the employee can make other
arrangements. If multiple positions are available, the employee shall be
permitted to select the position to which he/she shall be transferred.

When an involuntary transfer is required to fill a vacancy, it shall be
accomplished by inverse Department seniority.

When an involuntary transfer is required as a result of a reduction in the
number of available positions within a unit, it shall be accomplished by inverse
unit seniority. If two or more employees are displaced and wish to transfer to
the same available position, the employee with the most Department seniority
will be transferred to the position.

Any exceptions to the above shall be made by a Bureau Chief, who shall
inform the involved employee(s) in writing. The exception must be necessary
for bona fide operational reasons or to meet a specific Department need for
special, bona fide qualifications or experience. Ininstances where more than
one employee has the needed qualifications or experience, the least senior
employee, as defined by subsection 7.4E above, shall betransferred.

Upon the submission of a prompt written request, the employee's Bureau
Chief or his/her designee shall meet with the employee to discuss the basis
for the involuntary transfer.

Prior to an involuntary transfer for inadequate performance, an employee will
be given notice of the performance deficiencies and a reasonable opportunity
to correct the deficiencies.

7.4.1 Disciplinary Transfer - A disciplinary transfer is a permanent change in unit of

assignment that is imposed as discipline and shall be subject to the requirement of
just cause.
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7.4.2 |Investigatory Transfers - An investigatory transfer is a temporary change in unit of
assignment not requested by the employee that is made pending the completion of
an investigation. The employee shall be provided notice of the available position(s)
to which the employee may be transferred. If the notice includes multiple positions,
the employee shall be permitted to select the position to which he/she shall be
transferred. Upon completion of the investigation, if no misconduct is found, the
employee may elect to return to his/her unit of assignment, except where a Bureau
Chief determines that bona fide operational reasons exist to the contrary.

7.4.3 Temporary Assignments - A temporary assignment is a temporary change in unit of
assignment for the purpose of filling a temporary vacancy or a grant funded position,
or for training. During a temporary assignment, employees shall continue to accrue
seniority in the unit from which they have been temporarily assigned. If a temporary
assignment becomes a permanent assignment, the employee shall accrue seniority
in the unit from the date of the temporary assignment.

7.4.4 Performance Based Transfers - A transfer based upon inadequate performance
shall only occur if the Department has documented a repetitive performance
deficiency and informed the employee, and the employee has had a reasonable
opportunity to address the performance deficiency, normally no less than thirty (30)
and no more than ninety (90) days. The performance deficiency to be corrected
must be based on objective criteria that are evenly applied across similar units of
assignment (for purposes of this provision similar units of assignment in patrol will
be citywide across the watch). The performance deficiency identified as needing
correction cannot be simply general statements. The employee shall be given a
written explanation of 1) the concerns, which shall include sufficient facts or
examples of the employee’s failures to meet the objective criteria in order to assist
the employee to understand the issue(s); and 2) specific actions the employee can
take to satisfactorily address the employer's concerns. Prior to the written
explanation document being given to the employee, it shall be reviewed and
approved by the employee’s Bureau Commander and the Department’s Human
Resource Director (or designee). When making the transfer, the Department will
give good faith consideration to the employee’s preference for a newassignment.

7.4.5 Challenges to Transfer Characterization - If the Guild believes that a transfer not
identified by the City as disciplinary in nature is in fact disciplinary, the Guild’s
challenge to the transfer shall be handled through the contract grievance procedure
in Article 14.

7.5 Firearms Required/Qualifications

A. No employee shall be required to work without a firearm except as provided
below:

1. The Employer may require an employee to work for up to ten (10) days
without a firearm in a position that does not require dealing with the
public in person.
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2. Within that ten (10) day period the officer will receive a psychological
evaluation, at the Department's expense, and the results of that
evaluation will determine continuation of the employee’s temporary
assignment. Such evaluations shall be conducted in accordance with
the Americans with Disabilities Act (ADA). This position would not be
considered to be a limited duty assignment.

B. Employees will be required to qualify with their service weapon at the range
as a condition of employment. If an employee fails to qualify at the range, the
employer shall provide remedial firearms training to the employee. If the
employee still fails to qualify during the course of remedial training, the
employee shall be allowed sixty (60) days from the conclusion of remedial
training to demonstrate the ability to qualify. An employee who fails to qualify
after remedial training shall be reassigned to an administrative position. The
City shall notify the Guild when an employee fails to qualify after remedial
training. The employee may appeal the reassignment to the Firearms
Qualification Review Board (FQRB). During this 60-day period, the employee
will be provided with a reasonable amount of additional target ammunition to
assist the employee to gain proficiency, and, upon request, the Department
may provide coaching from a member of the range staff.

If, at the conclusion of the 60-day period, the employee has still not qualified,
the Employer may take appropriate measures with the employee. Should the
employee be disabled or on sick leave during any portion of the 60-day
period, the 60-day period shall be lengthened by the amount of the time the
employee was disabled or on sick leave. Appropriate measures shall include,
if the employee was formerly authorized to carry a revolver, affording the
employee the opportunity to qualify with a revolver, which shall thereafter be
the employee’s service weapon until the employee qualifies with an
automatic. The Department may not institute disciplinary measures against
the employee for at least ten (10) days following the expiration of the 60-day
period. If at any time during the pendency of the disciplinary action the
employee qualifies with his/her service weapon, the disciplinary action shall
immediately be terminated with no discipline issued to the employee based
upon the failure to qualify and the employee shall be returned to the
assignment held prior to the remedial training.

The FQRB shall be composed of one representative of the Training Section,
one member appointed by the Chief, and one Guild representative. The
FQRB shall meet within seven (7) days of receiving an appeal from a member
and shall consider any written or oral information provided by the employee.
The FQRB shall make a recommendation to the Chief concerning the
reassignment of the employee and the training options available to assist the
employee in qualification.
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7.6

7.7

7.8

7.9

7.10

7.11

712

713

Bulletin Boards - The Seattle Police Officers' Guild shall be entitled to maintain one
(1) bulletin board in a conspicuous place in each outlying Police Precinct, the
Operations Bureau and the Investigations Bureau.

Menial Tasks - The Employer shall not require an employee to perform work defined
as janitorial or intentionally embarrassing in nature. An employee shall be
responsible for the appearance of his/her work area, vehicle and other assigned
equipment; provided further, an employee shall be responsible for the proper
condition of his/her uniform, weapons and other items of personal equipment in
his/her care and possession.

Sickness/Serious Injury in the Family - In the event of a sudden, unexpected,
disabling illness, injury or condition to a member of the immediate family of an
employee, said employee will be entitled to such release time as is reasonably
necessary to stabilize the employee's family situation. Such release time may be
granted by the employee's immediate supervisor for a period of up to two (2) days;
provided, however, that any additional release time must be approved by the
Employer or his/her designated representative. The employee will, upon request,
provide the necessary documentation to establish the nature and duration of the
emergency.

Employees covered by this Agreement shall be allowed to engage in off-duty
employment subject to the same terms and conditions in effect on January 1, 1992.
This provision is subject to the Secondary Employment reopener set forth in Article
21.

It is agreed that non-sworn personnel shall neither be dispatched to, nor assigned
as a primary unit to, investigate any criminal activity.

Except for unusual circumstances, an employee who is to be transferred for thirty
(30) days or longer by the Employer from one Unit, Shift (Day, Evening, Night)
and/or Watch to another shall be given at least four (4) calendar days’ notice prior
to the effective date of the transfer.

A request for a leave of absence without pay shall not be unreasonably denied,
consistent with available staffing levels. 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.

Performance Appraisals

A. An annual performance appraisal shall be conducted by the employee’s
immediate supervisor.

B. The employee’s immediate supervisor shall meet with the employee for the
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purpose of presenting feedback about job performance. Performance
appraisals shall not include references to acts of alleged misconduct that
were investigated and unfounded, exonerated or not sustained, or sustained
and reversed on appeal. The employee shall be given an opportunity to
provide written comments on the final appraisal including, but not limited to,
agreement or disagreement with the information presented. The employee
shall sign the appraisal to acknowledge receipt. Signing the appraisal shall
not infer agreement with the review.

C. If an employee wishes to challenge an appraisal, the following steps shall be
taken in the following order:

STEP 1

Within fifteen (15) days of receiving the appraisal, the employee may request a
meeting with his/her supervisor to address and challenge the appraisal. After the
employee has provided the information associated with the challenge, the
supervisor shall advise the employee as part of the meeting of his/her determination
to either modify the appraisal or preserve it as written. The supervisor shall
document the discussion with the employee. If the employee is not satisfied with
the supervisor’s response, he/she may appeal to Step 2.

STEP 2

Within fifteen (15) days following the meeting with his/her supervisor, the employee
may request a meeting with the supervisor's commanding officer (or civilian
equivalent) to address and challenge the appraisal. After the employee has
provided the information associated with the challenge, the commanding officer
shall advise the employee as part of the meeting of his/her determination to either
modify the appraisal or preserve it as written. The commanding officer shall
document the discussion with the employee. If the employee is not satisfied with
the commanding officer's response, he/she may appeal to Step 3 only if the
employee alleges: (1) factual inaccuracy in the appraisal, including references to
acts of misconduct that were investigated and unfounded, exonerated or not
sustained, or sustained and reversed on appeal; and/ or (2) lack of prior notice of
the conduct that the supervisor has identified as part of the performance appraisal.

STEP 3

Within fifteen (15) days following the meeting with his/her commanding officer the
employee may request, through the SPD Director of Human Resources, a review
by the Performance Appraisal System (PAS) Review Board to address concerns of
factual inaccuracy and/or lack of prior notice. The request must be submitted in
writing and cite specific facts supporting the employee’s allegation(s). The SPD
Director of Human Resources will review the employee’s request to determine if the
criteria for an appeal have been met.
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The Board shall consist of a total of six (6) members, three (3) selected by the Guild
and three (3) selected by the Department. If due to scheduling conflicts the Board
of six (6) is unable to meet within one month of employee’s request for Board review,
the Board may be composed of four (4) members, two (2) selected by the Guild and
two (2) selected by the Department. No Board member may have been actively
involved in conducting the performance appraisal of the employee appealing to the
Board.

The Board shall review the relevant evidence, meet with the employee and the
Department representatives responsible for the performance appraisal, and vote to
determine to either modify the appraisal or preserve it as written. The SPD’s
Director of Human Resources will also attend the meeting. In the event the Board is
unable to reach a majority decision, the final determination shall be made by the
SPD'’s Director of Human Resources.

The decision of the Board/SPD Director of Human Resources shall be final and not
subject to the grievance process or appeal to the Public Safety Civil Service
Commission. Together with the decision, the Board may provide recommendations
to the employee on how he/she can improve on weaknesses that are identified. The
Board may also provide recommendations to the employee’s Chain of Command
on how to assist the immediate supervisor and employee in addressing any
performance related or work relationship concerns.

D. The Department may use performance appraisals, along with other relevant
information, in determining the appropriateness of promotions and voluntary
transfers, and as notice for the purpose of disciplinary actions. Employees
may not appeal a performance appraisal used in making such determinations
unless they do so within the timelines provided by subsection C above.

Seattle Police Officers’ Guild 52
Effective through December 31, 2027



ARTICLE 8 - HOLIDAYS

81 Employees covered by this Agreement shall be allowed fourteen (14) holidays off
per year with pay, or fourteen (14) days off in lieu thereof, for a total of 112 hours of
paid holiday time, at the discretion of the Chief of Police, and Ordinance 97220, as
amended, and all others in conflict herewith are hereby superseded. For purposes
of holiday premium pay, holidays shall be defined as commencing at 0001 hours
and ending at 2400 hours on the dates specified at Section 8.3 below.

82 Employees on pay status on or prior to October 1st shall be entitled to use of a
personal holiday during that calendar year. Employees on pay status on or prior to
February 12th shall be entitled to use a second personal holiday during that
calendar year.

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

New Year's Day (January 1st)

Martin Luther King, Jr.’s Day (third Monday in January)
Presidents’ Day (third Monday in February)
Memorial Day (last Monday in May)
Juneteenth (June 19th)

Independence Day (July 4th)

Labor Day (first Monday in September)
Indigenous Peoples’ Day (second Monday in October)
Thanksgiving Day (fourth Thursday in November)
The day immediately following Thanksgiving Day

Christmas Day (December 25th)

84 Whenever an employee has actually worked a holiday covered in Section 8.1and
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 his/her straight-time hourly rate for said holiday time;
provided, however, that in either case the total number of holidays carried over or
paid shall not exceed the number of months remaining in the year at the onset of
such illness or injury; provided further, the employee has made a conscientious
effort to use his/her holiday time off.

85 When a LEOFF Il employee is on disability leave or sick leave and a holiday occurs,
he/she shall be marked holiday on the time sheet. When a LEOFF | employee is on
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disability leave and a holiday occurs, he/she shall not be allowed to cash out that
holiday or save it for future use. This provision shall not prevent the Guild from
contesting the legality of such practice.

86 If an employee is required to work on July 4th and that day falls on his/her scheduled
time off, the employee shall be compensated at the rate of doubletime for all hours
worked.
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ARTICLE 9 - VACATIONS

9.1 Annual vacations with pay shall be granted to eligible employees computed atthe
rate shown in Section 9.3 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
employees who work an alternative schedule whose work hours are equivalent to
eighty (80) hours biweekly on an annualized basis.

92 "Regular pay status" is defined as regular straight-time hours of work plus any paid
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.

93  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. For purposes of the following table, the word "days" refers to eight- hour
days.

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 (160) 320
41601 through 43680.......... 0807 (168) 336
43681 through 45760.......... 0846 (176) 352
45761 through 47840.......... 0885 (184) 368
47841 through 49920 .......... 0923 (192) 384
49921 through 52000.......... 0961 (200) 400
52001 through 54080......... 1000 (208) 416
54081 through 56160......... 1038 (216) 432
56161 through 58240......... 1076 (224) 448
58241 through 60320......... 1115 (232) 464
60321 and over.................. 1153 (240) 480

94  An employee who is eligible for vacation benefits shall accrue vacation from the
date of entering City service or the date upon which he/she became eligible and
may accumulate a vacation balance which shall never exceed at any time two (2)
times the number of annual vacation hours for which the employee is currently
eligible. 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 maximumallowed.
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95

96

97

98

99

9.10

9.1

912

913

Employees may, with Employer approval, use accumulated vacation with pay after
completing one thousand forty (1040) hours on regular pay status.

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 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.

"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.

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 department head.

An employee who retires or resigns or who is laid off after more than six (6) months’
service shall be paid in a lump sum for any unused vacation he/she has previously
accrued.

Upon the death of an employee in active service, pay shall be allowed for any
vacation earned in the preceding year and in the current year and not taken prior to
the death of such employee.

Except for family and medical leave granted pursuant to Chapter 4.26, Seattle
Municipal Code, 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 he/she has previously accrued or, at the Employer's option, the
employee shall be required to exhaust such vacation time before being separated
from the payroll.

Where a LEOFF Il employee has exhausted his/her sick leave balance, the
employee may use vacation for further leave for medical reasons only with prior
approval of the Chief of Police or his/her designee. Except for family and medical
leave granted pursuant to Chapter 4.26, Seattle Municipal Code, employees must
use all accrued vacation prior to beginning an unpaid leave of absence; provided,
however, that if an employee is utilizing long term disability insurance, the employee
shall have the option as to whether to utilize sick leave, compensatory time, or
vacation time prior to being placed on an unpaid leave ofabsence.

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.
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914 Inthe event that an employee becomes seriously ill or seriously injured while he/she
is on vacation, and it can be established that the employee is incapacitated due to
the illness or injury, the day or days that he/she is sick under these circumstances
shall be carried as sick rather than vacation, and he/she will for all purposes be
treated as though he/she were off solely for the reason of his/her iliness or injury.
Upon request of the Employer, the employee shall submit medical documentation of
the illness or injury from the attending physician.

915 All requests for vacation time of 10 days or greater submitted by January 31 of each
year shall be made in the order of departmental seniority and returned either
approved or denied by February 14. All vacation requests made after January 31 of
each year shall be honored on a first-come, first-served basis.

It is understood, however, that the Employer has the right to decide whether or not
the department's operational needs can accommodate vacation time being taken in
any case.

If an employee is transferred at the employee's request, the employee shall not be
allowed to displace the vacation time previously selected by any other employees,
regardless of the respective seniority of the employees. If the employee is
transferred at the Department's behest, the Department will honor the vacation
requests of all existing employees and the transferringemployee.
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ARTICLE 10 - PENSIONS

10.1 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 11 - MEDICAL COVERAGE

11.1  Medical coverage shall be provided in accordance with the laws of the State of
Washington, RCW 41.20.120 and/or RCW 41.26.150.

11.2 For employees covered by this Agreement who were hired before October 1, 1977,
and are covered by State Statute RCW 41.26, the City will provide a medical care
program, as established by the City, for the dependents of eligible employees
pursuant to Ordinance 102498, as amended.

11.3 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 care program, as established by the City, for eligible employees andtheir
eligible dependents.

11.4 The City shall pay ninety-five percent (95%) of the self-insured Seattle Traditional
and Seattle Preventive monthly cost for the medial care programs cited in Sections
11.2 and 11.3, and employees shall pay, through payroll deduction, the remaining
five percent (5%) of the monthly cost.

11.5 The City shall provide information to the Guild by August 15, including claims
experience and health care cost trends utilized by the City to actuarially determine
the subsequent year’s rates, together with the City’s actuarially determined rates
for the self-insured Seattle Traditional and Seattle Preventive plans available to
bargaining unit members. (For example, for 2009, the City shall provide claims
experience and cost trend information to the Guild by August 15, 2008.) The City
shall utilize the same actuarial methodology in determining health care rates for
each respective plan as was utilized by the City to establish the rates for each
respective plan for 2005. If the Guild elects to challenge health care rates
established by the City for the identified plans, it shall do so through the initiation of
a grievance at Step 3 of the grievance procedure set forth in Article 14 of this
Agreement by no later than September 30 of the calendar year preceding the rate
change (e.g., September 30, 2008 for 2009 health care rates).

11.6 The City shall pay ninety-five percent (95%) of the Kaiser Standard Plan’s (formerly
Group Health Cooperative) monthly premium, for the medical care programs cited
in Sections 11.2 and 11.3, now funded by the City. Employees that subscribe to the
Kaiser Standard Plan shall pay the remaining five percent (5%) of the monthly
premium cost.

The City will provide a vision care benefit under the Kaiser Plan. The City shall pay
ninety-five percent (95%) of the additional cost for providing the vision care benefit
under the Kaiser Standard Plan, with employees paying the remaining five percent
(5%).
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11.7 Employees may enroll in the Kaiser Deductible Plan that is offered to other City
employees. The benefits of the plan are subject to change as determined by the
City’s Labor-Management Health Care Committee and employees shall be advised
of such changes during the annual open enroliment period. For the calendar years
2021-2023, during the term of this Agreement, the City shall pay ninety-five percent
(95%) of the Kaiser Deductible Plan’s monthly premium. Employees that subscribe
to the Kaiser Deductible Plan shall pay the remaining five percent (5%) of the
monthly premium cost for each calendar year during the term of this Agreement.

11.8 Except as otherwise provided in this Agreement, the Seattle Traditional and Seattle
Preventive self-insured plan designs shall remain as they existed for the 2021
program year and shall remain unchanged during the term of this Agreement,
except by mutual written agreement of the parties.

11.9 Retirees under the age of 65 (including those who separate and are eligible at the
time of separation to receive a monthly LEOFF retirement benefit but elect to defer
receiving the monthly benefit until a later date) shall be entitled to participate in the
medical plans offered to active Guild members and the retiree medical plans
available to other City employees. The costs of the plans shall be paid by these
retirees. These retirees may elect to obtain coverage for their dependents at the
time of retirement pursuant to the same eligibility requirements as may active
members. The City will provide this option to these retirees with tiered-rates.

These retirees must select a particular medical option which will remain in effect
until age 65. These retirees must elect coverage within thirty-one (31) days of their
LEOFF retirement or the date their COBRA benefits expire or, if they are rehired by
the City in a civilian capacity and they have no break in coverage under the medical
plans offered to City employees, within thirty-one (31) days of their separation from
City service. These retirees can enroll eligible family members who were enrolled
on a City medical plan immediately prior to retirement. They can later remove
dependents but cannot add any dependents after the initial enrollment period;
provided that enroliment of a spouse or domestic partner may be delayed while the
spouse or domestic partner is covered through their employer. When the spouse or
domestic partner loses such coverage, they may enroll in the retiree plan within
thirty-one (31) days of the loss of coverage upon providing proof of loss of coverage.
If a retiree declines coverage during the applicable enrollment period, the retiree
and the retiree’s spouse or domestic partner and dependents cannot enroll at a later
date.

Any benefit changes to the plans for Guild members and other City employees who
are active employees will automatically apply to the respective retiree plans.

11.10 The health care programs cited in Section 11.2 and Section 11.3 above do not have
to remain exactly the same as the programs in effect upon the effective date of this
Agreement but the medical benefits shall remain substantially the same. The City
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may, at its discretion, change the insurance carrier for any of the medical benefits
covered above and provide an alternative plan through another carrier. However,
any contemplated modification(s) to the medical benefits afforded under the existing
health care program(s) or a change in carrier(s) shall first be discussed with the
Guild. If a carrier is unable or unwilling to maintain a major benefit now covered
under said plans, the parties to this Agreement shall enter immediate negotiations
over selection of a new carrier and/or modification of the existing plan.

11.11 During the term of this Agreement, the Employer may eliminate the insurance
carrier for any of the medical benefits covered above and provide an alternative
plan either through self-insurance or a combination of self-insurance and carrier-
provided benefits, provided such change maintains substantially the same level of
medical benefits and is more cost effective. The Employer, at its discretion, may
provide, and later discontinue if it deems appropriate, any other medical care
options in addition to those cited in Sections 11.2, 11.3 and 11.5.

11.12 Changes In Health Care Plan Third-Party Administrators And/Or Provider Networks
- During the term of the collective bargaining agreement and consistent with Section
11.8 of this Agreement, the City shall have the right to contract with and/or change
one or more third party administrators for health care benefit plans, and to change
provider networks, even though such a change may exclude the health care
providers of some employees from coverage under the City’s benefit plans, if
benefits remain the same. The City shall provide SPOG with at least thirty (30)
days written notice of any change of provider networks, and/or third-party
administrators.

11.13 Employees who are catastrophically disabled as defined in the Jason McKissack
Act will have access to the medical, dental and vision benefits as required by said
Act and as outlined in the “Benefits Exception Approval Request” signed by the
SDHR Director on May 10, 2012.

11.14 Retiree Medical Trust Contribution

A. The Guild has established participation in a retiree medical plan administered
by the PORAC Retiree Medical Trust (‘RMT") and has established its own
Benefit Trust, which funds contributions to the RMT. The City is not a party
to the Guild Trust or RMT and has no obligations for the management,
regulatory compliance, benefit payments, or performance of either trust.

B. Employer Contributions. The contributions below will be made by the City to
the Guild’s Benefit Trust, which will be responsible for making contributions
to the RMT on behalf of eligible employees.

1. Beginning with the paycheck that includes the first day in the month
following full ratification of this Agreement, the Employer will
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contribute $100 per officer per month on behalf of each employee.

2. The Employer will make a one-time contribution of $1000 on behalf
of each employee in the bargaining unit on the date this Agreement
is fully ratified. The contribution will be processed as part of the
payroll process for the first pay period following ratification of the
Agreement.

C. Reporting Information. The City shall provide to the Guild the same reporting
information for contributions pursuant to this Section as it provides for
employee payroll deductions made pursuant to the parties’ August 5, 2025,
Memorandum of Agreement regarding RMT payroll deductions.

D. Exclusive Purpose of Contributions. The Employer’s contributions described
in this Section shall be used for the sole purpose of funding the RMT, to be
used only to pay for retiree health insurance premiums or other health care
expenses as allowed by law under the terms of the RMT.

E. Indemnification. The Employer’s sole responsibility shall be the contributions
and reports described in this Section. The Employer has no responsibility for
the tax or other consequences of any contributions to the RMT made by or
on behalf of any employee. The Guild represents and warrants that the RMT,
the Medical Expense Reimbursement Plan for the PORAC Retiree Medical
Trust, and SPOG’s Benefit Trust (and any contributions thereunder) comply
in form and operation with all applicable laws, including without limitation the
Internal Revenue Code and the Employee Retirement Income Security Act.
The Guild agrees to hold harmless, defend, and indemnify the Employer and
all of its employees and agents, for all taxes, penalties, costs and expenses
(including attorney’s fees), and damages of any other kind resulting from or
arising in connection with participation by employees in the RMT outside of
the Employer’s responsibilities.

Seattle Police Officers’ Guild 62
Effective through December 31, 2027



ARTICLE 12 - DENTAL CARE

12.1  Pursuant to Ordinance 100862, as amended, the City shall provide a dental care
program, as established by the City, for eligible employees and theirdependents.

12.2 The City shall pay one hundred percent (100%) of the monthly premium for the
dental care program now funded by the City. The per person annual maximum
benefit shall be two thousand five hundred dollars ($2,500).

12.3 The Employer shall provide through its dental care plan orthodontic coverage for
adults and dependents under the age of 19. This benefit shall provide 50% of the
usual, customary and reasonable charges for orthodontic work, up to a maximum
of $3,000 in benefits for each eligible individual. For example, if the orthodontic bill
is $1,400, the dental program will pay $700.
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ARTICLE 13 - SICK LEAVE AND LONG-TERM DISABILITY

13.1 Employees covered by this Agreement who are not covered by State Statute
R.C.W. 41.26 shall receive sick leave benefits provided to other City employees
under Ordinance 88522 as amended, and as provided in Section 13.4 below.

13.2 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 Ordinance 88522, as amended and as
provided in Section 13.4 below. Upon retirement or death or service-connected
disability, 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 retirement. Employees, who separate and are eligible at the time
of separation to receive a monthly LEOFF retirement benefit and elect to defer
receiving the monthly benefit until a later date, shall be entitled to the same sick
leave cashout benefit as if they were receiving a LEOFF retirementbenefit.

13.3 Under the terms of the parties Memorandum of Understanding, dated February 3,
1999, the City shall provide mandatory payroll deduction for the monthly premium
costs of a disability insurance plan to be selected periodically and administered by
the Guild.

13.4 Sick Leave Incentive - Through December 31, 2025, 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 eligible for the following sick leave
incentive program. Effective January 1, 2026, the incentive sick leave program will
be terminated and no further incentive sick will be earned or accrued; however,
employees may still use their previously accrued leave.

A. Employees who use no sick leave in a payroll year shall have sixteen (16)
hours of additional sick leave credited to their account for the nextyear;

B. Employees who use two (2) days or less of sick leave in a payroll year shall
have twelve (12) hours of additional sick leave credited to their account for
the next year;

C. Employees who use four (4) days or less of sick leave in a payroll year shall
have eight (8) hours of additional sick leave credited to their account for the
next year.

Such incentive sick leave shall be subject to all rules, regulations and restrictions
as normally earned sick leave, except as provided below.

D. Incentive sick leave may be used only after all regular sick leave has been
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used.

E. Incentive sick leave may not be cashed out or applied to the payment of
health care premiums pursuant to Section 13.2 above.

F. If an employee is absent from work due to an on-duty injury or illness or a
leave of absence, for thirty (30) days or more, the amount of incentive sick
leave that can be potentially earned will be proportionally reduced.

G. To be eligible for incentive sick leave in a given payroll year, an employee
must have been appointed to a rank covered by this Agreement prior to
January 1st of said payroll year.

H. Any sick leave benefits used by officers for any illness or injury covered by
the State Industrial Insurance and Medical Aid Acts will (1) not be counted as
sick leave used for purposes of computing whether an employee is entitled to
the incentive provided herein; and (2) will first be subtracted from the separate
balance of incentive sick leave existing under this Article before any
deductions are made from the officer's regular sick leave account.

13.5 Supplemental Benefits Eligibility - Employees must meet the standards listed in
SMC 4.44.080 (as of September 1, 2025) to be eligible for the benefit amount
provided in SMC 4.44.020 (as of September 1, 2025), which exceeds the rate
required to be paid by State law.

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,
supplemental benefits may be terminated no sooner than seven (7) days after
notification to the employee. The City’s action is subject to the grievance procedure.
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ARTICLE 14 - GRIEVANCE PROCEDURE

14.1  Any dispute between the Employer and the Guild concerning the interpretation or
claim of breach or violation of the express terms of this Agreement shall be deemed a
grievance. Such a dispute shall be processed in accordance with this Article. For
purposes of processing, grievances will be categorized in two ways: “Discipline
Grievances” and “Contract Grievances”.

Discipline Grievances cover the challenge to a suspension, demotion,
termination or transfer identified by the Employer as disciplinary in nature.
Any grievance challenging such discipline shall be considered a Discipline
Grievance, even though the grievance may involve other contractual issues
as well. A Discipline Grievance will be initiated at Step 3 and may include
additional related grievance(s) regarding an interpretation or claim of breach
or violation of the terms of the Agreement, which may be added per Section
14.2 Step 4.

Contract Grievances cover all other grievances that do not fit in the definition
of “Discipline grievance” including other types of discipline. A Contract
Grievance will be initiated at Step 1 or as provided for in Section 14.3.

There shall be no change in the nature of any Contract Grievance after it is
submitted at step 2 or above. Any disputes involving Public Safety Civil Service
Commission Rules or Regulation shall not be subject to this Article unless covered
by an express provision of this Agreement.

An employee covered by this Agreement must, upon initiating objections relating to
actions subject to appeal through either the grievance procedure or pertinent Public
Safety Civil Service appeal procedures, use either the grievance procedure
contained herein or pertinent procedures regarding such appeals to the Public
Safety Civil Service Commission. Under no circumstances may an employee use
both the grievance procedure and Public Safety Civil Service Commission
procedures relative to the same action. If there are dual filings with the grievance
procedure and the Public Safety Civil Service Commission, the City will send a
notice of such dual filings by certified mail to the employee(s) and the Guild. If both
appeals are still pending after thirty (30) days from the receipt of such notice by the
Guild, the appeal through the grievance shall be deemed withdrawn. The withdrawn
grievance shall have no precedential value.

14.2 A grievance as defined in Section 14.1 of this Article shall be processed in
accordance with the following procedure:
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Step 1

Contract Grievance:

All Contract Grievances shall be submitted in writing generally describing the nature
of the grievance by the aggrieved employee to his/her Lieutenant within thirty (30)
calendar days of the day the employee knew or should have known of the alleged
contract violation. The Lieutenant shall provide the City’s answer to the grievance
to the aggrieved employee and the Guild in writing within fifteen (15) calendar days
after being notified of the grievance.

Discipline Grievance: this step does not apply.

Step 2

Contract Grievance:

If the Contract Grievance is not resolved pursuant to Step 1 above, the aggrieved
employee may, if he/she still desires to pursue the grievance, submit the grievance
in writing to the Guild. The grievance shall be reduced to written form by the Guild,
stating the Section(s) of the Agreement allegedly violated and explaining the
grievance in detail, including a description of the incident, the date the matter first
came to the attention of the employee, the date the employee submitted the
grievance to his/her Lieutenant, and the remedy sought. If it elects to do so the Guild
shall submit the written grievance to the Chief of Police or his/her designee within
fifteen (15) calendar days after the Step 1 answer is due, with a copy to the City
Director of Labor Relations. The Chief of Police or his/her designee shall answer
the grievance on behalf of the Department within fifteen (15) calendar days.

Discipline Grievance: this step does not apply.

Step 3

Contract Grievance:

If the Contract Grievance is not resolved pursuant to Step 2 above, it shall be
reduced to writing in the same manner described in Section 2 and filed at Step 3.
The Guild shall forward the Step 3 grievance to the City Director of Labor Relations
with a copy to the Chief of Police within fifteen (15) calendar days after the Step2
answer is due. The Director of Labor Relations or his/her designee shall investigate
the grievance. Either the Director of Labor Relations or his/her designee, or the
Guild may request a meeting between the appropriate parties to discuss the facts
of the grievance and such a meeting shall occur within fifteen (15) calendar days
from receipt of the Step 3 grievance. The Director of Labor Relations shall thereafter
make a recommendation to the Chief of Police. The Chief of Police shall, within

fifteen (15) calendar days after receipt of the written grievance or the meeting
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between the parties, whichever is later, provide the Guild with his/her written
decision on the grievance with a copy to the City Director of Labor Relations.

Discipline Grievance:

Discipline Grievances shall be submitted in writing by the Guild at Step 3 of the
grievance process, within thirty (30) calendar days from the date of the final action
by the City. Such a grievance may be general in nature and is not required to cite
any contract violation other than lack of just cause; additional violations may be
added pursuant to Step 4. The Guild shall forward the Step 3 grievance to the
Department’'s Human Resources Director and the City Director of Labor Relations,
with a copy to the Chief of Police. The Director of Labor Relations (or designee)
shall investigate the grievance. Either the Director of Labor Relations, or the Guild
may request a meeting between the appropriate parties to discuss the facts of the
grievance and such a meeting shall occur within fifteen (15) calendar days from
receipt of the Step 3 grievance. The Director of Labor Relations shall thereafter
make a recommendation to the Chief of Police. The Chief of Police shall, within
fifteen (15) calendar days after receipt of the written grievance or the meeting
between the parties, whichever is later, provide the Guild with his/her written
decision on the grievance with a copy to the Director of Human Resources.

Step 4

If the grievance is not settled at Step 3, the grievance may be referred to arbitration,
to be conducted under the voluntary labor arbitration rules of the American
Arbitration Association (AAA). Referral to arbitration by either party must be made
within thirty (30) calendar days after the Step 3 response is due.

Contract Grievance:

Contract Grievances shall 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.

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.

Seattle Police Officers’ Guild 68
Effective through December 31, 2027



Discipline Grievance:

Discipline Grievances shall be accompanied by a copy of the information contained
in the grievance submitted in the Step 3 notice. The arbitrator in a Discipline
Grievance shall determine whether the Chief's disciplinary decision was for just
cause and in compliance with this Agreement and, if not, what the remedy should
be. In making determinations as to what the remedy shall be, the arbitrator will give
deference to the Chief’s judgment as to the appropriate disciplinary penalty so long
as the disciplinary penalty is reasonable and consistent with just cause. In
Discipline Grievances, if the Guild ultimately identifies other contract violations
besides just cause, it shall notify the City no later than forty-five (45) days prior to the
first day of the Discipline Grievance arbitration, unless the Guild has good cause to
notify the City less than 45 days prior to the hearing. Such notification shall include
a general explanation of the basis for the asserted Contract violation. Contract
violations added at Step 4 as part of a Discipline Grievance proceed to arbitration
with the Discipline Grievance.

Arbitration

An arbitration hearing shall generally be conducted within ninety (90) calendar days
from the date the arbitrator provides potential dates to the parties, recognizing that
the parties may extend the timeline to account for availability. Requests for an
extension will not unreasonably be denied.

The Parties agree to abide by the award made in connection with any arbitrable
difference.

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

A. The arbitrator shall have no power to render a decision that will add to,
subtract from, or alter, change, or modify the terms of this Agreement, and
his/her power shall be limited to interpretation or application of the express
terms of this Agreement, and all other matters shall be excluded from
arbitration.

B. The decision of the arbitrator shall be final, conclusive and binding upon the
City, the Guild and union employees involved.

C. For Contract Grievances the cost of the arbitrator shall be borne by the party
that does not prevail. For Discipline Grievances, the cost of the arbitrator shall
be split by the parties. Each party shall bear the cost of presenting its own
case. However, with the exception of the subject employee in Discipline
Grievances, any employee who attends a Discipline Grievance as a witness
during his/her off-duty time shall be compensated in accordance with Section
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5.6 (Overtime Pay for Court Appearances) of this Agreement. In the event all
the charges in the complaint are exonerated or unfounded, the subject
employee will also be entitled to the overtime provision in Section 5.6.

D. The arbitrator'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.

E. Any arbitrator selected under Step 4 of this Article shall function pursuant to
the voluntary labor arbitration regulations of the American Arbitration
Association unless stipulated otherwise in writing by the parties to this
Agreement.

F. Selection of Arbitrators. For all grievances governed by RCW 41.58.070, the
arbitrator shall be assigned by PERC according to the statutory procedures.
For all other grievances, the arbitrator shall be selected from a permanent
panel of arbitrators created in the following manner. The parties will each
submit a list of ten (10) acceptable arbitrators. The arbitrators submitted by
each party shall be on either the AAA and/or the Federal Mediation and
Conciliation Service (FMCS) panels of Pacific Northwest Arbitrators and will
charge for travel only within Washington/Oregon. Any name on both the
Guild and City lists is automatically on the panel. Each party will then have
the opportunity to strike two names from the remaining names on the list of
the other party. The parties will then randomize the list through an agreed
upon methodology. Absent agreement on a methodology, names shall be
randomized by the PERC (the “List”). The List will be used by the parties for
arbitrator selection for the duration of the Agreement. Selection of an
arbitrator will operate as follows:

1. The parties will alternate who goes first, starting with the Guild going
first in the first arbitration conducted under this Agreement.

2. The party going first will have the option to strike or accept the top
name on the List. The other party then will have the option to strike or
accept the top name on the List. After each party has gone, the top
name on the List will be the arbitrator that hears the grievance. Any
arbitrator struck by a party, or selected to hear a case, shall rotate to
the bottom of the list.

3. The parties will continue sequentially down the List for all future
arbitrations.
4, Within two (2) months of the date of full ratification of this Agreement,

the parties will complete the process of preparing a new List. The List
will remain in effect until a new collective bargaining agreement is
reached, at which time the parties will go through the above process
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and update the List, thereby ensuring that there will be a sufficient
number of labor arbitrators to resolve disputes. In the event either
party seeks to modify the selection process in negotiations for the
2028 bargaining agreement, and the parties are unable to agree, the
status quo doctrine will be inapplicable to resolution of this issue in
interest arbitration.

14.3 The Guild may file a Contract Grievance at the step appropriate to the status of the
decision maker whose action was the basis of the grievance, but in no eventshall
the grievance be filed at a step higher than Step 3.

14.4 The time limits for processing a grievance stipulated in 14.2 of this Article may be
extended for stated periods of time by mutual written agreement between the
Employer and the Guild, and the parties to this Agreement may likewise, by mutual
written agreement, waive any step or steps of Section 14.2.

14.5 If the City fails to comply with any time limitation of the procedure in this Article
pertaining to a Contract Grievance, the matter will be settled in favor of the Guild’s
last requested remedy. If the aggrieved/Guild fails to comply with any time limitation
of the procedure in this Article pertaining to a Contract Grievance, the grievance is
withdrawn and the City’s position sustained. If the Guild fails to file a Discipline
Grievance within the time limit specified in Step 3, the City’s position is sustained.
While forfeiture under this clause will finally resolve the matter in dispute, it will not
establish a precedent between the parties. If the City does not timely respond at
Step 3 of a Discipline Grievance, the Discipline Grievance automatically advances
to Step 4.

14.6 Grievance settlements shall not be made retroactive beyond the date when the
Guild knew or should have known of the existence of the grievance. Diligence in
filing the grievance shall be relevant to the issue of the retroactivity of the arbitrator's
award.

14.7 A grievance decision at any step of the procedure in Section 14.2 of this Article shall
not set a precedent, with the exception of Step 4. A decision at Step 1 shall be
subject to reversal by the Employer within fifteen (15) days of the date a Bureau Chief
or the Chief of Police knew or should have known of the Step 1 decision. In the
event a decision is set aside as described in this Section, the ensuing grievance
time limits shall become operative when the Guild is notified of the reversal.

14.8 Employees covered by this Agreement 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 contract may subsequently be
addressed through the grievance procedure.

14.9 As an alternative to answering the Step 3 Contract Grievance or conducting an
investigation or meeting at Step 3, the Director of Labor Relations after consultation
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with the Chief of Police may, in writing, refer the Contract Grievance back to the
Guild. The Guild may then initiate Step 4 of this procedure within the time frames
specified therein.

14.10 The parties may, by mutual agreement, submit any grievance for mediation prior to,
during, or in lieu of the arbitration process.

14.11 The hearing before the arbitrator shall be recorded. If a transcript is requested by
either party, that party shall bear the costs of producing the transcript for the
arbitrator unless both parties wish to have a copy, in which case the costs of the
transcription shall be evenly split by the parties. If neither party wishes that a
transcript be prepared, but the arbitrator does, the parties shall evenly split the cost
of the preparation of a transcript.
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ARTICLE 15 - MANAGEMENT RIGHTS

15.1 The Guild recognizes the prerogatives of the Employer to operate and manage its
affairs in all respects in accordance with its responsibilities and powers of authority.

Among such rights is the determination of the methods, processes and means of
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 of equipment, the assignment of
employees to specific jobs, the determination of job content and/or job duties and
the combination or consolidation of jobs; provided, however, in exercise of such
rights, it is not intended any other provision of this contract providing a specific
benefit or perquisite to the police officer shall be changed, modified, or otherwise
affected, without concurrence of the Guild. In establishing and/or revising
performance standards, the Employer shall, prior to final formalization and
effectuation, place them on an agenda of the Joint Labor-Management Committee
for consideration and discussion, and shall give the Guild sufficient time and
opportunity to study them and consult its members thereon.

15.2 Subject to the provisions of this Agreement, the Employer has the right to schedule
work as required in a manner most advantageous to the department and consistent
with requirements of municipal employment and the public safety.

15.3 Itis understood by the parties that every incidental duty connected with operations
enumerated in job descriptions is not always specifically described.

15.4 Subject to the provisions of this Agreement, the Employer reserves theright:

A. To recruit, hire, assign, transfer or promote members to positions within the
department;
B. To suspend, demote, discharge, or take other disciplinary action against

members, other than probationary employees, for just cause, and to suspend,
discharge or take other disciplinary action against probationary employees
consistent with the rules of the Public Safety Civil Service Commission;

C. To determine methods, means, and personnel necessary for departmental
operations;

D. To control the departmental budget;

E. To determine reasonable rules relating to acceptable employee conduct.

Rules restricting the lawful off-duty conduct of employees shall be authorized
by this Agreement or concern behavior which brings discredit to the employee
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in his/her capacity as a police officer, the Department or the City, or must
otherwise be duty-related. Nothing herein shall allow the Employer the right
to unreasonably restrict constitutionally protected activity by officers;

F. To take whatever actions are necessary in emergencies in order to assure
the proper functioning of the department; and

G. To manage and operate its Departments except as may be limited by
provisions of this Agreement.

15.5 The Chief of Police reserves the right to supplement the scheduled police staffing
of special events with non-sworn volunteers. Nothing herein shall grant the City the
right to expand the existing reserve program. "Supplement"” in this context is defined
as the utilization of non-sworn, unpaid civilian volunteers in positions that do not
require (1) arrest power or authority; (2) use of force; (3) issuance of citations; (4)
specialized police equipment other than that needed for communication; (5)
immediate protection of life or property; (6) investigation of crime; or (7) taking of a
police incident report. In all instances, volunteers would only be utilized in pre-
planned community events where there was no event history or current information
to substantiate a significant risk to persons or property, or a need for extraordinary
police enforcementactivity.
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ARTICLE 16 - PERFORMANCE OF DUTY

16.1  Nothing in this Agreement shall be construed to give an employee the right to strike,
and no employee shall strike or refuse to perform his/her assigned duties to the best
of his/her ability during the term of this Agreement. The Guild agrees that it will not
condone or cause any strike, slowdown, mass sick call or any other form of work
stoppage or interference to the normal operation of the Seattle Police Department
during the term of this Agreement.

16.2 Neither an employee nor the City will ask for or volunteer to waive any provisions
of this contract, unless such waiver is mutually agreed upon by the Police Guild and
the City.
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ARTICLE 17 - RETENTION OF BENEFITS

17.1 Except as otherwise stated in this Agreement, the Employer agrees that in placing
the terms of this Agreement into effect it will not proceed to cancel benefits or
privileges generally prevailing for employees with knowledge of the Police Chief
even though such benefits or privileges are not itemized in this Agreement.
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ARTICLE 18 - SUBORDINATION OF AGREEMENT

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

18.2 It is also understood that the parties hereto and the 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.
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ARTICLE 19 - SAVINGS CLAUSE

19.1 If any Article of this Agreement or any Addendum hereto 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 and Addendums shall not be affected thereby, and the parties shall
enter into immediate collective bargaining negotiations for the purpose of arriving
at a mutually satisfactory replacement of such Article.
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ARTICLE 20 - ENTIRE AGREEMENT

20.1 The Agreement expressed herein in writing constitutes the entire Agreement
between the parties and no oral statement shall add to or supersede any of its
provisions.

20.2 The parties acknowledge that each has had the unlimited right and opportunity to
make demands and proposals with respect to any matter deemed a proper subject
for collective bargaining. The results of the exercise of that right are set forth in this
Agreement. Therefore, except as otherwise provided in this Agreement, the
Employer and the Guild for the duration of this Agreement, each voluntarily and
unqualifiedly, agree to waive the right to oblige the other party to bargain with
respect to any subject or matter whether or not specifically referred to or covered in
this Agreement.
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ARTICLE 21 - DURATION OF AGREEMENT

21.1  Except as expressly provided herein, this Agreement shall become effective upon
signing by both parties, and shall remain in effect through December 31, 2027.
Written notice of intent to amend or terminate this Agreement must be served by
the requesting party upon the other party at least five (5) months prior to the
submission of the City Budget in the calendar year 2027 (as stipulated in R.C.W.
41.56.440).

21.2 Any contract changes desired by either party must be included in the written notice
of intent to amend or terminate this Agreement described in Section 21.1 above or
at the first negotiations session between the parties, and any modifications
requested at a later date shall not be subject to negotiations unless mutually agreed
upon by both parties in writing.

21.3 Unless otherwise provided in this Agreement (such as retroactive wages), the
provisions of this Agreement shall become effective upon ratification by the parties.

21.4 Either party may reopen this Agreement for the purpose of negotiating any
mandatory subjects that may be associated with changes to the content and format
of promotional examinations. This reopener may be exercised only if the issue is
first discussed at the JLMC and the parties have been unable to reach agreement
on the issue during JLMC discussions.

21.5 This Agreement will be reopened for the purposes of incorporating any changes
awarded through an interest arbitration process during its term.

21.6 The City may re-open negotiations regarding patrol shift schedules. Should the City
request such a re-opener, the parties agree the matters to be bargained shall
include supervision, wages, and benefits.

21.7 Forthe duration of this Agreement, the City may reopen this Agreement on the issue
of Secondary Employment. In the event the City does re-open, the Guild may re-open
the Agreement on any economic issue that is directly related to and impacted by
the change in Secondary Employment.

21.8 For the duration of this Agreement, the Guild agrees that the City may open
negotiations associated with any changes to mandatory subjects related to the
Gender/Race Workforce Equity efforts.

21.9 Re-Openers. The parties have agreed to re-open the Agreement on some topics.
Each party recognizes the right of the other to establish its own internal process for
review and approval of any tentative agreement reached during re-opener
bargaining. Any such internal process will be disclosed to the otherparty.
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Signed this 9t day of December, 2025.

SEATTLE POLICE OFFICERS' GUILD

PEAdan (12/19/2025 15:19:33 PST)

Mike Solan, President

L &)

Sam Byrd (12/19/2025 14:36:10 PST)
Sam Byrd, Vice President

%ﬁ‘
n Samson (12/19/2025 16:25:47 PST)

THE CITY OF SEATTLE
Executed under the Authority
of Ordinance 127366.

B O 4

Bruce Harrell, Mayor

Ced—

Chase Munroe (12/21/2025 09:53:19 MST)

Chase Munroe
Interim Labor Relations Director

Danielle Malcolm

Danielle Malcolm (12/19/2025 15:07:26 PST)

Jen Samson, Secretary-Treasurer
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APPENDIX A - BODY WORN VIDEO

Effective the date of the City’s adoption of the Body Worn Video policy in the SPD Manual
(July 19, 2017), the parties agree as follows:

1. Employees may review their own recorded video except in instances of FIT
investigations. The FIT manual outlines when employees may view video in those
cases (for purposes of this CBA, “Type lll force case”). See SPD Manual 16.090-
POL-2.

2. The parties recognize that the inability to review video can impact reporting
accuracy. They further recognize the likelihood that there may be differences and
discrepancies between an employee’s statement/interview and the video where
the employee was prohibited from watching the video. The referenced protocol is
intended to capture a “perceptual statement” untainted by the review of any
external evidence. Differences between perception and other sources such as
video may be due, among other things, to the limits of human perception and
memory (e.g. — selective focus, influence of adrenaline, fight or flight response,
tunnel vision) and expanded capacity of video sources (e.g. — wider field of vision
and consistent focal range). As such, the parties agree that in disciplinary cases
and appeals where the employee was not permitted to review video, the decision-
maker should not automatically provide a video recording with greater evidentiary
value than an employee’s statement. The City has recognized that there are
inherent limitations as to (i) what the human brain can attend to and cognitively
integrate into memory; (ii) what ultimately solidifies into memory is only a fraction
of all sensory inputs received; (iii) factors or events that may be perceivable at a
scene and relevant to the subject report may not have solidified into memory at the
time a report is drafted; and (iv) given that officers’ reports and statements are
written after an incident has resolved, away from the scene, and based on the
recall ability of the officer at the time they are writing the report, an officer may not
be able to recall at the time they are writing the report all information they in fact
perceived that may be salient to the incident The City recognizes that due to its
prohibition of watching the video, the potential for accuracy of the
statement/interview may be diminished. An officer may not receive any discipline
for any allegation of wrongdoing based upon a difference or discrepancy between
the officer's statement/interview prior to watching video evidence and any other
evidence unless the City can prove that the employee knew the information was
discrepant and provided the discrepant information with an intent to deceive the
City.
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APPENDIX B - FALSE ARREST

B.1 The City acknowledges its obligations pursuant to SMC Chapter 4.64 to provide
defense and indemnity to employees in accordance with the terms set forth in the
SMC and the current practice as of June 1, 2018 on all mandatory subjects of
bargaining related to providing defense and indemnity to employees.
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APPENDIX C - EQUIPMENT REQUIRED

CA1 Firearms

A. The Department policy on firearms applies to members of the bargaining unit.
While on duty, officers shall be armed with those weapons approved by the
Department.

B. Upon service retirement from the Seattle Police Department, an employee

may purchase from the Department, at market value, the service weapon he
or she had been issued.

C. An employee whose request to purchase a service weapon is denied shall
have the right to appeal the denial to the Chief of Police or designee, whose
decision shall be final and binding.

C.2  Ammunition

A. Officers covered by this Agreement shall be provided with ammunition
appropriate to their weapon and consistent with Department policy whichwill
be of the best possible quality available for Police purposes. Employees
shall, upon request, be issued two (2) months of their twelve (12)-month
allotment of practice ammunition during any sixty (60)-day period, and shall
use all practice ammunition at the range and return the brass to the range
office at the conclusion of the practice. The Commander of Training has the
discretion to issue employees additional practice ammunition.

C.3 Vests - The Department shall, consistent with its policy, provide the employee with
body armor of threat level Il or I[lIA. Newly-hired employees shall have the option of
being provided a voucher in the amount of the Department's cost for the current
Department-issued body armor. Exceptions to the requirement that the vest be
threat level Il or IlIA shall be handled according to Department policy. Vests shall
be replaced whenever they are defective, but in no case longer than eight (8) years
from their original purchase.
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APPENDIX D - THE OFFICE OF POLICE ACCOUNTABILITY STAFFING

The parties agree as follows:

1. The City may supplement the existing investigator positions with up to two (2)
additional civilian investigators, for a total of up to four (4) civilian investigators.

2. Any case that reasonably could lead to termination will have a sworn investigator
assigned to the case. In the event that a civilian investigator is also assigned to the
case, the sworn investigator will be the lead or co-lead for the investigation.

3. Once the civilian investigators of OPA have been trained, the intake work for civilian
initiated complaints will primarily be performed by civilian investigators. Sergeants
may be assigned to fill-in or back-up a civilian investigator engaged in intake duties
for civilian initiated complaints. All other intake and all investigations will be
performed by both Sergeants and the civilian investigators (collectively the
“Investigators”). It is agreed that while OPA civilian administrative personnel will not
conduct investigations or intake duties, they will have responsibility for providing
routine administrative support to the Investigators. Examples of duties that are
considered administrative support are creating the 1A-Pro file, adding documents to
the file as directed by Investigators, and preparing routine response communications
for Investigators such as a file closing letter. Examples of duties that are considered
intake, and not administrative support, are conducting interviews, analyzing video,
determining relevancy, determining policy violations, and drafting any non-routine
communications.

4. Acting Sergeants currently on the Sergeant promotional roster may serve in OPA
to fill a temporary vacancy limited to three (3) months. While at OPA, Acting
Sergeants shall only perform intake duties and may be paired with a Sergeant to
assist in investigations.

5. The OPA Director shall have authority to recommend to the Chief of Police the
selection and transfer of OPA personnel. As the Appointing Authority of the
Department, the Chief of Police shall make the final decision.

6. Provisions within the Agreement regarding transfers shall continue to apply to all
transfers to and from OPA.

7. The duration of an OPA assignment is generally two (2) — three (3) years and is at
the discretion of the Chief, in consultation with the OPA Director.

8. When transferring a sergeant from OPA, the Chief will give substantial
consideration to the sergeant’s input into their next assignment.
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APPENDIX E - ACCOUNTABILITY LEGISLATION

The parties have successfully completed bargaining over the Seattle Municipal Code
(SMC) changes contained in the Accountability Ordinance, which were contained in
Council Bill #118969. Those SMC changes are referred to as the “Ordinance” in this
Agreement. The results of the bargaining are incorporated into the Collective Bargaining
Agreement including this Appendix (also referred to as the “Agreement” or “CBA”) between
the parties. Recognizing the importance of proceeding with implementation of the
Ordinance, and the need to protect the interests of both the Guild and the City, the parties
hereby agree as follows:

1. The City may implement the Ordinance, consistent with the terms of the CBA
including this Appendix.

2 The parties understand the importance of police accountability to the residents of
Seattle. Over the years, the Guild has been a partner in accountability reforms,
including the original establishment of the Office of Professional Accountability with a
civilian director. The City recognizes the importance of this partnership. Consistent
with the evolution of accountability in Seattle, the parties also recognize that policing
in the 21st Century is dynamic and requires vigilance in order to ensure the
processes and practices meet the needs of the public, the City, and the Guild. Since
policing is an evolving process, and the Guild cannot be expected to agree with yet
to be developed changes to mandatory subjects of bargaining, the parties hereby
agree as follows:

A) Numerous sections of the Ordinance require the evaluation, recommendation,
revision and/or development of policies, processes, standards, and practices.
For example, some of these requirements are specifically identified (e.g. — take
home cars and secondary employment in SMC 3.29.430, policies related to
continuous improvement in 3.29.410, etc.) and others are part of the duties
given to the parties (e.g. OPA Director shall strengthen the effectiveness of
OPA investigations 3.29.120). To the extent any such requirements result in a
proposed change to a mandatory subject of bargaining under RCW 41.56, the
City agrees that by entering into this Appendix, SPOG is not waiving the right
to bargain over the decision and/or effects of any such change.

B) For purposes of RCW 41.56 bargaining, the City will not assert i) that the
parties’ agreement on the Ordinance satisfies the obligation of the City to give
notice to SPOG regarding any as yet-to-be developed changes, and as such
the Ordinance is not a waiver of bargaining rights related to such matters; and
i) a business necessity defense where the basis for the necessity is the
Ordinance.
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C) The parties also recognize that the City will monitor the progress made in the
creation of these improvements and may decide to consider revisions in the
Ordinance. For purposes of RCW 41.56 bargaining, SPOG will not assert that
by entering into this Appendix the City is prohibited from seeking further
improvements in accountability.

3. In the event there is a conflict between the language of the Ordinance and the
language of the CBA or the explanations and modifications in this Appendix, the
language of the CBA or this Appendix shall prevail.

4. Disclosure of SPOG Names. It is understood that any report (which includes
reviews/audits) prepared by the OPA, OIG, or CPC pursuant to the Ordinance will
not identify a SPOG named employee, investigator, Guild representative or witness
by name (or other unique identifier such as employee number or badge number).
No SPOG employee will be identified by name (or other identifier) on any website
required by the Ordinance. While nothing in this section 2 prohibits OPA from using
the names of employees in documents prepared as part of an OPA investigation,
such documents shall otherwise be subject to the provisions of this section, as well
as Sections 5 and 6 below.

5. Public Disclosure Requests. The Guild understands there will be times when the
City is required by law to produce records that have the name or other unique
identifier of a SPOG employee. The City agrees that the release of a name or unique
identifier that is required by public disclosure law only will be done if the information
is requested pursuant to a specific public disclosure request and shall only be
released as part of the response to that request.

6. Websites. Some provisions of the Ordinance require creation of publicly searchable
websites/databases. SPOG employee names or other individual unique identifiers
will not be included in the searchable public websites/database created pursuant to
the Ordinance.

7. Just Cause. The parties recognize the principle of just cause, as provided for in the
Agreement. The City confirms that any discipline of a bargaining unit employee
requires just cause, and references in the Ordinance to performance expectations
for SPOG employees will be as provided for in the SPD Manual.

8. Rapid Adjudication and Mediation. The parties have included both Rapid
Adjudication and Mediation in the Agreement. The City agrees that these programs
as set forth in the Agreement meet the goals of the Ordinance.

9. Civilianization. In the event the Chief believes that a body of work should be
converted from sworn to civilians, other than as provided for in the Agreement, the
City agrees that the proposal for these additional positions and/or additional work
will be bargained under RCW 41.56 prior to the position(s)/work being civilianized.
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10. Garrity. Without limiting other potential situations where Garrity could/would apply,
the City agrees that in implementing the Ordinance it will comply with Garrity
whenever it seeks to compel testimony during an OPA interview.

1. Commentary on Open Discipline Cases. The City agrees that no reports created
pursuant to the Ordinance will be issued that provide substantive commentary about
a specific disciplinary decision while the decision is on appeal.

12 The parties have also reached the following understandings on specific sections of
the Ordinance. For ease of reference, the relevant language from the section is
included below, followed by the agreement of the parties initalics.

3.29.010 (B) Purpose — Enhancing and sustaining effective police oversight

B. “...Office of Police Accountability (OPA) to help ensure the actions of SPD
employees are constitutional and in compliance with federal, state, local laws, and
with City and SPD policies, and to promote respectful and effective policing, by
initiating, receiving, classifying, investigating, and making findings related to
complaints of misconduct...”

The parties agree that the reference to “making findings related to complaints of
misconduct” is not intended to change the existing process under which OPA
recommends findings to the Chief, who is the final decision maker concerning
discipline.

3.29.100 (G) Office of Police Accountability established — Functions and authority
G. OPA’s jurisdiction shall include all types of possible misconduct. In
complaints alleging criminal misconduct, OPA shall have the responsibility to
coordinate investigations with criminal investigators external to OPA and
prosecutors on a case-by-case basis to ensure that the most effective, thorough,
and rigorous criminal and administrative investigations are conducted.

The City agrees that the intent of the Ordinance is that OPA will not itself conduct
criminal investigations, but rather that the OPA will have responsibility to
coordinate its investigations with criminal investigators and/or prosecutors from the
City or other jurisdictions

3.29.105 (C) Office of Police Accountability — Independence
C. Only the OPA Director or the OPA Director’s designee shall comment
publicly on the specifics of any ongoing OPA investigation.

This section provides that only the OPA Director (or designee) may comment
publicly on the specifics of an ongoing OPA investigation. The intent is to limit the
public release of substantive details concerning the status of an OPA investigation.
As such, communication concerning the status of an OPA investigation will be
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limited to the OPA Director (or designee). This section is not intended to prevent
the Chief (or designee) from commenting publicly about SPD’s involvement in the
incident itself. Nothing in this section restricts a SPOG representative from
commenting on the status of an ongoing investigation, so long as the
representative makes it clear that the information is given on behalf of SPOG, and
not the City or the Department.

3.29.120 (B) Office of Police Accountability Director — Authority and responsibility
B.  Hire, supervise, and discharge OPA civilian staff, and supervise and transfer
out of OPA any sworn staff assigned to OPA. OPA staff shall collectively have the
requisite credentials, skills, and abilities to fulfill the duties and obligations of OPA
set forth in this Chapter 3.29.

3.29.120 (E) Office of Police Accountability Director — Authority and responsibility
E. Ensure OPA policies and practices are detailed in, and in compliance with,
the OPA Manual, which shall be updated at least annually. Such updates shall be
done in accordance with a process established by the OPA Director that provides
for consultation and input by OIG and CPC prior to final adoption of any updates.

3.29.140 (E) Office of Police Accountability — Staffing

E. The OPA Director and the Chief shall collaborate with the goal that the
rotations of sworn staff into and out of OPA are done in such a way as to maintain
continuity and expertise, professionalism, orderly case management, and the
operational effectiveness of both OPA and SPD, pursuant to subsection
3.29.430.G.

3.29.430 (G) Recruitment, hiring, assignments, promotions, and training

G. The Chief shall collaborate with the OPA Director with the goal that sworn
staff assigned to OPA have requisite skills and abilities and with the goal that the
rotations of sworn staff into and out of OPA are done in such a way as to maintain
OPA’s operational effectiveness. To fill such a sworn staff vacancy, the Chief and
the OPA Director should solicit volunteers to be assigned to OPA for two-year
periods. If there are no volunteers or the OPA Director does not select from those
who volunteer, the Chief shall provide the OPA Director with a list of ten acting
sergeants or sergeants from which the OPA Director may select OPA personnel to
fill intake and investigator positions. Should the OPA Director initially decline to
select personnel from this list, the Chief shall provide the OPA Director with a
second list of ten additional acting sergeants or sergeants for consideration. If a
second list is provided, the OPA Director may select personnel from either list, or
from among volunteers.

The City confirms that all transfers in or out of OPA of bargaining unit members
will be done in compliance with the CBA.

3.29.125 (E) Office of Police Accountability — Classifications and investigations
E. When necessary, the OPA Director may issue a subpoena at any stage in
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an investigation if evidence or testimony material to the investigation is not
provided to OPA voluntarily, in order to compel withnesses to produce such
evidence or testimony. If the subpoenaed individual or entity does not respond to
the request in a timely manner, the OPA Director may ask for the assistance of the
City Attorney to pursue enforcement of the subpoena through a court of competent
jurisdiction.

3.29.240 (K) Office of Inspector General for Public Safety — Inspector General —
Authority and responsibility

K. Issue a subpoena if evidence or testimony necessary to perform the duties
of OIG set forth in this Chapter 3.29 is not provided voluntarily, in order to compel
witnesses to produce such evidence or testimony. If the subpoenaed individual or
entity does not respond to the request in a timely manner, the Inspector General
may ask for the assistance of the City Attorney to pursue enforcement of the
subpoena through a court of competent jurisdiction.

3.29.125 E and 3.29.240 K — The City agrees that these sections of the Ordinance
will not be implemented at this time with regard to bargaining unit employees and
their family members, and third party subpoenas seeking personal records of such
employees and their family members. After the City further reviews questions
raised concerning the authority and potential need for OPA and the OIG to issue
such subpoenas, the City may re-open the Agreement for the purpose of
bargaining over these sections of the Ordinance and the parties will complete
bargaining prior to the OIG or OPA issuing subpoenas to bargaining unit
employees and their family members, or a third party subpoena seeking the
personal records of such employees and their family members.

3.29.125 (F) Office of Police Accountability — Classifications and investigations

F. Every OPA investigation shall have an investigation plan approved by the
OPA Director or the OPA Director's designee prior to the initiation of an
investigation. OPA investigation plans shall include the prioritization of the
investigation within OPA’s ongoing body of work, the witnesses to beinterviewed,
the perishable evidence to be prioritized, other material evidence to be obtained,
and the approach to addressing each allegation of possible policy violation or
misconduct. If OPA is unable to investigate an allegation in the manner the OPA
Director believes appropriate due to resource constraints in light of other
investigation priorities, the investigation plan and case file should indicate that this
intentional decision is being made regarding allocation of investigative resources.

The investigation plan shall be produced to the Guild after completion of the
investigation and prior to the due process hearing.

3.29.125 (G) Office of Police Accountability — Classifications and investigations
G. In cases where a Sustained finding has been recommended by the OPA
Director and hearing from the complainant would help the Chief better understand
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the significance of the concern or weigh issues of credibility, the OPA Director may
recommend that the Chief meet with the complainant prior to the Chief making final
findings and disciplinary decisions.

In the event the Chief meets with a complainant as provided in this section, notes
will be taken at the meeting, and a copy of those notes will be made available to
the Guild.

3.29.125 (H) Office of Police Accountability — Classifications and investigations

H.  Consistent with subsection 3.29.240.D, the OPA Director shall establish in
the OPA Manual a protocol for referral to OIG for classification and appropriate
complaint-handling, such as Supervisor Action, investigation, or alternative
resolution, any complaints involving OPA staff that cannot be handled within OPA
due to a potential conflict of interest.

In the event the OIG conducts an investigation of a SPOG bargaining unit member
assigned to OPA in order to avoid a conflict of interest, the procedures and
protections provided for in the CBA will apply. In the event of such an investigation,
the review and certification process normally performed by the OIG will be
performed by the Seattle City Auditor.

3.29.130 (C) and (D) Office of Police Accountability — Classification and
investigation timelines

C. SPD employees shall timely refer incidents involving possible policy
violations and misconduct to OPA. Members of any SPD unit or board with
authority to conduct administrative investigations or review compliance with policy
also have a responsibility for ensuring complete and timely referral to OPA of any
incident they review that involves such potential misconduct or policy violation.

D. If an SPD employee fails to timely refer a complaint to OPA the failure to
refer shall also constitute misconduct subject to complaint and investigation, and
discipline under this Chapter 3.29 and the authority of the Chief. OPA shall initiate
a complaint and investigation of such failure to timely refer.

3.29.400 (A) Reporting of potential misconduct and police accountability issues
A. SPD shall establish and maintain clear written policies requiring that
significant matters coming to SPD’s attention that involve potential police
misconduct or policy violations are documented and forwarded in a timely manner
to OPA, including cases originating from outside sources and from all SPD units
or boards with authority to review compliance with policy or to conduct
administrative investigative processes.

These sections of the Ordinance deal with the responsibility of employees to report
to the OPA “possible policy violations and misconduct” and “potential misconduct
or policy violations.” Section 5.002 of the Seattle Police Department Manual,

applicable to bargaining unit members, is titled “Responsibilities of Employees

Seattle Police Officers’ Guild 91
Effective through December 31, 2027



Concerning Alleged Policy Violations.” This section of the Manual has been
approved by the Monitor and the Court overseeing the DOJ Settlement Agreement.
As stated in Section 5.002.5(a), “(A)ll allegations of serious policy violations will be
referred to OPA for investigation.” Conversely, “minor policy violations,” defined as
those that do not rise to the level of serious, are to be investigated by the Chain of
Command. In order to avoid any conflict or doubt, it is agreed that the obligations
provided for in these sections of the Ordinance will be interpreted in a manner
consistent with Section 5.002 of the Manual.

3.29.130 (I) Office of Police Accountability — Classification and investigation
timelines

l. To ensure the integrity and thoroughness of investigations, and the
appropriateness of disciplinary decisions, if at any point during an OPA
investigation the named employee or the named employee’s bargaining
representative becomes aware of any witness or evidence that the named
employee or the employee’s bargaining representative believes to be material,
they shall disclose it as soon as is practicable to OPA, or shall otherwise be
foreclosed from raising it later in a due process hearing, grievance, or appeal.
Information not disclosed prior to a due process hearing, grievance, or appeal shall
not be allowed into the record after the OPA investigation has concluded if it was
known to the named employee or the named employee’s bargaining representative
during the OPA investigation, and if OPA offered the employee an opportunity to
discuss any additional information and suggest any additional witnesses during the
course of the employee’s OPA interview.

The City agrees that this section will not be implemented during the term of this
Agreement (including any holdover period). Instead, the parties will implement the
following provisions. This agreement does not in any way change or impact the
application of any evidentiary standards applicable in grievance arbitration. In the
interest of the Chief receiving relevant information prior to making a disciplinary
decision, the parties have agreed that in the event new material evidence is
presented to the Chief at a due process hearing, the Chief may return the matter
to OPA, and the 180-day period will be extended to allow the OPA to investigate
the new evidence and provide it to the Chief (see Article 3.5F) of the Agreement).
Additionally, in order to minimize the likelihood that either party is unduly surprised
at an appeal hearing, the parties agree that fifteen days prior to a discipline appeal
hearing, each party will disclose any experts not previously used in the due process
hearing or the grievance procedure.
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3.29.145 (E) Office of Police Accountability — Reporting

E. Each year in June and December, OPA shall provide to OIG status reports
regarding (a) all OPA cases that were referred by OPA for possible criminal
investigations during the previous six months and (b) all OPA cases that were
referred by OPA for possible criminal investigations in earlier periods and for which
investigations remained open at any time during the current reporting period.
These status reports shall include the nature of the criminal allegation, the case
number, the named employees, the date of complaint, the timeliness of the criminal
investigation, and the current status of the case.

The parties recognize that these are internal reports containing information about
ongoing criminal investigations, and that it is necessary to include the named
employee in the communication between OPA and OIG. If any of these reports are
requested under the PRA or will otherwise be publicly released, references to a
named employee will be redacted whenever permissible by law.

3.29.240 (C) Office of Inspector General for Public Safety — Inspector General —
Authority and responsibility

C. Review OPA and SPD handling of allegations of misconduct, including
directing audits and reviews of OPA classifications and investigations, directing
any additional OPA investigation, and making certification determinations on OPA
investigations.

The parties recognize that the OIG will have full and unfettered access to the
operations of the Department. As an independent entity, the OIG is not part of the
Department’s Chain of Command. In any case when the OIG directs the OPA to
conduct additional investigation, the additional investigation that OIG requests
shall be documented in writing, and be included in the investigative file.

3.29.250 (A) Office of Inspector General for Public Safety — Review of OPA
classifications

A. OIG shall conduct audits of random samples of classifications of all
misconduct complaints from the prior quarter to validate that OPA classifications
were appropriately assigned for OPA investigation, Supervisor Action, or an
alternative resolution, and that allegations and employees associated with the
complaints were properly identified.

While OIG may audit, review and comment upon classifications, the classification
will be issued by OPA, except when an investigation is conducted by OIG pursuant
to SMC 3.29.125 (H).
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3.29.300 (E) Community Police Commission established — Functions and authority
E. Identify and advocate for reforms to state laws that will enhance public trust
and confidence in policing and the criminal justice system. Such advocacy may
include, but is not limited to, reforms related to the referral of certain criminal cases
to independent prosecutorial authorities, officer de-certification, pension benefits
for employees who do not separate from SPD “in good standing,” and the
standards for arbitrators to override termination decisions by the Chief.

While the Guild recognizes the right of the CPC to engage in advocacy, the Guild
is concerned that inclusion of the examples in this section of the Ordinance could
be perceived as support by the Guild for these examples. Recognizing the need to
get the Ordinance in place, the City agrees it will remove the second sentence from
the Ordinance. In so doing, the City reaffirms its support of CPC’s authority to
identify and advocate for reforms to state laws that will enhance public trust and

confidence in policing and the criminal justice system, as explicitly provided for in
the first sentence of this section of the Ordinance, which will remain in place as
written.

The Guild and the City further confirm that nothing in their agreement on this issue
is intended to restrict or limit CPC advocacy.

3.29.350 (A-C) Community Police Commission — Appointment, removal, and
compensation

A. CPC shall consist of 21 Commissioners, appointed and reappointed as set
forth in this Chapter 3.29. The Mayor shall select seven Commissioners, the
Council shall select seven Commissioners, and CPC shall select seven
Commissioners, including the public defense representative, the civil liberties law
representative, and the SPOG and SPMA representatives.

B. Each appointing authority shall provide a process that allows individuals to
apply and be considered for appointment and shall ensure appointees meet the
qualifications outlined in Section 3.29.340 and ensure the collective membership
of CPC meets the requirements of subsection 3.29.360.B. The appointing
authorities shall consult with one another prior to making their respective
appointments and reappointments. All Commissioners appointed or reappointed
by the Mayor or CPC shall be confirmed by a majority vote of the full Council and
shall assume office upon receiving Council confirmation; Commissioners
appointed or reappointed by the Council shall assume office upon appointment or
reappointment.

C. Commissioners in position numbers 1, 4, 7, 10, 13, 16, and 19 shall be
appointed, and where applicable, reappointed by the Mayor. Commissioners in
position numbers 2, 5, 8, 11, 14, 17, and 20 shall be appointed, and where
applicable, reappointed by the Council. Commissioners in position numbers 3, 6,
9, 12, 15, 18, and 21 shall be appointed, and where applicable, reappointed by
CPC. Position number 3 shall be designated for the public defense representative;
position number 6 shall be designated for the civil liberties law representative;
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position number 15 shall be designated for the SPOG representative; and position
number 18 shall be designated for the SPMA representative.

The City agrees that appointment of a SPOG representative to the C P C must
be selected from a list of three (3) names provided by SPOG to the CPC.

3.29.400 (l) Reporting of potential misconduct and police accountability issues

l. Complaints against any employee of OPA, OIG, or the Office of the CPC
where the allegation is discrimination, harassment, retaliation, or any other act that
may violate Equal Employment Opportunity laws and policies shall be investigated
by the Seattle Department of Human Resources.

The parties agree that this section is not intended to restrict bargaining unit
employees from exercising any right to file complaints with other governmental
agencies.

3.29.420 (A)(5) Disciplinary, grievance, and appeals policies and processes

A. (5). No disciplinary action will result from a complaint of misconduct where the
misconduct comes to the attention of OPA more than five years after the date of the
alleged misconduct, except where the alleged misconduct involves criminal law
violations, dishonesty, or Type Ill Force, as defined in the SPD policy manual or by
applicable laws, or where the alleged act of misconduct was concealed.

The parties have amended Article 3.6K of the Agreement, which will be applicable.
The parties further agree that the existing phrase in Article 3.6K “where the named
employee conceals acts of misconduct” includes but is not limited to misconduct
where an employee fraudulently completes a timesheet because such act
conceals the actual amount of time that was worked.

3.29.420 (A)(8) Disciplinary, grievance, and appeals policies and processes
A (8). SPD employees shall not use any type of accrued time balances to be
compensated while satisfying a disciplinary penalty that includes an unpaid
suspension

The parties agree that application of Section 3.4 of the Agreement meets the
interests of the City, and thus will continue to be applicable.

3.29.420 (A)(9) Disciplinary, grievance, and appeals policies and processes
A (9) The City Attorney’s Office shall determine legal representation for SPD in
disciplinary challenges. The City, including SPD, shall not settle or resolve
grievances or disciplinary appeals without the approval of the City Attorney’s
Office.
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The parties confirm that this section of the Ordinance is not intended to alter the
steps of the grievance process, or provide a mechanism for either party to void an
agreement reached during the grievance process. Each party is expected to
designate the representative(s) authorized to enter into a binding settlement
agreement. While each party may have internal processes in place in terms of
attaining authority for reaching an agreement, it is the responsibility of the
representative to ensure internal processes have been complied with.

3.29.440 (F) Public disclosure, data tracking, and record retention

F. For sworn employees who are terminated or resign in lieu of termination, such
that the employee was or would have been separated from SPD for cause and at
the time of separation was not “in good standing,” SPD shall include documentation
in SPD personnel and OPA case files verifying (a) a letter was sent by SPD to the
Washington State Criminal Justice Training Commission (WSCJTC) regarding de-
certification and consistent with the requirements set forth in subsection
3.29.420.A.11; (b) whether action was taken by the WSCJTC in response to that
letter; (c) that the Chief did not and will not grant the employee authorization to
serve in a Special Commission capacity, as a reserve officer or as a retired officer
in a private company that provides flagging, security, or related services; and (d)
that the Chief did not or will not grant any request under the Law Enforcement
Officers Safety Act to carry a concealed firearm. The latter two actions shall also
be taken and documentation included in the SPD personnel and OPA case files
whenever a sworn employee resigns or retires with a pending complaint and does
not fulfill an obligation to fully participate in an OPA investigation.

The City recognizes that the scope of certification review by the WSCJTC is
specified in RCW 43.101, and that this section of the Ordinance is not intendedto
expand or change the statutory process for WSCJTC review of certifications.

3.29.460 (B) and (C) Collective Bargaining and Labor Agreements.

B. The terms of all collective bargaining agreements for SPD employees, along
with any separate agreements entered into by SPD or the City in response to an
unfair labor practice complaint, settlement of grievance or appeal, or for other
reasons, including those previously reached, shall be clearly and transparently
provided to the public, by posting on the SPD website.

C. Whenever collective bargaining occurs, any separate agreements in place
affecting ongoing practices or processes which were entered into by SPD or the
City in response to an unfair labor practice complaint, settlement of grievance or
appeal, or for any other reasons, shall be incorporated into the new or updated
collective bargaining agreement or shall be eliminated.

Pursuant to SMC 3.29.460, the parties have reviewed all of their outstanding
separate agreements. After determining which of those involve “ongoing practices
or processes” under the Ordinance, the parties have agreed to incorporate the
agreements listed Appendix G as part of the new collective bargaining agreement.

It is understood that while the failure to incorporate an agreement involving an
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ongoing practice or process means that the agreement can no longer be enforced
through the CBA, any such former agreement may still be relied upon for historical
purposes or as evidence of past practice. While enforcement through the CBA has
been “eliminated”, the former agreement may be used for historical or past practice
purposes. In addition, as compliance with 3.29.460B, each of the incorporated
agreements will be posted on the Department website. In addition, the parties agree
that 3.29.460B is satisfied in full by posting CBA, the incorporated agreements,
and any future agreements that change ongoing practices or policies on the
Department website.

3.29.420 A(7)(a) Disciplinary, grievance, and appeals policies
and processes

A. (7)(a). All appeals related to SPD employee discipline shall be open to the

public and shall be heard by PSCSC.

The parties have agreed that appeals related to employee discipline can go
through arbitration pursuant to the collective bargaining agreement or to the
PSCSC. The City may re-open the Agreement for the purpose of bargaining over
members of the public attending arbitrations, and the parties will not change their
current practice until after a change is achieved through the negotiation process.

3.29.420 A(7)(b) Disciplinary, grievance, and appeals policies and processes

A(7)(b). The PSCSC shall be composed of three Commissioners, none of whom
shall be current City employees or individuals employed by SPD within the past
ten years, who are selected and qualified in accordance with subsection
4.08.040.A.

The parties have agreed that changes to the structure of the PSCSC contained in
the Ordinance should be resolved through joint bargaining with the other interest
arbitration eligible public safety unions. The Guild agrees to participate in such
bargaining. During joint bargaining, the Guild will retain the ability to disagree with
the position(s) advocated by the other unions, and may vote independently. If the
event of such a disagreement, the City and Guild shall proceed to mediation and
arbitration to resolve the matter. In the event other public safety unions refuse to
engage in joint bargaining, the City may re-open the Agreement for the limited
purpose of negotiating the changes in the Ordinance related to the structure of the
PSCSC. The City agrees to defer implementation of this section until bargaining is
completed on all issues for which bargaining is required.

3.29.420 A(7)(c) Disciplinary, grievance, and appeals policies and processes
A(7)(c). Oral reprimands, written reprimands, "sustained" findings that are not
accompanied by formal disciplinary measures, and alleged procedural violations
may be processed through grievance processes established by the City Personnel
Rules or by Collective Bargaining Agreements, but no grievance procedure may
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result in any alteration of the discipline imposed by the Chief. Such grievances are
not subject to arbitration and may not be appealed to the PSCSC or any other
forum.

The City agrees that this section of the Ordinance shall not change the scope of
matters that are subject to the grievance procedure and arbitration under the
Agreement and to challenge/hearings under the PSCSC. In addition, the City
confirms that operation of the grievance procedure and PSCSC can result in the
alteration of discipline imposed by the Chief. Both parties recognize the right of the
other party to utilize internal review processes prior to entering into a settlement of
a grievance or a PSCSC appeal.

3.29.500 A Construction
A. In the event of a conflict between the provisions of this Chapter 3.29 and
any other City ordinance, the provisions of this Chapter 3.29 shallgovern.

The fact the new Agreement is implemented by Ordinance does not change or
impact the agreements and understandings reached in this Appendix.
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APPENDIX F - INCORPORATED MOUs/MOAs and OTHER AGREEMENTS ON

The following Memoranda of Understanding (MOUs) and Memoranda of Agreement (MOASs)

ONGOING PRACTICES AND POLICIES

are hereby incorporated into this Collective Bargaining Agreement:

December 1996
September 1998
February 1999
March 2000
April 2000

May 2000

June 2000
September 2000
October 2000
April 2001
February 2002
February 2005
March 2007
April 2008

April 2008
August 2008
August 2008
October 2009
September 2010
December 2011
October 2012
December 2012
January 2013
November 2013
March 2014
September 2014
October 2014
January 2020
July 2022
January 2023
December 2023
December 2023
June 2024
Various Dates
September 2022
September 2022
August 2024
January 2025
August 2025
August 2025
September 2025
September 2025
October 2025
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Communications Center, Police Boat, etc.

Off Duty Employment and Return to Duty, Telephone calls, LTD, etc.
Off Duty Employment and Return to Duty, Telephone calls, LTD, etc.
Water Rescue Work

FRB

FRB

Police Boat 1 with Hale Pump

Dive Work and Elliot Bay Patrols

Police Boat with Hale Pump

Promotional Lawsuit

ICV

TRU/Reporting, Supplemental Benefits Eligibility, medical and EEO
Part Time

Holding Cell

Park Rangers

AVL System

TRU/COMM

Fire-UW Harbor

Canine

FRB

Settlement Agreement-ICV

Sick Leave

Monitor-FRB

License restrictions

FIT implementation

FIT interview procedures

HQ Parking —Homicide and Robbery Detectives
Implementation of WAPFML

Community Response Group Implementation
4/10 Shift Implementation

Special Event Premium, Dual Dispatch Pilot and Park Rangers
Special Event Staffing Pilot

Use of Non-Sworn Police Department Personnel
Various Work Schedule Agreements

OPA Civilian Investigators

Information Dashboard

Media/Public Affairs

Special Event Staffing

RMT

Second RMT

Chokeholds

Overtime and Leave Issues

Backgrounding
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APPENDIX G - MISCELLANEOUS

The Guild and the City of Seattle enter into the following agreements pursuant to their
negotiations for the 2024-2027 collective bargaining agreement.

Office of Inspector General at Firearms Review Boards

In addition to the other agreements reached by the parties related to the OIG, the OIG
may attend Firearms Review Boards and will in all respects be afforded the same access,
participation, and treatment as be as the Monitor (see the January 18, 2013 MOU of the
parties).

Sick Leave Policy Revisions

Within thirty (30) days of the date this Agreement has been fully ratified, the parties will
meet to complete any needed discussions to finalize updates to the City’s Sick Leave

policy.
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APPENDIX H - CLASSIFICATION REPORT EXAMPLES

In Article 3.6A, the parties agreed to provide examples of their shared understanding of
classification report descriptions pursuant to the criteria set forth in 3.6A(iv). The following
examples are hypotheticals, and use “Named Employee” and “complainant” since the
examples do not have any specific names attached to them; the actual report would have
the complainants name or state “anonymous complainant”. Either party may re-open this
agreement on the limited issue of how OPA should deal with anonymous complaints when
providing unit members information in the classification report. Those examples are as
follows:

Directive 18-02 informed Named Employee #1 that you had to complete May Day
training by April 20™". Records show that you failed to complete the training.

It is alleged that on Sept 3, 2018 at 1800 on 3 and Pine, Named Employee #1 had
contact with the complainant/subject. It is alleged that you violated the use of force
policy when you failed to de-escalate and you tasered the complainant/subject. It is
further alleged that NE #1 did not report the taser application to your supervisor.

Named Employee #1 failed to be truthful with OPA when you stated that you were
not late on July 7 during your interview on September5.

Named Employee #1 failed to give the complainant/subject your name when she
asked for it while you were on a traffic accident at 44" Ave SW and California Ave
SW at 1200 on or about December 12, 2007. You were rude and unprofessional
when you raised your voice and in your communication to her, amongst other things
asked whether she got her license from a cracker jack box.

It is alleged the Named Employee #1 initiated a vehicle pursuit pursuant to
attempting to contact a suspect vehicle for a traffic violation, which fled the stop.
Radio traffic clearly indicates NE #1 had activated her emergency equipment and
was pursuing based off of a traffic violation and eluding alone, which was outside
of Department policy. The pursuit was terminated by a monitoring sergeant. It is
unclear if NE #1 properly terminated the pursuit pursuant to policy. A short time later
Named Employee #2 re-initiated the pursuit with the offending vehicle, which was
once again terminated by another monitoring sergeant. During the re-initiated
pursuit NE #2 positioned his car across multiple lanes of traffic in what appears to
be a pursuit-ending tactic.
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APPENDIX | - CARE ALTERNATE CRISIS RESPONSE

The Guild and the City enter into this agreement regarding the City’s CARE
department and its alternate crisis response function.

1. Non-sworn civilian crisis responders (“CRs”) are individuals who work for the
City in a position that is designated by the City with the duties to
provide assistance to individuals who are experiencing a mental, behavioral,
social, and / or emotional incident. CRs are required to have a Bachelor’s
degree in Social Work, Psychology, or related field; and one year experience
working with individuals with mental, behavioral, social, and / or
emotional health concerns (or a combination of education and / or training
and / or experience which provides an equivalent background required to
perform the work of the class). The position is currently titted a Community
Crisis Responder; however, a different position title may be used as long as the
purpose and minimum requirements for the position are the same.

2. Primary dispatch of CRs can occur for the types of calls set forth in
Subparagraphs A-C below; provided that dispatch has confirmed:

+ The individual that is the subject of the call is located in an open public
location (meaning an area such as a City street, sidewalk or park) or a
publicly-owned building (e.g., City Hall, a library, a community center).
The individual is not in a vehicle or private business that is open to the
public.

* The area is not a known hazard (i.e., flagged in CAD).

+ There is no report of aggressive or threatening behavior towards
others, destructive or confrontational behavior, or behavior posing a
danger to others.

* There are no visible narcotic paraphernalia or weapons.

* There are no minors present with the individual who is the subject of
the call

* There is no indication that a crime has occurred.

* The subject of the call is not located in a homeless encampment,
which is defined as four (4) or more tents or structures that appear to a
reasonable person to be used for camping.

» There is no extreme behavior that might warrant investigation for a
potential involuntary commitment (e.g., public nakedness accompanied
by crisis).

A. A third-party report of a person in a behavioral health crisis
For example: a report of a person on a sidewalk yelling delusional
statements not directed at anyone. (This is currently generally categorized
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as a subset within Priority 3 Crisis calls) This would not include a person in
the middle of the street in traffic yelling or an individual on the sidewalk
throwing property around.

B. A request by an adult member of the public for shelter resources, food or
transportation resources

For example: a request for shelter resources that is not related to criminal
reporting or urgent medical need. (This is currently generally categorized
as a subset within Assist the Public calls.)

C. A third-party report of a person who appears to be in a physical state that
needs to be checked on for their own safety
For example: a person sleeping on a sidewalk in the extreme cold or a
person who appears disoriented and is sitting on the public sidewalk in the
path of a driveway. (This is currently generally categorized as a subset
within Person Down or Welfare check calls.) This would not include an
individual with an apparent injury.

3. In instances where a CR checks on a person for the person’s own safety, and
the CR is unable to get a response from the person, then the call will be treated
as a medical emergency.

4. CRs may self-dispatch (“onview”) to the same types of calls to which they can
be primary dispatched. Any onview must be broadcast over the radio with
nature of the call, the location, and an affirmation that no restrictive criteria (see
Paragraph 2) are present.

5. No CR may enter a private business/residence/location on a primary dispatched
call or self-dispatch other than to debrief with the reporting party after
addressing the call. Contact with the individual who is the subject of the 911
call/request for services will occur in an open public location, as defined in
Paragraph 2 above. If the subject will not leave a private building upon request
of the reporting party, the call will be queued for law enforcement. The
restriction in this paragraph will not preclude a CR from entering the premises of
a dedicated service provider (e.g., a shelter), which is not the subject’s
residence, to connect the subject to a representative who can introduce
available services (i.e., a “warm handoff’); provided that this exception does not
permit onviews precluded by Paragraph 2.

6. If a CR is primary dispatched (or self-dispatched) and upon arrival encounters
any of the restrictive criteria (see Paragraph 2) that would have prevented the
call from being primary dispatched to a CR had the caller provided that
information (or had the information been known), then the CR will advise
dispatch over the air of the updated information and the call will be queued for
law enforcement. The CR may remain in the area but will not engage with the
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subject or will break off any engagement in a prompt and orderly way.

7. Police sergeants may override dispatch on a primary dispatch and/or a CR on a
self-dispatch if they are aware of information that would make a civilian primary
response inappropriate (e.g., because the subject is known to be violent, there
is other police activity in the area, the type of call does not fall under the
approved CR responses). The reason for the override will be logged through
dispatch.

8. Dual dispatch can occur to three types of calls if the information received by the
dispatcher indicates the call is nonviolent:

A. Person down calls excluded from primary dispatch due to the presence of
narcotic paraphernalia and/or the potential crime involved is drug use.

B. Welfare checks excluded from primary dispatch due to the presence of
narcotic paraphernalia, the potential crime involved is drug use, or the fact
the subject is in a vehicle (but not in the driver’s seat).

C. Nuisance Calls where a request to move a person from exterior private
property that may involve a need for redirection to appropriate resources and
does not involve an enforcement request or obstruction sufficient to elicit a
Priority 2 classification.

9. Dual dispatch means that police and CR will be dispatched at the same time.

A. If the police get there first, they assess the situation. They can take
immediate action if they believe it is appropriate or wait for the CR if
reasonable to do so.

B. If the CR gets there first, they wait until an officer has assessed the scene in
a manner the officer deems appropriate. It will be the Officer's responsibility
to make the determination as to who will make the initial direct contact. A CR
will not approach unless cleared to do so by the Officer assessing the scene.

C. After the call is turned over, the Officer may remain at the scene or leave, at
the Officer's discretion. While there, the Officer will attempt to keep the
scene safe but cannot guarantee the safety of the CR.

D. The Officer holds the discretion to turn the call over to a CR and to reinsert
into the call. The Officer is the ultimate authority on the call.

E. The Officer has the authority to advise the CR to disregard if the officer's
assessment is that the CR is inappropriate for the call.
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10.

11.

12.

13.

14.

15.

16.

F. Dispatching a CR will not impact the number of officers that are dispatched
to the call.

Officers may request the assistance of CRs for shelter, food, transportation, or
chronic mental health issues.

CRs will not intervene in calls/incidents being handled by law enforcement
unless approved by an officer.

The CRs will be on the same radio frequency as police.

The CRs will be responsible for writing a report that will be uploaded into the
report writing system utilized by officers so that law enforcement is able to have
the follow-up information.

Officers remain responsible for all ITAs. If a CR believes an ITA is necessary,
they will request an officer.

Coordination with CRs is governed by this Appendix. Officers will remain
obligated to follow the Department's current de-escalation policy (SDPM 8.100).
References in that policy to team tactics and additional resources refer to
coordination with and use of additional sworn personnel.

The deployment of CR personnel is intended to augment resources within SPD
and free up capacity among sworn officers to perform other functions. The
presence and deployment of a CR will not prohibit officers from doing any of the
functions the CR are permitted to do or prevent the dispatching of an officer to
any of the types of calls that have been identified as permitted for a CR primary
or dual dispatch.
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[-]2-19 796

MEMORANDUM OF AGREEMENT
' between
THE CITY_ OF SEATTLE
and |

SEATTLE POLICE OFFICERS' GUILD

The parties to this Memorandum of Agreement, the City of Seattle and the Seattle Police

Officers' Guild, in the course of collective bargaining for a new contract reached'
~ agreement on the following issues:

1.

In accordance with the past practice since October 1, 1995, and prior to the
civilianization of the Sergeant positions, civilian chief dispatchers may work as
shift supervisors in the Communications Center during those times that the

regularly assigned Sergeants are unavailable as a result of scheduled time off,
sick or disability leave, or training.

The dollar loss reporting threshold for secondary operators in the
Communications Center shall be raised to $1,500 for car prowls and to $500 for
other crimes. It is not intended that raising this dollar loss reporting threshold will
supplant the Telephone Reporting Unit functions.

The police boat purchased by the City in 1996 for use in Lake Union shall be
regularly staffed by members of the Seattle Police Department. If the boat is
required to respond to fire calls requiring the expertise of fire fighters, the Seattle
fire fighters will embark at a dock or other location, will be transported to the fire
scene, and will be employed in the fire suppression effort. After the fire
suppression is complete, or whenever the boat's fire suppression services are no
longer required, the fire fighters will disembark and the boat will continue its
normal police duties. Nothing in this Agreement shall be construed as preventing
members of the Seattle Police Department from responding to and taking basic
suppression measures to fight fires which do not require the expertise or skills of
fire fighters, or as allowing fire fighters to take law enforcement actions.

The parties have agreed on the attached job description, labeled "Detective
Aides," and that the Guild will not assert any collective bargaining or grievance
rights should the City create a civilian job with the job duties listed in the job
description. Should the City assign to civilian employees any duties currently
being performed by Guild members which are not listed on the attached job
description, the Guild shall retain collective bargaining and grievance rights over
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the assignment of such duties. It is the intent of the parties that detective aides
are intended to assist detectives. There is no intent on the part of the City or the
Guild that detective aides will supplant detectives. During the term of the parties
collective bargaining agreement effective January 1,1997, the City may employ
no more than ten detective aides at any one time. In addition, the City may
maintain no lesser ratio than twenty-two detectives to one detective aide.

The parties have agreed on the attached language governing the use of
storefront volunteers and storefront employees, labeled "Storefront
Volunteers/Employees,” and that the Guild will not assert any collective
bargaining or grievance rights should the City create such positions with the job.
duties listed in the attachment. Should the City assign to civilian employees any
duties currently being performed by Guild members which are not listed on the
attached job description, the Guild shall retain collective bargaining: and
grievance rights over the assignment of such duties.

The above changes will be effective January 1, 1997, and are subject to the

parties entering into a new collective bargaining agreement that is effective on
that date.

Dated this lZ“\ day of December, 1996.

Voot Zhsnnas Fesl Dadleln_

Michael Edwards Fred Treadwell
Seattle Police Officers' Guild Labor Negotiator i




DETECTIVE AIDES

Assist sworn detectives by performing certain non-field work functions. At the direction
of a detective or sworn supervisor, a detective aide may perform the following tasks:

1.

Process arrest reports and citations.

1.1 Coordinate and arrange witness interviews.conducted by a detective.

1.2  Obtain booking numbers.
1.3 Check court dates, times and locations.

1.4  Obtain photographs to be selected and assembled by a detective into a
photo montage. ~

1.5 Retrieve documents and records and other items.
Respond to telephone calls and receive visitors.

2.1 Provide authorized information regarding the Department's investigative
policies and procedures on various programs.

2.2  Screen and refer visitors and telephone calls to the appropriate person.

Run criminal histories, Department of Corrections checks, and other records
checks.

Perform computer operations.

4.1  Perform data entry using word processors, spreadsheets, and other
programs using personal computers or computer terminals.

4.2 Assist employees in computer operations and procedures.

Locate witnesses and suspects through the use of computer programs, library
resources, and other means that do not require field work.

Record, post or log specific information; prepare tallies of documents.

Process impounded and found property.

Maintain logs and prepare statistical data concerning crimes investigated by the
detectives to which the detective aide is assigned.

Assist a detective or other sworn employee in clearing evidence.



STOREFRONT VOLUNTEERS/EMPLOYEES

1. Provide information to citizens in the Seattle Police Department. Provide
information concerning the resources of SPD, the options available if a matter is
handled through SPD, and the procedures that SPD will generally follow in
processing certain types of cases.

2. Provide referrals to organizations/individuals within SPD, and/or other community
agencies.
3. Take written reports only of the same type now taken by secondary operators in

Communications and by CSQ's, where the following circumstances apply:

The loss is under $500.

There is no evidence.

The crime is not a crime against a person.

There is no suspect information.

No firearm is taken.

The crime is not one of domestic violence or racially, sexually, or politically

motivated.
4. Not be attired in a police uniform.
S Not perform any duties relating to crime scene processing and crime scene

investigation.



MEMORANDUM OF UNDERSTANDING
by and between
THE CITY OF SEATTLE
and

THE SEATTLE POLICE OFFICERS’ GUILD

WHEREAS, the City of Seattle (hereinafter “City”) is experiencing record numbers of vacancies
within the Police Department’s commissioned ranks; and

WHEREAS, the City has requested that the Seattle Police Officers’ Guild (hereinafter “Guild”)
waive a contractual provision of the parties’ Collective Bargaining Agreement to
facilitate the adoption of a lateral entry program for experienced police officers from
other jurisdictions; and

WHEREAS, providing a means to relieve the staffing shortage and to resolve various
outstanding issues and grievances has motivated the parties to take the unprecedented
step of reopening an economic provision of their Collective Bargaining Agreement;

THE PARTIES NOW AGREE AS FOLLOWS:
A. OFF-DUTY EMPLOYMENT AND RETURN TO DUTY.

L. If an off-duty officer engages in a self-initiated law enforcement activity arising out of
and related to his/her secondary employment, the officer will be paid by the off-duty
employer until the end of the off-duty shift and will not be paid by the City.

2% Under the following circumstances, an officer working off-duty will be paid hour-for-
hour overtime by the City for the actual time spent performing a necessary law
enforcement action upon approval by an on-duty supervisor prior to or as soon as
practical after the law enforcement action is initiated:

a) The officer is required by Department policy to take law enforcement action and
doing so will prevent the officer from performing their off-duty job; or

b) The officer is continuing to perform law enforcement activity that was self-
initiated, as provided at paragraph 1 above, after the end of the off-duty shift.

3. An officer working off-duty will be entitled to call-back pay if the officer is required by
an on-duty supervisor to address a public safety emergency or to process an arrest, book a
suspect, etc., and the duty will not permit the officer to return to his/her secondary
employment before the off-duty shift has ended. If the officer is called to duty by the
Department and able to retum to his/her secondary employment, the officer shall be
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compensated by the City at the rate of time and one-half for the actual time worked
performing the Department duty.

With the exception of court overtime, an officer will not accept payment from an off-duty
employer for the same time that is paid for by the City. Any officer willfully collecting
pay in violation of this provision will be subject to discipline.

The parties agree to meet and evaluate the above overtime procedures and secondary
employment policies on or before March 31, 1999, at which time either party may reopen
this Section for negotiations in accordance with the provisions of RCW 41.56 et. seq.

The parties agree that they will engage in interest-based discussions regarding all of the
Department policies and procedures relating to off-duty employment with the intention to
redesign the manner in which all aspects of off-duty employment are regulated and
performed. A priority for these discussions will be determining whether different policies
and procedures relating to off-duty work need to be established for Metro/King County.
This Agreement shall apply to off-duty work performed for Metro/King County until or
unless alternate procedures are negotiated between the City and the Guild. The interest-
based bargaining discussions shall operate under the same understandings contained in
the letter from Chris Vick to Fred Treadwell, dated July 2, 1998.

B. TELEPHONE CALLS

The Department shall adopt the following policy regarding telephone calls received off duty:

Employees should not have their off-duty hours disrupted by work-related telephone calls, unless
time is of the essence and there is no reasonable alternative means to obtain important, necessary
information. If such a telephone call must be made, the following steps shall be taken:

1.

A work-related telephone call from an on-duty employee to an off-duty employee will be
made only when the on-duty employee absolutely requires a response to a problem or needs
specific information before the off-duty employee’s next regularly scheduled shift. The on-
duty employee must exhaust all other available on-duty sources who may be able to respond
to the problem before calling the off-duty employee.

All proposed calls to off-duty employees must be first reviewed and approved by a
Lieutenant or above, or be made by a Lieutenant or above.

The commander who reviews the proposed call will be responsible for verifying the need to
call the off-duty employec and making a record of his/her approval.
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4.

If the call is approved, the on-duty employee/caller will be expected to only discuss the
specific work-related problem that was presented to the on-duty caller’s commander for
approval. The on-duty caller is expected to keep the duration of the call to the minimum
necessary to determine if the off-duty employee can respond to the work-related question(s)
and to get the response.

If, during the course of the call, it becomes apparent that the issue cannot be resolved over the
phone and the off-duty employee will need to be called back to work or that the issue cannot
be resolved within thirty (30) minutes on the phone, the call will be immediately terminated.
The on-duty employee will apprise the commander that approved the call or another
Lieutenant or above, if that commander is not available, that the issue could not be resolved
on the phone and request that the off-duty employee be called back to work.

The off-duty employee will fill out an Overtime Request Form 1.33 for the time spent on the
work-related phone call if the duration of the call(s) equals or exceeds eight (8) minutes. The
employee will be compensated at the normal overtime rate of time and a half (1) for one
hour for each call that equals or exceeds eight (8) minutes. Such compensation shall include
all necessary work-related calls subsequently made to an employee or by an employee in
response to the initial call, during the one-hour period following the call. If the total duration
of the necessary work-related calls exceeds one hour, overtime will be paid for the actual
duration of the calls. The work-related purpose of the call and the parties to each telephone
conversation must be clearly identified on the Overtime Request Form, including any
pertinent referential details, such as an incident or case number. The Overtime Request Form
will be routed to the supervisor approving the call, who will be responsible for verifying the
approval, purpose, and details of the call before approving the overtime form. The purpose
and time spent on work-related calls received off-duty of a duration of less than eight (8)
minutes shall be documented for statistical purposes only. Time spent listening to a recorded
voice message, including time spent calling in to listen to a recorded message on the status of
court cases, will not be compensated when the employee could have made the call while on
duty. Time spent returning a call in response to a message will be compensated in
accordance with the above procedures. Calls made without supervisory approval in violation
of this policy may subject the caller to discipline Calls made by an outside agency or party
or calls initiated by an employee claiming compensation without supervisory approval or
facilitation by the Seattle Police Department will not be compensated.

Employees assigned to the Fraud and Explosives Section and the Homicide Unit on approved
standby status will not receive overtime pay for phone calls received as specified in these
procedures and will be compensated in accordance with current practice.
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The Department will review existing Directives for the purpose of considering whether or not
their requirements prompt unnecessary calls to off-duty officers and will amend such Directives
as appropriate.

C. SERGEANTS’ PAY

Appendix A, Section C.1, Paragraph 4, shall be interpreted to mean that Sergeants who had less
than twelve months of service at the previous Step 2, on December 24, 1996, shall move to the
new top step upon completion of a total of twelve months of service as a Sergeant. The City will
conduct an audit and adjust the pay of all affected Sergeants.

D. LATERAL ENTRY POLICY

The parties agree that the City may adopt the lateral entry program attached as Exhibit A. All
lateral hires made after January 1, 1996, who satis(y the criteria for the lateral entry program,
shall receive a salary step adjustment consistent with the criteria for adjustment under the lateral
entry program, effective October 14, 1998. Appendix C, Section C.2, of the Collective
Bargaining Agreement shall not apply to any hire made pursuant to that policy; provided that the
City hire no more than thirty officers per year under this Agreement. Either party may reopen
this Section prior to March 31, 1999, for the express limited purpose of reevaluating the hiring
limitation. Such negotiations will proceed in accordance with the provisions of RCW 41.56 et.
seq.

E. HEALTH CARE AND LTD CHANGES

1. At the Guild’s option, on or after January 1, 1999, and prior to December 31, 1999, the Guild
will release the City from any and all liability for providing long-term disability benefits for
officers (apart from statutory disability, retirement, and workers compensation benefits) and
shall assume sole responsibility for same, including payment of LTD premiums and existing
claims for LTD benefits; provided the Guild provides at least 30 days notice of its intent to
exercise its option; and provided that the City’s contract with the Long-Term Disability
Insurance provider allows for the cessation of the coverage of Guild members.

2. The City shall provide for mandatory participation in and mandatory payroll deduction for
the premium of a LEOFF 1l disability plan that is selected periodically and administered by
the Guild. The Guild shall indemnify and hold the City harmless from any and all liability
arising from the mandatory participation in the plan or the mandatory deduction of the
premium to the extent that any claim arises from the mandatory participation in the plan or
the mandatory deduction of the premium. In the event of a refund from Standard relating to
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experience prior to January 1, 1999, the refund will be shared between the parties, with the
Guild receiving two-thirds and the City one-third.

3. Upon the Guild exercising its option to provide such coverage, and pursuant to the limitation set
forth above, the parties agree that the City shall not be required to provide Long-Term
Disability [nsurance as of the effective date of the change. As of the effective date, the Union
shall be solely responsible for providing Long-Term Disability Insurance to its members and
the reserves under the current policy attributable to employees within the bargaining unit will
be transferred to the new policy with the Guild as the policyholder. The Union recognizes that
the Long-Term Disability Insurance provider; and not the City, determines what reserves, if
any, it will retain for the Long-Term Disability Insurance, and, therefore, releases the City from
any liability or responsibility for reserves, except as expressly provided for herein. Should the
Union have any dispute with respect to excess reserves, the Union shall look solely to the Long-
Term Disability [nsurance provider for resolution of the dispute; provided that the City will take
reasonable steps to facilitate the transfer of any excess reserves to the parties. If the City
provides the Long-Term Disability [nsurance required in this Article until the effective date of
the change, the Union and its members shall release the City from any and all liability for long-
term disability claims based on occurrences arising prior to that date. Additionally, the Union
shall defend, indemnify, and hold the City and all of its employees harmless from any and all
liability relating to claims that are the responsibility of the Guild under the terms of this
Agreement; provided that the Union’s obligations hereunder shall not be effective unless and
until the City first tenders any such claim to the Long-Term Disability Insurance provider and
such tender has been denied; and provided that the Union’s obligations hereunder shall not be
effective to the extent the claim is based solely on the City’s negligence. The indemnification
obligation set forth herein shall survive the expiration of Collective Bargaining Agreements
between the parties.

4. Effective January 1, 1999, the Choice Plus plan from United Healthcare will be offered in
place of the Options and Pacificare health care plans, which will be eliminated. If the Guild
elects to assume responsibility for providing LTD coverage, the Vision Services Plan, with a
monthly premium that is closest in cost to (but no higher than) the City’s current LTD
premium contribution, will be provided by the City to all LEOFF II officers and dependents,
and to all LEOFF I dependents at no charge to the employee. The Group Health and Regence
health care plans will remain unchanged, except the vision benefits under the Regence and
Choice Plus plans will be eliminated if the Vision Services Plan is added.

5. Consistent with the plan changes described at paragraph 4 above, effective January 1, 1999,
references to the Options Plan and Pacificare Plan in Section 11.5 of the parties Collective
Bargaining Agreement shall become null and void.
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6. The parties recognize that the above Agreement is not a compromise on the overall question
of who or which entity is entitled to receive health care premium refunds.

Signed thisﬁf day of (2 buary , 1999

SEATTLE POLICE OFFICERS’ GUILD THE CITY OF SEATTLE
Executed under Authority
Of Ordinance  //9 .34 ¢

“gi)\;, T doindbo 70“1& chlL\

Mike Edwards Paul Schell
President Mayor
FT:plm

plmit/g:\labor\akord\spoglateralmou//1 2/11/98 11:40 AM



Relative Cost/Savings Between Lateral Entry and Other Recruits

Given anticipated levels of recruiting no actual budget savings will result from lateral entry.
The following compares the relative cost/savings between lateral entry officers and other recruits:

Cost of Academy per recruit' = $14.714
(excl. benefits) X 30 recruits
$441,420
Savings from waving the Academy for 30 Police Officers = $441,420

Cost of hiring Police Officers at steps other than first step:
(incl. 10% rollup for OT & 5.44% rollup for pension. Doesn'tincl. cost of benefits)

30 officers @ step 1 ($18.03) = $1,303,778
10 officers @ step 3 ($19.49) = $469,784
10 officers @ step 4 ($20.90) = $503,771
5 officers @ step 5 ($21.84) = $263,214
5 officers @ step 6 ($22.70) = $273,579
$1,510,349
Additional annual cost of hiring Police Officers at other than top step = $206,570

After the first two years this will cost will begin to diminish until all lateral entry officers are at top step.

Relative savings in year one comparing lateral entry to other recruits = $234,850

Notes:
1. Cost of attending the academy per Connie Curtain, SPD. - 880 hours @ 16.72 excl. benefits.

12/21/98 latentry xIs



' SEATTLE POLICE DEPARTMENT
LATERAL ENTRY PROGRAM

HIRING, SALARY & TRAINING REQUIREMENTS

Ofc. Jonathan Young - Recruiter (206) 684-8499
Ofc. Christie-Lynne Bonner - Recruiter

Norm Stamper - Chief of Police -




SEATTLE POLICE DEPARTMENT
LATERAL ENTRY PROGRAM

MINIMUM ELIGIBILITY REQUIREMENTS FOR LATERAL OFFICERS

e Twenty-four continuous months of full-time post academy experience as a paid,
sworn, municipal, county, state or federal police officer (excludes military police and
reserve duty) within the last 36 months.

o Graduate of a municipal, federal or regional Basic Law Enforcement Training
Academy or equivalent, as accepted by the Washington State Criminal Justice Training
Commission. Copy of Academy certificate to be provided with application.

e Citizen of the United States.

e High School Diploma or equivalent.

e Applicants meeting the above requirements will complete a job application and a

personal history inventory outlining their law enforcement experience. In addition, the
applicant 1s to submit a resume and cover letter.

TESTING - MINIMUM ELIGIBILITY REQUIREMENTS

e Placement on the City of Seattle’s Civil Service Lateral Entry Police Officer register,
which will require the following: '

e Passing score on the Cooper Physical Fitness Test.
e Civil Service written examination with a minimum passing score of 80%.

e Successful completion of a writing skills test. Candidates will watch a short video of
an incident and then be required to complete a basic incident report. The test will be
graded on a scale of 1-5 by a panel. This score will be combined with the oral board
score to determine rank order of the candidates on the civil service register.

e Successful completion of the lateral entry oral board. Applicants will be asked a series
of questions about their knowledge of policing.



HIRING REQUIREMENTS

e Successful completion of all current entry level hiring screening standards (including
polygraph, psychological, and medical evaluation) with the following additional
background screening requirements:

o Interview of candidate’s immediate supervisor, three previous supervisors. and one
member of command staff above immediate supervisor, interviews of three peers not
selected by candidate.

e Review of performance records: firearm proficiency, vehicle accidents, citizen and
other complaints, lawsuits, performance evaluations, academy evaluations and related
documents. All records will be sent directly to the Background Detective by the
applicant’s current department.

e To the extent possible, background detectives will conduct on-site visits to local
applicant’s agencies. '

e Valid Washington State Vehicle Operator’s License.

POST HIRE REQUIREMENTS

o All lateral entry officers must successfully complete a four week SPD Lateral Officer
Orientation Program which consists of an orientation to SPD as well as acaderic and
hands-on training. Included will be testing components (three written tests and mocx
scenes) necessary to satisfy the Washington State Basic Equivalency Academy.

e This requirement will apply to all lateral entry candidates regardless of whether they
have successfully completed the Washington State BLEA.

e A passing score on the SPD firearms course.
e Re-cerification on candidates who have not completed the WSCJTC’s EVOC course.

e All candidates must successfully complete the Lateral Entry Field Training Officer
program (approximately 8 weeks) and the one year probationary period from the date
the officer is sworn in as an SPD officer. The Lateral Entry FTO is simply an
accelerated version of the current fourteen week FTO program for new hires. All
existing training benchmarks and standards will be maintained.




SALARY AND BENEFITS = i drwoii

Salary placement for Lateral officers will begin no lower than the 3™ step and will not
exceed the 6" step of the Police Officer salary range.

Lateral Entry Officer Salary Steps

Step 1 Step 2 Step3 | Stepd | Step5 .| Step6 | Step 7 Step 8

$3137 53262 3391 $3636 | $3800 | S3949 $4146 54290

For example (prior experience):

24 - 41 months of experience = Step 3
42 - 53 months of experience = Step 4
54 - 65 months of experience = Step 5
66+  months of experience = Step 6

Progression in salary increases are in accordance with C ity's salary ordinances which
are in 12 month intervals. For example: with 45 months of service the applicant will be
placed at Step 4 and at the conclusion of 12 months of SPD service would be placed at
Step 3. '

SPD Officer Salary Steps

Step 1 Step 2 Step 3 Step 4 Step 5 Step6 | Step7 | Step 8

Sworn in | 6 months | 18 mths | 30 mths | 42 mths | 54 mths | 66 mths | 78 mths

e Lateral officers are eligible for paid medical coverage on the 1* day of the month
following the initial appointment as a SPD officer.

e Lateral officers will not receive contractual seniority or longevity benefits for time
served prior to joining SPD. Credited time for these benefits will be for SPD time only.

e Lateral entry officers will be assigned to Patrol activities for a minimum of three years
upon completion of FTO program. (Exception: Operational needs may require
reassignment.)

PROMOTIONAL AND ASSIGNMENT REQUIREMENTS -

 An officer must have 3 vears of SPD experience to take the Detective’s exam and be
assigned as such; an officer must have 5 years of SPD experience to take the Sgt.
Exam. A four year degree may serve as a substitute for 1 year of experience.



AITCHISON
& VICK, INC.

Attorneys at Law

Oregon Office:

3021 N.E. Broadway
Portland, OR 98232
(503) 282-6160
Fax: (503) 282-5877
e-mail: aitch@pacifier.com

Will Altchison
Admitted in OR, CA and AK

Washington Office:

15 South Grady Way
vergreen Building, Suite 414
Renton, Washington 98055

(425) 204-8385

Fax: (425) 277-3610

mail: ckvick@nventure.com

Christopher K. Vick
Admitted in WA

Andrew P. Hall
Admitted in WA and TX

March 29, 2000

Vince Helm, Hearing Examiner

Public Employment Relations Commission
P.O. Box 40919

Olympia, WA 98504-0919

Re: Seattle Police Officers Guild and the City of Seattle
Subject: Motion to Withdraw
Case No.: 14652-U-99-3673

Dear Mr. Helm:

In accordance with the attached agreement, please accept this
letter as a motion on behalf of the Seattle Police Officers Guild to
withdraw it unfair labor practice claim in the above-entitied matter.

Please do not hesitate to call me if you have any further
questions.
Very truly yours,

Aitg_hison & Vick, Inc.

Attorney at Law

CKV/crm

attachment

cc:.  Marilyn Sherron
Janice Corbin
Fred Treadwell
Mike Edwards



SETTLEMENT AGREEMENT

WHEREAS, the City of Seattle ("City") and the Seattle Police Officers’ Guild
("SPOG") have been signatory to a series of collective bargaining agreements setting
forth the wages. hours, and other terms and conditions ol employment for members so the
bargaming unit represented by SPOG; and

WHEREAS., on or about June 17. 1999, SPOG filed an unfair labor practice
complaint against the City alleging that the City had, unilaterally and without bargaining,
assigned public safety rescue and recovery under water diving work (* water rescue
work™) currently done by members of the bargaining unit represented by SPOG to
“members of the bargaining unit represented by International Association of Fire Fighters
Local 27 (“[AFF"); and

WHEREAS, the unfair labor practice complaint has been docketed as case no.
14652-U-99-3673; and

WHEREAS, the City has denied assigning under water rescue work currently
done by members of the bargaining unit represented by SPOG to members of the
bargaining unit represented by the IAFF;

WHEREAS, the City and SPOG wish to resolve the unfair labor practice
complaint and proceeding; it is therefore

AGREED BY AND BETWEEN THE PARTIES HERETO, in consideration
of the mutual promises contained herein and other good and valuable consideration. that:

1. The City will not unilaterally and without discharging its duty to bargain,
assign water rescue work that has been done exclusively by members of the bargaining
unit represented by SPOG to any other employee of the City or any other entity. The City
further agrees that it would be untimely to raise any skimming or subcontracting issues
related to water rescue in the current negotiations for a successor agreement between the
parties.

2. For purposes of this Agreement, water rescue work that has been done
exclusively by members of the bargaining unit represented by SPOG is any water rescue
work that involves the use of SCUBA, or other specialized diving equipment with the
exception of snorkels, fins and diving masks.

¥ The City will discharge its duty to bargain with SPOG over any proposed
change(s) in assigning water rescue work that has been done exclusively by members of
the bargaining unit represented by SPOG.

4. Nothing in this Agreement shall change the current practice of requiring a
dual response to water rescues. Provided that the Police Department Dive unit shall be
the primary responder during search, rescue and recovery dive operations and Fire

Settlement Agreement
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Department personnel will only operate in a support role, once Police Department
personnel are on a scene.

4 Nothing in this Agreement shall change the current practice of and/or
prohibit any fire {ighter coming upon and/or responding to a situation requiring a water
rescue from doing a water rescue so long as such rescue does not invelve the use of
SCUBA equipment or other specialized diving equipment with the exception of snorkels.
fins and diving masks.

6. SPOG shall immediately withdraw the unfair labor practice complaint that
has been docketed as case no. 14652-U-99-3673 with prejudice.

1. This 1s the resolution of a disputed claim and that the execution of this
Agreement shall constitute an admission of liability by any party hereto.

IN WITNESS WHEREOF we have set our hands this 13th day of March. 2000.

#»QAA-—- Zlio |20

Marilyn F. Sherron, Assistant Date
The Seattle Law Department
//-\
A,
i 5/15 o

Mike Edwards, President Daté
Seattle Police Officers” Guild

Mg 3/[’1!2,090

Paul Schell, Mayor Date
The City of Seattle

Settlement Agreement
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MEMORANDUM OF AGREEMENT

WHEREAS, the City of Seattle (hereinafter referred to as the “City™) is a first
class charter city, organized in accordance with Washington Constitution Article XI, §10
and Chapter 35.22, RCW; and

WHEREAS, the City and the Seattle Police Officers® Guild (herealter referred to
as "SPOG”) have been signatory to a collective bargaining agreement setting forth the
wages, hours, and other terms and conditions of employment for members of the
bargaining unit represented by SPOG; and

WHEREAS, the City and the Seattle Police Management Association (hereafter
referred to as “SPMA™) have been and are signatory to a collective bargaining agreement
setting forth the wages, hours, and other terms and conditions of employment for
members of the bargaining unit represented by SPMA; and

WHEREAS, on or about January 27, 1997 the City Council passed Ordinance
Number 118482 creating a “Firearms Review Board Citizen Observer position
(hereinafter "Citizen Observer") with authority to attend each meeting of the Seattle
Police Department Firecarms Review Board as a non-voting observer, to report annually
to the Mayor and Council on the proceedings of the Firearms Review Board, and to
increase the confidence of the general public in the review process™; and

WHEREAS, on or about February 6, 1997, the Mayor signed Ordinance Number
118482; and

WHEREAS, on or about February 4, 1997, SPOG, in response to the adoption of
Ordinance Number 118482 and amendments to the Seattle Police Department Policies
and Procedures Manual Section 1.305, filed an unfair labor practice complaint against the
City with the Public Employment Rclations Commission (hereinafter referred to as
“PERC™) that was docketed as Seartle Police Officers’ Guild vs. Citv of Seattle, Case
13234-U-97-03218; and

WHEREAS, the City denied committing any unfair labor practice(s); and

WHEREAS, on or about June 11. 1997, SPMA, in response to the adoption of
Ordinance Number 118482 and amendments to the Seattle Police Department Policies
and Procedures Manual Section 1.303, filed an unfair labor practice complaint against the
City with the PERC that was docketed as Scartle Police Management Association vs. City
of Seattle, Case 13306-U-97-03245; and

WHEREAS, the City denied committing any unfair labor practice(s); and

WHEREAS, on or about April 27, 1999, Hearing Examiner Walter M. Stuteville
issued Consolidated Findings of Fact, Conclusions of Law, and Order in the cases
docketed as Seartle Police Officers’ Guild vs. City of Seattle, Case 13234-U-97-03218

Memorandum of Agreement
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and Seattle Police Manugement Association vs. City of Seuttle, Case 13306-U-97-03245;
and

WHEREAS, the City. SPOG, and SPMA have all appealed from Hcaring
Examiner Walter M. Stuteville's Consolidated Findings of Fact, Conclusions of Law. and
Order; and

WHEREAS. the City. SPOG. and the SPMA wish to resolve the unfair labor
practice proceeding without resort to further litigation; it is therefore

AGREED BY AND AMONG THE PARTIES HERETO, in consideration of
the mutual promises contained herein and other good and valuable consideration, that:

L. As part of the appointment process contemplated by Section 3 of
Ordinance Number 118482, the President of SPOG and the President of SPMA and/or
their designee(s) will be allowed to sit in on the interviews of the final candidates for
Citizen Observer and provide input during the interview proccss.

2, Any bargaining unit employees involved in a Fircarms Review Board
investigation and review (hereinafter referred to as the “subject employee™) will be
afforded his/her Weingarten and Garrity rights.

3. The Scattle Police Department Policies and Procedures Manual Section
1.305, Y1 A)(5) will be revised to read:

A bargaining unit representative shall be permitied 1o
attend the Fircarms Review Board, if requested by the
subject employee. to provide representation in accordance
with RCW 41.56.’

4. The Seattle Police Department Policies and Procedures Manual Section
1.305, 9V will be revised to read:

Vi Citizen Observer

A. The Mayor shall appoint a Citizen Observer
{o the Firearm’s review Board to observe and report on the
Proceedings of the Board.

1: In  addition to possessing the
qualifications set forth in Section 3B of Ordinance Number
118482, the Citizen Observer shall possess the following
qualifications and characteristics:

" “The parties agree that Appendix A reflects the current state of the law with respect to representation in
accordance with RCW 41.56.

Mecmorandum of Agreement
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a. demonstrated professional
experience in criminal justice and/or constitutional law.,
and,

b. some experience in  fact-
finding.

2. The Citizen Observer shall be a non-
voting observer and shall comply with all of the provisions
of Ordinance 118482,

a. The Citizen Observer shall be
excused during the deliberations and voting of the Firearms
Review Board.

B. The Mayor shall appoint an alternate Citizen
Observer who will serve in place of the Citizen Observer
where the Citizen Observer is unavailable and/or is unable

to serve.

l. The alternate Citizen Observer shall
be selected in the same manner as the primary Citizen
Observer.

C. The subject cmployee or the subject

employee’s bargaining representative may request that the
Citizen Observer not attend and/or observe the proceedings
of the Firearms Review Board in a particular case if there
are concemns related to an appearance of fairness, or if the
Citizen Observer is demonstrated to have violated the
confidentiality provisions of the Ordinance, or if there are
other concerns of similar gravity.

1. Such a request shall be made within
five days after receiving notification of the hearing.

2. When such a request is timely made,
the alternate Citizen Observer shall be used for the hearing.

5. The Seattle Police Department Policies and Procedures Manual Section
1.305, will be revised to add a §VII that will read:

VII  Bargaining Representative Observer

Memorandum of Agreement
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A. A representative of the subject employee’s
bargaining unit shall serve as a non-voting member of the
Firecarms Review Board. in the same capacity, and subject
to the same limitations, as the Citizen Observer.

. The representative of the subject
employce’s bargaining unit will be excused during the
deliberations and voting of the Fircarms review Board.

B. The representative ol the subject employee’s
bargaining unit who serves as the non-voting member of
the Firearms Review Board shall not be the same
representative who represents the subject employee before
the Fircarms Review Board in accordance with RCW
41.56.

6. When records relating to the Fircarms Review Board are requested
pursuant to a public disclosure request, the subject employce's’ bargaining representative
will be notified of the request and be allowed a reasonable period of time, not to exceed
two weeks from date of notification of the request, in which to scek a court order
prohibiting disclosure of such records.

7. Hecaring Examiner Walter M. Swteville’s April 27, 1999 Consolidated
Findings of Fact, Conclusions of Law, and Order in the cases docketed as Scatile Police
Officers’ Guild vs. Cinv of Seaurle, Case 13234-U-97-03218 and Scaule Police
Management Association vs. Cinv of Seattle, Case 13306-U-97-03245 shall not be used as
precedent in any other proceceding(s) involving the City and SPOG and/or the City and
SPMA.

8. The City. SPOG, and SPMA will ask the PERC to suspend enforecement of
Walter M. Stuteville’s April 27, 1999 Consolidated Findings of Fact, Conclusions of
Law, and Order in the cases docketed as Seaitle Police Officers ™ Guild vs. City of Seattle,
Case 13234-U-97-03218 and Seattle Police Manugement Association vs. Citv of Seattle,
Case 13306-U-97-03245.

9. The City, SPOG, and SPMA will ask the PERC to agree that the Walter
M. Stuteville’s April 27, 1999 Consolidated Findings of Fact, Conclusions of Law, and
Order in the cases docketed as Seattle Police Officers’” Guild vs. Citv of Seaitle, Case
13234-U-97-03218 and Seaurle Police Management Association vs. City of Seattle, Case
13306-U-97-03245 shall have no precedential effect in any PERC proceedings involving
the City and SPOG and/or the City and SPMA.

0.  The City, SPOG, and SPMA will ask PERC to suspend the briefing
schedule pending completion of the scttlement discussions and the PERC approval
process.

Memorandum of Agreement
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L1 If the PERC does not agrce to suspend enforcement of Walter M.
Stuteville’s April 27, 1999 Consolidated Findings of Fact, Conclusions of Law, and
Order and/or to agrec that Walter M. Stuteville’s April 27, 1999 Consolidated Findings of
Fact. Conclusions of Law, and Order shall have no preccdential effect in any PERC
proceeding(s) involving the City and SPOG and/or the City and SPMA. this
Memorandum of Agrecement shall be null and void and the parties will either continuc
discussing other alternatives to achieve the same goals and/or will request a new bricling
schedule so that the appeals can be completed.

12, [f the PERC agrees to suspend enforcement of Walter M. Stuteville's
April 27, 1999 Consolidated Findings of Fact, Conclusions of Law, and Order and agrees
that Walter M. Stuteville’s April 27, 1999 Consolidated Findings of Fact, Conclusions of
Law, and Order shall have no precedential effect in any PERC proceeding(s) involving
the City and SPOG and/or the City and SPMA, then the parties shall withdraw their
appeals.

’ ‘76 < - @
IN WITNESS WHEREOF, we have set our hands this”? day of ‘. ps0( |
2000. )

CITY OF SEATTLE

SEATTLE POLICE OFFICERS” GUILD

SEATTLE POLICE MANAGEMENT ASSOCIATION
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APPENDIX A

The parties agrec that the following is the scope of a bargaining rcpresentative’s
right to provide representation to an subject employee in a Firearms Review Board
proceeding in accordance with RCW 41.56 as of the date of the exceution of the
Memorandum ol Agreement:

i The bargaining unit representative can counsel the subject employee,
complying with all applicable bargaining agreements.

2, The subject employee may consult with the union representative before
commencing an investigatory interview.

3. Once the Board asks the subject employee to give his/her version of what
occurred, there will be no interruption from the bargaining unit representative.

4, Once active questioning begins of the subject employee, the bargaining
unit representative my alert the officer to problems with the phrasing or scope of a
question.

a. Examples of the type of assistance which might be provided by the
bargaining unit representative include: noting when questions  arc ambiguous or
misleading; noting when questions invade a statutory privilege that the officer has the
right to invoke; or interceding when questions become harassing or intimidating.

i The right of the bargaining unit representative o participate
during the questioning process does not necessarily allow that representative to confer
with the subject employcee before every answer.

5, When a statutory privilege is not at issuc. the representative cannot delay
the subject employee’s responses while the representative advises the officer whether or
how o answer a question.

a. Also, the representative and the subject ecmployee is not free (o
interject comments whenever he/she wishes during the interview.

0. In the interest of maintaining an orderly process, the Board may
reasonably require the bargaining unit representative to wait until the conclusion of
questioning before secking clarification of previous officer answers, bringing to light
favorable facts the officer might have overlooked, suggesting other individuals who may
have relevant knowledge. describing relevant practices. or advancing extenuating
circumstances for the Board to consider.

Memorandum of Agreement
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In ordex to avoid any current or future inisunderstanding conceming the use of the

. tenm "deliberations” in the Firearms Revizw foard ("FRB") Memorandum Of AL cometit

("MOA™), the purpose of this Letter of Understanding is to explain that ic was and

" continues 1o be the parties’ intent to have the FRI3 operdte much like a jury. As such, it

was snd continue§ to be the parties’ intent to have the Chair of the FRB exclude

obcervers (union and civilian) only ater a{l evideace has been presented, the suscrvers

have beeo given a full opportunity to provide input, and the record has been closed. After

exclusion of the observers (union and civilian) there will be no further opportanicy for
anycne to present any further testimony or evidence for the FRB's consideration.

This Letter of Understanding shall be attached to the MOA and each oy the party's
signature helow shatl siguify its agreemen: to the Letter of Understanding. -

hA‘I’ILE POLICE OFFICERS GUILD

Oin .

Mike Edwards, Pres' dent

SEATTLE POLICE MANAGEMENT ASSOCIATION -

Skl &

Dan Oliver, President

CITY OF SEATTLE

Labor Relations

Lzw Department .I

Letter of Understanding
Page No. 1 of L
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MEMORANDUM OF AGREEMENT
By and Between
THE SEATTLE FIRE DEPARTMENT
And
THE SEATTLE POLICE DEPARTMENT

This Memorandum of Agreement is entered into by the Seattle Fire Department
(hereinafter “SFD”) and the Seattle Police Department (hereinafter “SPD”) for the
purpose of setting forth the understandings of the parties concerning protocols in
the operation of Police Boat 1 (hereinafter “the boat”) equipped with the 250 gpm
Hale pump on Elliot Bay.

1.

SFD is the lead agency in the suppression and investigation of fire related
emergencies, and emergency medical services.

SPD is the lead agency in law enforcement and the maintenance of public
order. SPD will respond to emergency incidents, including boat fires, and
marine fires adjacent to the water and subject to attack from the water.

The boat may be of assistance to SFD in the event of a fire or other
emergency. The boat may serve as the initial responder to the fire related
emergencies or emergency medical incidents.

SFD and SPD agree that emergencies will be managed under an Incident
Command System. In the event of a multi-faceted emergency, a Unified
Command will be established.

The following operational guidelines are established to promote the safe
and efficient use of Fire and Police resources:

a) When the boat is requested at or responds to a fire or other
emergency under the direction of SFD, they will monitor the
appropriate fire channel, as designated by the Fire Alarm Center
(FAC). The FAC will immmediately advise SPD Communications
when a marine fire is reported. :

b) If SPD Harbor personnel receive a report of a fire or other
emergency they shall immediately notify SPD Communications and
SPD Communications shall inform the FAC concerning all
information they receive.

c) When the boat is operating or assisting SFD at the scene of a fire

or other emergency, they will be under the direction of the SFD
Incident Commander.



d) Prior to the establishment of SFD Command, initial actions by the
boat will be based on immediate life safety and property
considerations. The FAC will be immediately notified of any actions
and will relay this information to responding fire units.

e) When SFD personnel are on board the boat engaging in fire
suppression activities, the Fire Officer will assume responsibility for
fire fighting operations, under the Incident Commander’s direction.

6. The training, equipping and maintenance of the boat to engage in fire
suppression activity are the responsibility of SPD.

7. This MOA shall be effective immediately and shall remain in effect until
rescinded by either party.

The signature below of each respective party shall signify their agreement to all
the terms of this Memorandum of Agreement.

Signed this ©=2%-29day of June 2000.
%@vu——/ il

Herbe \//Johnson, Chief James Sewell, Chief
Seattlé-Police Department Seattle Fire Department




Settlement Agreement
Regarding Dive Work and Elliott Bay Patrols

The parties acknowledge that the use of SCUBA and other specialized diving equipment
Lo perform dive work is the exclusive bargaining unit work of the Scattle Police Officers’

Guild ("SPOG™). In the interest of public safety the SPOG agrees to share only the
emergency water rescuc aspect of dive work exclusively with members of the bargaining

=]

unit represented by IAFF Local 27 (“Local 277), in emergency circumstances under the
[ollowing conditions:

|3

Lo

Following the exccution of this settlement agreement, a dual notification will be made
to the Police and Fire Departments in the event of a request for emergency water
rescue . The first unit (Police or Fire) of qualified rescue divers arriving on the scene
will undertake appropriate underwater rescuc operations including SCUBA. Police
Department personnel shall assume incident command (1CS) during dive operations
upon arrival at the scene. All diving work apart from that shared under the terms of
this agreement, shall be performed exclusively by police divers. The determination as
to when a rescue effort becomes a recovery effort shall be defined in the protocols
established for emergency water rescuc response.

All Police Department personnel regularly assigned or subject to call out o perform
dive work shall be paid the premium pay applicable to dive work. In its efforts to
enhance overall public safety, the City will ensure there are at least as many
authorized divers in the Police Department as in the Fire Department. All divers shall
be fully equipped by the City to perform their work. Upon ratification of the
successor to the collective bargaining agreement between the City and Local 27 that
expires on December 31, 2000, the SPOG may at their sole option reopen
negotiations explicitly and exclusively with respect to the issue of premium pay for
dive work performed by members of their bargaining unit. The City acknowledges
that the express purpose of this rcopener is 1o address equity regarding premium pay
specific to dive work in the City.

The Police Department shall have the primary responsibility for all subsurface water
rescue work in the City and the Police Department shall have final authority and
responsibility to establish training programs, operational protocols, future deployment
levels and uniform equipment standards. including compatible communications
systems, for all such work. The partics recognize that the Police Department. while
retaining final authority, will necessarily consult with Fire Department management
in administering the diving program.

Nothing in the budgeting or operation of the City’s diving program will result in the
loss of positions by the SPOG bargaining unit, including dive positions as a result of
the execution of this settlement agreement. Additionally. nothing in the settlement

agreement will allow Local 27 bargaining unit members to perform law enforcement



0.

9.

duties in conjunction with emergeney dive rescue efforts or prohibit either Local 27
or SPOG bargaining unit members from performing surlace rescue cllorts.

SPOG bargaining unit members shall continue to operate a Harbor patrol boat 1o
patral IFlliot Bav. The authorized staffing levels for the harbor patrol Unit will
include staffing for the Elliot Bay patrol boat. StafTing above the minimum levels
necessary (o accomplish public salety needs and appropriate equipment purchascs
shall be at the discretion of the Police Department as budgeted by the City. The
attached protocols for fire responses shall apply on Elliot Bay. Current non-law
enforcement patrols of Elliot Bay by the Fire Department shall continuc.

Upon exccution of this settlement agreement, the 12-hour shift pilot program for
Harbor Patrol personnel shall become the regular shift for Harbor Patrol personnel.
The SPOG acknowledges that there are impacts of the 12-hour shift that will be
resolved through labor-management discussions.

The City will budget to fully accomplish the terms ol this MOA and to ensure no loss
in public safety response capabilitics by either department.

This Memorandum of Agrecment shall be signed by SPOG, the City and Local 27
and will resolve all outstanding issues with respect to jurisdiction over dive work and
Elliot Bay patrols.

The terms of this agreement shall be subject to enforcement through the gricvance
procedure of the parties extant collective bargaining agrecment although this
agreement shall survive the expiration ol any particular collective bargaining
agreement for so long as fircfighters perform subsurface water rescuc work. 1f this
provision is determined to be unenforceable as to duration the parties agree to
immediately insert this agreement within the terms of the extant collective bargaining
agreements.

1
Signed this 22 Z ___day of September 2000.

'M@m& Tdipess %/Z ’ M%

Mike Edwards. President Charles Hawkins, p!LSldCHl
Seattle Police Officers’ Guild Local 27, LA.F.F.

( ity ofSLaIlk



DETECTIVE AIDES

Assist sworn detectives by performing certain non-field work functions. At the direction
of a detective or sworn supervisor, a detective aide may perform the following tasks:

1.

Process arrest reports and citations.

1.1 Coordinate and arrange witness interviews conducted by a detective.

1.2 Obtain booking numbers.
1.3Check court dates, times, and locations.

1 40btain photographs to be selected and assembled by a detective into a photo
montage.

1.5Retrieve documents and records and other items.
Respond to telephone calls and receive visitors. .

2.1Provide authorized information regarding the Department's investigative policies
and procedures on various programs.

2.2Screen and refer visitors and telephone calls to the appropriate person.
Run criminal histories, Department of Corrections checks, and other records checks.

Perform computer operations. _ ¢

4.1Perform data entry using word processors, spreadsheets, and other programs
using personal computers or computer terminals.

4.2 Assist employees in computer operations and procedures.

Locate witnesses and suspects through the use of computer prégrams, library
resources, and other means that do not require field work.

Record, post, or log specific information; prepare tallies of documents.
Process impounded and found property.

Maintain logs and prepare statistical data concerning crimes investigated by the
detectives to which the detective aide is assigned.

Assist a detective or other sworn employee in clearing evidence.



MEMORANDUM OF AGREEMENT
By and Between
THE SEATTLE FIRE DEPARTMENT
And
THE SEATTLE POLICE DEPARTMENT

This Memorandum of Agreement is entered into by the Seattle Fire Department
(hereinafter “SFD") and the Seattle Police Department (hereinafter “SPD") for the
purpose of setting forth the understandings of the parties concerning protocols in
the operation of a Police Boat (hereinafter “the boat") equipped with a 250 gpm
Hale pump on Elliot Bay.

8

SFD is the lead agency in the suppression and invesfigation of fire related
emergencies, and emergency medical services.

SPD is the lead agency in law enforcement and the maintenance of public
order. SPD will respond to emergency incidents, including boat fires, and
marine fires adjacent to the water and subject to attack from the water.

The boat may be of assistance to SFD in the event of a fire or other
emergency. The boat may serve as the initial responder to the fire related
emergencies or emergency medical incidents.

SFD and SPD agree that emergencies will be managed under an Incident
Command System. In the event of a multi-faceted emergency, a Unified
Command will be established.

The following operational guidelines are established to promote the safe
and efficient use of Fire and Police resources:

a) When the boat is requested at or responds to a fire or other
emergency under the direction of SFD, they will monitor the
appropriate fire channel, as designated by the Fire Alarm Center
(FAC). The FAC will immediately advise SPD Communications
when a marine fire is reported.

b) If SPD Harbor personnel receive a report of a fire or other
emergency they shall immediately notify SPD Communications and

SPD Communications shall immediately inform the FAC concerning
all information they receive.

£ When the boat is operating or assisting SFD at the scene of a fire
or other emergency, they will be under the direction of the SFD
Incident Commander.



d) Prior to the establishment of SFD Comimand, initial actions by the
boat will be based on immediate life safety and property
considerations. The FAC will be immediately notified of any actions
and will relay this information to responding fire units.

e) When SFD personnel are on board the boat engaging in fire
suppression activities, the Fire Officer will assume responsibility for
fire fighting operations, under the Incident Commander’s direction.

6. The training, equipping and maintenance of the boat to engage in fire
suppression activity are the responsibility of SPD.

5 This MOA shall be effective immediately and shall remain in effect until
rescinded by either party.

The signature below of each respective party shall signify their agreement to all
the terms of this Memorandum of Agreement.

CrroRer
Signed this S’ {?* day of Septermber 2000.

%/HM/VK M 145/ 0

R. Gil Kerlikowske, Chief James Sewell, Chief
Seattle Police Department Seattle Fire Department
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SETTLEMENT AGREEMENT

TEYS SETTLEMENT AGREEMENT AND RELEASE ("Seztlemess
wqhmmmmmmdmmmwmw@:

Plaintiff: Seattle Police Officers Guild, and

Defendants: CiWOfSeaﬂle,ﬂJcCiv of Seatile Public Safety Civil Service
Commission, and Norm Stampet.

A.  The Plaintiff| zhbororgadudon:epmmﬁnzswom officers and
sergcantsemphyedb?ﬂeﬁt}'ofs:arﬂe?oﬁcebepm has filed a Complaint
against the City of Seaitle, the City of Seattle Public Safety Civil Service Commission (or
«pSCSC”), and Norm Stamper (collectively, “Tyefendants™), sow pending in the Superior
Court of the State of Washingten, in and for the County of Bing, Cause No. 99-2-17067-
9SEA;

B. Inthe Complaint, the Plaintiff challenges the promotional practices for
sworm oﬁcasands:guﬂaﬂegiﬁthattbc 1978 City of Seattle Public Safety Civil
Sesvice Ordinance (Ordinance No. 10779) and Rule 11 of the Clity of Seattle Public
SafayCivﬂSmiceCommissim‘sR\ﬂesoannﬁceandhnce&mminvalidWe
they do not substantially accomplish the purposes of Washington state law, RCW41.12;

C. TthcfendanTScuntnndthﬁOrdinmceNoJO??B.Rulell,mﬂall
promotional practices accomplish the purposes of RCW 41.12;

D. TheDefmdmﬁdmﬂ:atthemsduﬁon;dappﬁcaﬁon of the Ordinance
and the Rules of the Public Safety Civil Service Commission (or“PSCSC”)hzmha:med
or in any way deprivedth::ightsoﬁhel‘lninﬁﬁ.any!mcrvm?hin&ff, or any
tndividual employed by the Seattle Police Department,

E The Plainfiff and the Defeudants agree that settlement of the lawsuit, upen
the terms and conditions set forth below, is in the best interests of both parties;

F. Tthlzinﬁﬂ'andDafmdam; ackmnwledgeﬂ:thuahty sup:msory
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Settlement Agreement
Sezttle Police Officers Guild and City of Seattle, et al.

Page2

G- The Plaintiff and Defendants agreethmthetumsandmndiﬁons set forth
below are consistent with the parties’ desire 10 usepmmﬁonalproaesssthat are
pezoqivadto befa&;randunbia_sed.‘ that provide for the selection of the most qualified

mnd;glam;ﬁna:enablep:omuonsbasedonmaﬂt, efficiency, and finess; and that provide

H  The Plaimiff acknowledges that the ChiefcfPoﬁceischa:gednﬁrhthe
ulﬁn:_aate a:nhonty mmmmﬂw. as limited by this Settlermnent Agreement, for

; 4 Asaco. of&ﬁsSetdementAgement,ﬂ:zPhinﬁﬁ'ageato
dismiss the Complaint Wi prejudice; and

N Ihcmfnsofgbigweancm sbaubedeanedincorpmtedbyﬂ:is

xefuenzeintotthmﬂ' existing Co jve Bargaining Agreement-

Tn consideration of the foregoing, Plaintiff Seattle Police Officers Guild and the
Defendants agree as follows: '

1.0 Voluntary Dismissal, Release, and Discharge

1.1 lnmmidaaﬁonof'ﬂ:stﬂmssafonhh&c&onz,below?]ﬁnﬁhmby
completely releases and forever discharges Defendants from eny demands, cbligations,
actions, causes of action, rights, dameges, Costs (including payment of artorney fees).
lomofmﬁcesa:pmsesandmmpmsaﬁonofmymmwhammwhethu
onam:ommorsmnmn’theoryofmovw,mmc Plaintiff now has and thet are
thesubjecxof&e(lomplainthduding.bmnotlimitedm,allchimsunanCWM.nor
any otherprovisionofﬂ::lawsofthsswzofwashington; anyandallclaimsundcrthc
Seattle City Charter, the City's public safety svil service rules and regulations, eXpress
or':tnpliedwntramaL smvmrynrtondaims;andanyothcrfedml, state of local eivil

12 Thisrdmsemddis:hmeshallalso apply 1o Defendants’ past, present
and future officers, attorneys, agents, Servanis; employees and assigns.

13 Thisrcluseshanbeaﬁmybindingmdcomplemseﬂm&tamongm
Plaintiff and the Defeadants. Aszconsequmceofﬁismmtwml’lainﬁff
commirs 10 saekingadismismwiﬁxprajudice, ofmzcomplainiinCauseNo. 99-2-
17067-9SEA, within seven days of full execution of this Agreement.

14 The Plaintiff acknowledgges and agrees that the release and discharge set
forthahoveisagmgmlrelwemdmp:ems acomplctcaampromiseofmzne:s
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Seattle Police Officers Guild and City of Seattle, et l.
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invalvingdimdismsoflawmm Plaintiff assumes the risk that the facts or Jaw
mzybcoﬁert‘nanl’lainﬁfbelievs. Itiswd::stoodandag:eedtobythemrtiﬁﬂaatthis
uﬂmkammmomofadimddﬁm.mdﬁepmﬁﬁomofthmcmm
notmbeconsmmdasmadmissionofﬁabﬂity onthe partofDefendantS,bywhom
Jiability is expressly denied.

2.0 Agreemmﬂbynm'
21 Onbeha]fofaﬂDeﬁmdms,ﬂnC'nybemnleayecstomakcchangcstoits

promotiopal practices for police officers and sergeants, as more fully ouflined in the
following paragraphs. The City shall effectuate any necessary amendments to the 1978
Public Safety Civil Service Ordinance and chall change the PSCSC’s Rules of Practice
end Procedure as necessary %0 i:nplcmentandconfomtoﬂ:eproﬁa'ons of this

22 A namower certification list for promotions shall be established by replacing
the Rule of § andzs%wﬁhamﬂeofs.mmthmmﬂﬁplevmndsincmscthc
pool ona 1 for lbasis(ie,zvmcis—listexpmdedtoé)wmbheu&ned- In
addiﬁm,whmacandidamhubemmpwdﬁommnsidmﬁonassetfanhhdow,that
person shall be removed from the promotional register.

:esea::h:sthmough,comwehznswc,mdmpmi Uponimplgmmﬁonofﬂaanew

pufommceevdmﬁmsymﬂchmchmaymﬁndndea:eﬁﬂdthewﬁmn

supegvisery assessment. Bmemcnmmandmuﬁnmethatmcminwiﬂmkcthe
necessary steps as directed- :

24 Iishallbethe obligstion of every Burean Commander to learn about each

tnthisaspectofthemzcﬁng. Inﬂ;oscmswhceananplayecisnotpmdvedmhaw
daﬁdmdesbmispassedoverbecmofthe exercise of the Chief's reasonable
dis:reﬁon,ﬂﬁemployeeshallhavethzm:sofmmployeewhohas
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completed an action plan for future promotions, &s described in Paragraph 2.7, below. In
snhcasas,thzemphyeewﬁlbeadvisadofhisfhetmshyﬁqs&izfoﬂoﬁcem

writing. .

27 Exceptassetforth in Paragraph 2.8, below (L.e., upon request of the
mdidttc).thcbummComm_andﬂrand qhiafofPoﬁee,inmﬂuﬁonu&ﬂnth?

remaVﬂWThﬂthEﬁnﬂacﬁmpEnWmme of the Chief’s discretion. If the
candidate is not deemed 1o have complctedﬂnzacﬁgnpl?nwﬁhinﬂle first 90 calendar

days, he/she may file a gnevance aver whether the plan 15 composed of objective
elements and is cagable ofaompleﬁonwiﬂi:easonable effort within 90 calendar days.

28  Ifacandidate who has been advised of perceived deficiencies chooses not to
participate in the action plan process, or £ails to siga the action plan, the Chief may, upon
notice to the mﬁwmdﬁeﬁuﬂiﬁmptﬁecmﬁdmeﬁomeor

29 TheChiefhasmediscrcﬁonmtwp:omoteacmdidatcwhOismdﬁ
invasﬁgaﬁonformmmiuingmaaofmisconductﬁn;ifgmined,wauldmderﬂm
candidmmﬁtformmoﬁonandforwhichanacﬁonplanwouldnotbcfeasi.ble. If said

i isfhesolebasisfornntpmmoﬁn;ﬁecandidaxe,ﬂ;eabWe-re&mncedacﬁm
planprocedmshallnntappl’ytosuchcandidaw,norshaﬂthcdecisiontopassovermch
candidate be subject to challenge: 'Ihpundidatewﬂlrmainontheregistcrd i

ﬁmzthed‘saipﬁnu?inveﬂipﬁonuose,mBMOnplanlanzuagewln apply, but the
Chief is not obligated 10 promote the candidate after successful completion of the action
plen until after findings are entered in the investigation. The expiretion of 8 promotional
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register shall not affect any obligation promote a candidate to the next promotion under
the provisions of this Paragraph 2.9.

2.10 Insumecass,themdidztewiﬂhzve:wmﬂyhadamtﬁmdmmplaim
mﬁum;seﬁmmofmﬁmduﬂﬁmmﬂﬁmcmdmmmnﬁnpmmt
ﬁmforp:omcﬁonmdmacﬁonplmismfm'ble. Provided the disciplinary action
aﬂﬁnﬁﬁnmmcmsminedmﬂdm&ﬁmﬁzed(m active grievances or civil service

candidate will remain on the register during appeal. If the candidate/Gnild is
Wsﬁnmm@pmummmcmﬁammmmwm
m;mptﬁemdidﬂeﬁommnsidﬁnﬁonforpmmoﬁnnmdthzmdidmﬂbe
removed fram the promotional register. Kths aamdidate/Cuild is successful with the
app&ﬂlghmu,mﬁsmaymclmimedimpromoﬁonmﬂwnznavﬁlaue
posidonandmoacﬁvityforwandsmicecredi; Thea:pi:aﬁonofapromoﬁonal
:egistushanmtaﬁ'ectmyobﬁgaﬁonmpmmomumdida:ewthenmmoﬁonmdcr
the provisions of this Paragraph 2,10

211 ForpmpossoftheAgreemenIonly,thepbnse =enccessful with the
appeal/grievance process” is defined to mean that the arbitmator/PSCSC determines that
ﬂ:cmisaonductdidnotomasﬂlegedasopposedtoﬂndingthatﬂw discipline was 100
barsh for the offense. :

addition, to the succeeding register. After a candidate’s disciplinary disqualification
expives (ar the end of the register(s) identified in the disciplinary process), the candidate
shall be eligible 10 oompdtcforaprmoﬁon,andhisfhucandidacyshallbeconsidmd
according 1o the provisions of this Settlement Agreement.

2.13 Acandidaremaynotbcpasscdovermorct‘nmone (1) time after successful
completion of the action plan without juit cause,

2.14 The Guild and the Depmmf.supponinaeasedwe of the probatiopary
peﬁodformluaﬁonofmndidam andagrecﬂmtareversiondm:'nsthepmbaﬂonary
period is not subject to anyjustw:lsepmvisionsandcmtbe appealed or greved,
providedﬁanhau:p:mbasis for the Teversion is feiture to mect the requivements of the
position. The Guﬂdandmbepm:scogﬁzethzﬁnpomme of supervisory
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fnun,isnotviolaﬁveofotherconucunlpmvisionsregardinsevaluaﬁons

215 TheDepammandtheGuﬂdm eommﬁ:edmhmasinsmnmber of
qualified departmental pasonndwho?mﬁcipateinﬂncpmmoﬁonaltesﬁng.lnaddiﬁan,
the Depamcntisoommiusdm apmmoﬁnnalmstingprccﬁsthnis valid and credible.
With these commitments in mind, the Depmmiswmdinfomingawkyoup
10 ook at promotional testing.

216 This Agreemnent and/or challenges o promotions chall be subject to the
parties' grievance procedure and to the Public Safety Civil Service Commission (PSCSC)
appeal procedures subject 1 its terms and in accordance with the following
understandings.

A. Where the Chief of Police is accorded “reasonable discretion™ in making 2
decision under the terms of this Agrccmee'f,ﬂmdecisionmy only be set
aside by an Arbitrator or the PSCSC upon aﬁnﬂingthanhcc:lﬁefs dectsion
was arbitrary or in bad fith. The Guild and/or candidate chall bear the burden

ofprovingtha:thsChiefs decision was agbitrary or in bad faith.

1. The remedy for an abuse of the Chief's reasonable discretion in any forum
shaﬂnotindudethcrcscindinsofapromoﬁmthathasdreadybem
made, but mayin:ludeanawardofbankpay, back semiority, and may
require the City 10 pramotethnggxizved employee o the next available
posinon.

B. Wbmacandidmhasbem;mswdmmthanone(l)ﬁmzaﬂzx
suf:cessﬁﬂcompleﬁon offheacﬁonp]zn,ﬂ:edecisionshallbesubjecttothe

g:evanceprowdme ined in the Collective Bargaining Agreement,
Appendix A, or,intheahemaﬁvathcmdidatemyappealthcdecisionto
the PSCSC.

1. The remedy for a violation of this secdonofﬁﬂsAaemeutshallnot
require the rescission of a previously made promoticn, but m2y include an
awa:dofbackpay,backmioﬁtyandmordathatthzmdidmbe
pmmowdmtheanamcy.

C. The parties agree that “costs” as refarenced in the Collective Bargaining
Agreement Appendix A, Section A.2.5.C include attorneys’ fees.

D. Gﬁe:vanc&.iﬁ]e&pumantmrhiswaammshaﬂbeﬂeda; Step 3 ofthe
parties’ @evmceproudnre.

E. Ihcm:piraﬁonnfrh:regisurshﬂlmtcons&mmabzrtorhﬁgmﬁnsofa
remedy under this Agresment
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Signed this J¥day of April, 2001.
SEATTLE POLICE OFFICERS GUILD SEATTLE POLICE DEPARTMENT
By: , A0, By: dl j“)\;AA/{_A
Mike Edwards R Gil Kedikowske
President , Chief of Police
AITCHISON & VICK, INC,, _
By: 14&. ) égﬁf By: L / ok
Lisa Vargo, WSBA #19099 Paul A. Olsen, WSBA #29873
Assistant City Attorney
Attorneys for Plaintiff
Seartle Police Officers’ Guild Attomeys for Defendants
City of Seattle, City of Seattle Public
Safety Civil Service Commission,
Norm Stamper, Chief of Police of

Seattle Police Department
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Grogory 1. Nickels, Mavor .
Scattle Police Department FEB2¢ 2002

R. Gil Kerlikowske, Chief of Police
RECEIvEp
February 13, 2002

Mike Edwards, President
Seattle Police Officers’ Guild
2949 4™ Avenue South
Seattle, Washington 98134

Re: Video Cameras in Police Cars

Dear Mike:

In addition to the attached policies and protocols governing the pilot program to place
video cameras in patrol cars, the Seattle Police Officers’ Guild has proposed and the
City concurs with the following conditions:

1. This is a pilot program that is only intended to last 12 months. At the
conclusion of the pilot program, if the City decides to continue the program
in any form, the parties will meet and negotiate any mandatory subjects of
bargaining with regard to the implementation of video cameras in police
cars.

2. During the period of collective bargaining, the parties agree that they will
not implement any unilateral changes in practice including those embraced
in the attached agreement.

3. In bargaining any mandatory subjects related to the implementation of the
video cainera in the cars, the attached pilot program will not be considered
a labor relations precedent.

The City proposes the following amended language in response to the Guild’s
proposal:

4. At no time, either now or at the conclusion of the pilot project, will the City
utilize the car video system as evidence in any administrative (non-criminal)
investigation, except under the following circumstances:

aide, WA US04 1850
for people with dissbitities provided upon regwest,




Mike Edwards
February 13, 2002
Page 2

a) An external complaint has been initiated by a cilizen specific to an
identified contact.

b) An employee complaint has been received specific to an identified
contact from an employee who was on scene or has personal
knowledge about the contact.

¢) There is an inadvertent discovery of evidence that would support an
allegation of police misconduct through the review of a tape in the
course of routine non-disciplinary operations.

if you concur with the above conditions, piease sign below and return a signed copy of
this letter for our records.

@7@], D /1 cdnefir:

- ”U : Z‘(m’”/&’ Da£e' |
SVIEN,:

John Diaz Mike Edwards 7 > _

£ 0% Deputy Chief

cc: Fred Treadwell



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS’ GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City”) and the
Seattle Police Officers’ Guild (“Guild”), are contemporaneously executing a collective
bargaining agreement to cover the term from January 1, 2004 through December 31,
2006. This Memorandum of Agreement is being reached to explain and interpret
provisions of the collective bargaining agreement.

1. The dollar loss reporting threshold for secondary operators in the Communications
Center shall remain $1,500 for car prowls and $500 for other crimes. This dollar
loss reporting threshold was first established by a Memorandum of Agreement dated
December 12, 1996, and it was not intended that it would supplant the Telephone
Reporting Unit functions.

2. The parties have previously agreed on the attached job description, labeled
“‘Detective Aides,” and that the Guild will not assert any collective bargaining or
grievance rights should the City create a civilian job with the job duties listed in the
job description. Should the City assign to civilian employees any duties currently
being performed by Guild members which are not listed on the attached job
description, the Guild shall retain collective bargaining and grievance rights over the
assignment of such duties. It is the intent of the parties that detective aides are
intended to assist detectives. There is no intent on the part of the City or the Guild
that detective aides will supplant detectives. During the term of the parties collective
bargaining agreement effective January 1, 2003, the City may employ no more than
ten detective aides at any one time. In addition, the City may maintain no lesser
ratio than twenty-two detectives to one detective aide.

3. The parties have previously agreed on the attached language governing the use of
storefront  volunteers and  storefront employees, labeled “Storefront
Volunteers/Employees,” and that the Guild will not assert any collective bargaining
or grievance rights should the City create such positions with the job duties listed in
the attachment. Should the City assign to civilian employees any duties currently
being performed by Guild members which are not listed on the attached job
description, the Guild shall retain collective bargaining and grievance rights over the
assignment of such duties.

4. Supplemental Benefits Eligibility - Employees must meet the standards listed in
SMC 4.44.080 to be eligible for the benefit amount provided in SMC 4.44.020,

Attachment 3



hereinafter referred to as supplemental benefits, which exceeds the rate required to
be paid by state law. 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 modified or alternative
duty assigned by supervisors when released to perform such duty by the attending
physician; (4) attend all meetings scheduled by the City of Seattle Industrial
Insurance Unit or employing 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.

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,
supplemental benefits may be terminated no sooner than seven (7) days after
notification to the employee. The City's action is subject to the grievance procedure.

. Retiree Medical Care — Pursuant to section 11.9 of the collective bargaining
agreement, retirees currently enrolled in the City's retiree medical care plans for
employees in the SPOG bargaining unit shall be offered the opportunity to
participate in an open enroliment that will allow them to select coverage from among
any of the retiree medical plans offered by the City to its employees.

. EEO Investigations — The Department may assign the responsibility for EEO
matters, including investigations, outside the Internal Investigations Section,
provided the investigation is conducted in accordance with the collective bargaining
agreement and provided any questioning of bargaining unit members is conducted
by an EEO investigator who is a sworn member with the civil service rank of
sergeant. If the subject of the complaint is the EEQO Investigator, the questioning
shall be conducted by a sworn member other than the EEQ investigator.



All disputes regarding the application or interpretation of this Memorandum of
Agreement shall be adjudicated in accordance with the provisions of the grievance
procedure in the parties’ collective bargaining agreement.

Signed this 2¢* day of f&ﬁuml . 2005

SEATTLE POLICE OFFICERS’ GUILD THE CITY OF SEATTLE
" a .y d J 17() l‘)
e AN e ' uw W’)&ryg\
Kevin Haistings Mike Schoeppach' !
President Director of Labor Relations

Attachments: Detective Aides Job Description
Storefront Volunteers/Employees Job Description



MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS’ GUILD
This Memorandum of Agreement reflects the understanding of the City of Seattle,
and the Seattle Police Officers’ Guild, regarding employee participation in the
Seattle Police Department's Alternative Work Schedule/Part-Time for Sworn
Personnel Program, hereinafter “the Program.” This Agreement is established to

provide the terms and conditions between the Department and its employees
regarding part-time employment under the Program.

|. General Conditions

A. The Program will be limited to 20 positions at any one time.

B. An employee’s participation in the Program shall commence at the beginning
of a Department pay period and shall initially be for one year from the date
they begin participation in the Program, unless terminated as provided below.
The employee’s agreement to participate may be renewed annually for a
period not to exceed one year upon the request of the employee through the
chain of command and with the approval of the Deputy Chief of
Administration. Participation on a part-time schedule shall not exceed a total
of three years.

C. Either the participating employee or the Department may terminate
participation in the Program by providing written notice of cancellation not less
than two pay periods in advance.

D. No full time employees shall be used to supplement, fill, augment, or
otherwise be assigned to any part-time schedule as identified in this
Agreement, unless the person is a participant in the program and has become
a part-time employee.

Il. Selection Process

The process and criteria for selecting participants for the Program shall be as
follows:

A. The Human Resources Director shall present all applications to a Selection
Committee comprised of a Patrol Operations Bureau Chief, legal advisor,
Human Resources representative, and SPOG board member.



As

The Selection Committee shall review applications and make a

recommendation. In deciding whether to recommend approval of an

employee’s request to participate in the Program, the Selection Committee

shall consider the following criteria:

e The employee's service must include a minimum three-year Seattle Police
patrol experience;

¢ The employee's most recent performance evaluation must meet

standards;

A satisfactory attendance record,;

A satisfactory disciplinary record;

The ability to perform the essential functions of a patrol officer,

A demonstrated ability to perform assignments independently with minimal

supervision; and

¢ The employee’s move to a part-time assignment will not have serious
adverse consequences on other staff's workload, create significant
operational problems or cause service delivery issues.

Approval of an employee’s participation in the Program is at the discretion of
the Deputy Chief of Administration.

Human Resources shall notify employees who are selected for the Program
and advise them of the available part-time opportunities. If more than one
employee has been selected for the Program at the same time, the available
opportunities shall be assigned on the basis of seniority with the most senior
employee having the first choice.

Selected employees shall be required to sign an agreement reflecting the
terms and conditions of the Program and identifying the precinct and specific
part-time shift that they will be working.

The decision to deny an employee’s participation in this Program shall not be
subject to appeal to the Public Safety Civil Service Commission or to the
SPOG grievance procedure.

Employee’s Responsibilities

a participant in the Program, the employee is responsible for the following:

Ensuring that they remain current on changes to Department policies and
procedures which affect their job, as required by Department policy;

Demonstrating conscientious and productive work habits, and being self-
motivated,

Scheduling personal appointments during off-work times, as much as
possible;



D. Maintaining satisfactory performance; and

E. Keeping communication channels open with the chain of command, officers
and citizens.

IV. Employee's Working Conditions

The following working conditions apply during an employee’s participation in the
Program:

A. Work Schedule: Employees shall maintain the part-time work schedule
established by the Department and reflected specifically in the Agreement
that they shall sign as a participant in the Program. An employee’s part-time
work schedule shall commence at the beginning of a Department pay-period.
Employees will ensure that any change to their work schedule is promptly
communicated to the designated on-duty supervisor before the start of the
scheduled shift. The part-time work schedule of 10-hour days, two-days
on/five-days off and three days on/four days off every fourth week, to total 90
hours a month, shall normally be one of the following two options:

Shift 1: 0500 — 1500 hrs.

Sunday Monday | Tuesday | Wednesday | Thursday | Friday Saturday

Wk. 1 off 10 10 0 0 0 Oif
Wk. 2 Off 10 10 0 0 0 off
WKk. 3 Off 10 10 0 0 0 Off
Wk. 4 Off 10 10 10 0 0 Off

Shift 2: 2400 — 1000 hrs.

Sunday Monday | Tuesday | Wednesday | Thursday | Friday Saturday
Wk. 1 Off 0 0 0 10 10 Off
Wk. 2 Off 0 0 0 10 10 Off
Wk. 3 Off 0 0 0 10 10 Off
Wk. 4 Off 0 0 0 10 10 10

Participants wishing to work alternatives to the above shift times and
designated workdays must obtain prior approval from their Precinct
Commander and the Human Resources Director. Any alternative part-time
schedule shall be a 90-hour monthly work schedule of a 10-hour shift, two-
days on/five-days off, including three-days on/four-days off every 4™ week of
the month.

B. Wages: Employees shall be paid the appropriate hourly rate for their
classification.



. Voluntary Overtime: Employees shall not be permitted to work voluntary
overtime assignments.

. Mandatory Overtime: Shift extensions beyond the regularly scheduled 10-
hour shift shall be paid at the overtime rate. Overtime pay for court
appearances shall be paid consistent with section 5.6 of the collective
bargaining agreement. Employees shall be paid straight time for training and
for mandatory assignments for coverage of special events and unusual
occurrences and shall not be entitled to callback pay; provided that if the total
number of hours worked in a workweek exceeds forty hours, the employees
shall be paid at the overtime rate for all hours in excess of forty.

. Assignments:  All Program participants shall be assigned to patrol.
Employees shall not work any additional assignments and/or special projects,
e.g. acting sergeants, FTO Program, HNT/CISM, Taser Program, etc.

. Training: Employees shall attend mandatory Departmental training such as
range qualifications, BAC, Street Skills, ACCESS/WASIC, and CPR/AED,
which must be completed by the end of the first quarter of each year.
Approved training days shall be paid at the straight time rate of pay and will
be compensated for the actual hours of the training session. If the actual
hours of the training are less than 10 hours, the additional hours in the
workday must be accounted for by using vacation or other paid time.

. Leave: Employees shall accrue holidays and vacation days on a pre-rata
basis. No accrual of compensatory time will be allowed. Employees must
use paid time such as accrued vacation before requesting a leave of absence
without pay, except for an approved Family Medical Leave. If a leave of
absence without pay is used, the employee will not accrue vacation and sick
leave during such a leave and their retirement contributions will be affected.

. Medical Benefits: Employees shall pay the premium share for the medical
coverage they have selected based on the SPOG Agreement. Employees
must work a minimum of 80-hours a month to receive full benefits.

Deferred Compensation: Employees shall have the opportunity to participate
in deferred compensation, and will be eligible for the full match available
under the SPOG Agreement.

. Civil Service Credit: Accrual of service credit for promotional eligibility
purposes shall be pro-rated.

. Retirement Service Credit: As provided by state law, LEOFF 1 employees
shall receive a month of service credit for each calendar month in which the
participant receives basic salary for 70 or more hours. Service retirement
benefits depend on the final average salary and service credit years at




retirement. LEOFF 2 employees shall receive one service credit month for
each calendar month in which the participant receives basic salary for 90 or
more hours. Service retirement benefits depend on the final average salary
and service credit years of the LEOFF member at retirement.

L. Secondary Employment: Program participants shall not work any law
enforcement related secondary employment and not work any non-law
enforcement related secondary employment without the prior written approval
of the Chief or Police.

M. Salary Step Progression: Accrual of service credit for purposes of salary step
progression shall be pro-rated.

Lt !
':"‘_7':-; l ¥/

Dated this /- dayof /" ;. £ 7,2007
Seattle Police Officers’ Guild City of Seattle
P i L S0 7 2.7
AL ST~ A B I
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~~Rich O'Neill [ Mike Fields

President Labor Negotiator
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MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS® GUILD

This Memorandum of Agreement reflects the understanding of the City of Seattle,
hereinafter “City” and the Seattle Police Officer's Guild, hereinafter the “Guild,”
regarding storage and access to holding cell camera video.

1} The SPD Video Unit is the system administrator of the holding cell video

2)

3)

program. The Video Unit will be responsible for responding to and documenting
all requests for viewing or copying of recordings. The Video Unit will be
responsible for creating and administering holding cell video retention policies.

Imagery recorded by the holding cell cameras will not be routinely or randomly
reviewed to monitor officer performance. A commander/supervisor may conduct
a performance review of a holding cell video recorded imagery only when there is
an articulable reason justifying such review. Notice of the performance review
must be provided to the subject officer and the Seattle Police Officers’ Guild
(Guild), and the officer must be given the opportunity to be present with Guild
representation during the review. Requests for copies of recorded incidents, which
will be the subject of a performance review, should be approved by the
precinct/section commander and directed to the commander of the Training
Section for final approval and processing.

The above performance review policy is not intended to limit or restrict the
Department’s review of recorded imagery as part of an official Department
investigation, including matters referred to OPA Investigations Section, personnel
complaints, early intervention inquiries, civil claims or other administrative
investigations. Officers are encouraged to inform supervisors of recorded events
that may have value for training purposes. Officers will not make copics of any
recording for personal use. If an incident can be used as a training aid or has other
value, the officer will advise a supervisor.

L ¢
Dated this | 3" day of j‘:r*’—ﬁ’,/ 2008

w/)

Seattle Police Officer’s Guild City of Seattle
7/ P
W S
7 e -

Rich O Neill Mike Fields

Seattle Police Officer’s Guild President Labor Negotiator



Washington Office:
6701 6™ Avenus Soulh
Sonthe mmn'u’ne‘
{208) 057-0226
Fax (206) 7622418

Christopher K. Vick
Admiitad In WA

1

Admitied in WA
lef@alchisonvick.oom
Hil H. McClure

WM nWA

Darrick A. lsackson
Admitied In WA

Advmitied In WA

Agpril 24, 2008

Mike Fields

City of Seatile

P.O. 34028

Seattle, Washington 88124-4028

Re: Beattie Police Officers’ Gulld and the Cily of Seattle
Subject: Park Rangers

Dear Mike:

| am writing to confirm the agreement that was reached between the
parties regarding the City's use of Park Rangers to issue civil infractions of the
Park Code. As you know the Gulld curmentiy hae an unfair labor practice
pending related fo the Park Rangers. The ULP is over the assignment of
enforcement work to Park Rangers.

The Guild and the City have agreed that upon ratification and signing
by both the Guild and the City of the collective bargaining agreement, which
was tentatively agreed to in April 2008, the Guild will withdraw its unfair labor
practice complaint. The withdrawal of this complaint is based upon the
following agresment by the Guild and the City:

- Park Rangers will be limited to civil infraction enforcement of the
Park Code, including park exclusion notices;
Park Rangers will be unarmead;
Park Rangers will have no arrest authority or criminal enforcement
authority;
Park Rangers will be limited to the downtown parks.

Please let me know immediately if you do not believe the agreement
set forth above accuratsly reflects the agreement reached by the City and
the Guild. Thank you for your attention to this matter.

Very truly yours,
Aitchison & Vick, Inc.

Koot G
Hillary McClure

Attorney at Law
cc: Rich O'Neill
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MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS' GUILD

This Memorandum of Agreement reflects the understanding of the City of Seattle,
hereinafter “City” and the Seattle Police Officer’s Guild, hereinafter the “Guild,”
regarding use of the Automated Vehicle Locator (“AVL") system.

The AVL system is being implemented primarily to enhance officer safety, to assist in
dispatching resources and to allow the employer to manage its resources.

As part of the implementation of the AVL system the City agrees that with the exception
of a legitimate criminal allegation, AVL information shall not be used as the sole basis to
generate OPA investigations.

The City will not utilize AVL data as the sole evidence to support a sustained finding in
any non-criminal investigation. Supervisors may use the AVL system for day-to-day
management of personnel assigned to them; provided that such information will not be
used as the sole basis of a rating within the performance appraisal system.

Stored AVL data will be maintained and used solely by the manufacturer for maintenance
and de-bugging the system, except as noted above. AVL data will be maintained and
audited by the Communications and/or IT Section. Access to AVL data shall be recorded
in a log with a notation of the date, time, requesting party and substance of the request.
Subject to the above limitations AVL data may be used in investigations.

U
Dated this 17~ day of /‘lufoﬁl 2008
7

Seattle Police Officer’s Guild City of Seattle
e / / ) /{?t,/f-?
Rich O’Neill / Mike Ficlds

Seattle Police Officer’s Guild President Labor Negotiator



MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS® GUILD

This Memorandum of Agreement reflects the understanding of the City of Seattle,
hereinafter “City” and the Seattle Police Officer’s Guild, hereinafter the “Guild,”
regarding civilianization of the sergeants in the Communications Center.

1) The five sergeant positions currently assigned to the Communications Center will be
civilianized at a time to be determined by the Department.

2) The total number of sergeants will not be reduced due to this civilianization and
during the course of this contract sergeant vacancies will be filled in a timely manner.

3) TRU officers will have their personnel evaluations, vacations and police reports
approved by a sworn member of the Seattle Police Department.

4) Day-to-day work related issues will be handled by either a sworn member of the
Department or, if not available, a communications supervisor.

&
Dated this /3™ day of fupe 7, 2008

Seattle Police Officer’s Guild City of Seattle
77
i .
g A S e
Rich O"Neill / Mike Fiefds—

Seattle Police Officer’s Guild President Labor Negotiator



SETTLEMENT AGREEMENT

Between
the
City of Seattle
and
the Seattle Police Officers’ Guild
and
the Seattle Police Management Association

WHERKEAS, the City of Seattle (“City”), the Seattle Police Officers’ Guild
(“SPOG™) and the Seattle Police Management Association (“SPMA™) have been
signatories to a series of collective bargaining agreements setting forth the wages, hours,
and other terms and conditions of employment for members of the bargaining units
represented by SPOG & SPMA; and

WHEREAS, on or about March 7, 2008, SPOG filed an unfair labor practice
complaint against the City alleging that the City had unilaterally and without bargaining
assigned public safety work performed on the waters near the University of Washington
on the days of football games that had traditionally been performed by the bargaining unit
employees represented by SPOG to members of the bargaining unit represented by the
International Association of Fire Fighters, Local 27 (“IAFF”); and

WHEREAS, on or about May 29, 2008, SPMA filed an unfair labor practice
complaint against the City containing substantially the same allegations as the SPOG
complaint; and

WHEREAS, the unfair labor practice complaints have been docketed and
consolidated for hearing with the Public Employment Relations Commission as Case
Nos. 21582-U-08-5503 (SPOG) and 21752-U-08-5549 (SPMA); and

WHEREAS, the City had denied assigning the above-referenced work performed
by members of the bargaining units represented by SPOG & SPMA to members of the
bargaining units represented by IAFF; and

WHEREAS, the City, SPOG and SPMA wish to resolve the unfair labor practice
complaints and proceeding; it is therefore

AGREED BY AND BETWEEN-THE PARTIES HERETO, in consideration
of the mutual promises contained herein and other good and valuable consideration, that:

1 The City will not unilaterally and without discharging its duty to bargain,
assign any work on the waters near the University of Washington on the days



with UW does not supersede any MOU’s, agreements, or practice of the
parties.

Dated this /27 day of October, 2009

For the City:

Qﬁﬁ\@a olles _ee—s /LL o/teses
John DU\‘ Tnterim Chief of Police Gregory Desn, Fire Chief
For the $eattle Police Officers” Guild: For the Seattle Police Management Assoc.:

/7//// Sy il

Rlchard O’Neﬂ] President Eric Sano, President




Memorandum of Agreement

Article 5.11 of the Agreement by and between the City of Seattle and Seattle Police Officers'
Guild (CBA) provides:

The parties recognize that canine officers are required as part of their jobs to perform
certain home dog-care duties. In order to compensate canine officers for such home dog-
care work, the City shall release each canine officer from their regular duties with pay
one hour per duty day worked. In addition, canine officers shall receive forty-five
minutes of compensatory time off for each furlough day on which the officer boards
his/her assigned police dog at home. In lieu of receiving compensatory time off on their
furlough days, officers shall have the option of kenneling the dog. Animals will continue
to be kenneled at the Canine Center while their handlers are on vacation or absent from
work more than four consecutive days. [Emphasis added.];

Whereas a dispute arose when canine officers were not compensated for home dog-care
for days other than duty days worked beginning February 3, 2009 to present; and

Whereas the Seattle Police Officers’ Guild and the City of Seattle wish to resolve this
dispute the parties agree as follows:

To address compensatory time for home dog care work on days other than duty days
worked, and to avoid the unnecessary expenditure of resources in litigation, the City of
Seattle and Seattle Police Officers’ Guild (together the Parties) agree as follows:

1. Canine officers shall receive one hour of compensation for home dog-care work
whenever the officer is caring for the dog rather than kenneling it and the officer
is in paid status (vacation, sick leave, holiday, redemption of compensatory time
off, etc.) but not on duty. For example, canine officers who work nine hour shifts,
would only have 8 hours per day deducted from their leave balances when taking
leave for vacation, sick, holiday, or compensatory time off.

2. All other days where the officer is not on duty and in a non-paid status, the canine
officer will continue to receive forty-five minutes of compensatory time off (at the
rate of time and one half) for home dog-care, if the officer cares for the dog rather
than kenneling it. However, if the Officer is suspended without pay, the dog must
be kenneled at the Canine Center. This paragraph supersedes the third sentence in
Article 5.11.

3. If the officer assigned to the dog is able to provide adequate home dog-care, the
officer will not be required to kennel the dog. If the officer assigned to the dog
intends to make or makes a request for someone other than him/herself to provide
home dog-care, the officer must inform his/her supervising sergeant or Chain of
Command and receive approval prior to releasing the dog to the care of another.



This paragraph (2) supersedes the last sentence of Article 5.11 which formerly
required that officers kennel the dog if the officer was on vacation or absent from
work more than four consecutive days.

4. Only one officer will be compensated for performing home dog-care work for
each dog per day.

5. The Department will adjust the leave balances of all canine officers who did not
receive compensation for days other than duty days worked beginning February3,
2009, through September 28, 2010.

The parties recognize that this Agreement is the resolution of disputed issues. By
entering this Agreement neither party is agreeing with the other party’s position. This
Agreement is not intended to prevent either party from raising its respective position in

the future.
£ - - -z = . ? - j_. > /

Nick Métz City of Seattle, SPD Rich O"Neill, SPOGE,,
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MEMORANDUM OF AGREEMENT
BY AND BETWEEN
THE CITY OF SEATTLE ’ G

WHEREAS, the Seattle Police Officers’ Guild ("Guild") and the City of Seattle
("Seattle") have been and are signatory to a Jamary 1, 2008 through December 31, 2010
collective bargaining agreement seiting forth the wages, hours, and other terms and
conditions of employment for members of the bargaining unit represented by the Guild;
and

WHEREAS, the Guild filed an unfair labor practice complaint against the City
that was docketed by the Public Employment Relations Commission ("PERC") as PERC
case no. 23608-U-10-6019; and

W‘HEREAS. PERC issued a Preliminery Ruling on November 2, 2010; and

WHEREAS, the Guild and the City wish to resolve the unfair labor practice
proceeding without further expenditure of time and/or money; and

WHEREAS, the Guild and the City wish to memorialize their agreement for
resolving PERC case no. 23608-U-10-6019; it is therefore

AGREED BY AND BETWEEN THE PARTIES HERETO, in consideration of
the mutual promises contained herein and other good and valuable congideration, that;:

1. The composition, structure, and procedures of the FRB shall continue to
be as set in the 2000 Memorandum of Agreement (“MOA™) that is attached hereto and
incorporated by reference as fully rewritten herein.

. 2 The October 4, 2010 FRB proceeding shall not, in any way, impact the
composition, structure, and procedures of the FRB, and, the October 4, 2010 FBR
proceeding shall not alter the status quo as to the FRB composition, structure, and
procedures, as they existed prior to October 4, 2010.

3 The City and the Guild cannot make reference to the October 4, 2010 FRB
proceeding in any proceeding between the parties, including any grievance-arbitration
proceeding, any PERC proceeding or any litigation, except that the City and Guild can
make reference to the October 4, 2010 FRB proceeding in a proceeding to enforce the
terms of this Agreement.

4. The Guild will withdraw the unfair labor practice complaint giving rise to
PERC case no. 23608-U-10-6019.

§. ' ‘This is the resolution of a disputed matter and does not constitute an

admission by any Party s to the validity of any claims or defenses of any other Party in
any future dispute(s).

Agreement

% SP.0.6, 20112014 CBA.

6. Any dispute as to the meaning or interpretation of this A,
p s greement shall be
resolved e:;mngh the prievance-arbitration procedure set forth in the collective bargaining

i This Agreement shall become effective upon its signing and &hall be
aftached to and become part of the successor collective bugmnmzu:gemant to the

January 1, 2008 through December 31, 2010 collect ini
hpd callective bargaining agreement between the

Dated mis,gi"ﬁay of December, 2011,

SEATTLE POLICE OFFICERS' GUILD CITY OF SEATTLE

Rich O*Neill )

Jolm Di
700 Pt e
2
Agreement

! S.P.0.G. 2011-2014 CB.A. 99




SETTLEMENT AGREEMENT

Recital: To avoid the expenditure of time, resources and cost of litigation, the City of Seattle and

the Seattle Police Department (“the City”), the Seattle Police Officers’ Guild (“the Guild™), wish

to fully and finally resolve all claims and allegations made in PERC Case No. 23922-U-11-6110,

wherein the Guild alleged that the City had committed unfair labor practices. PERC Case No.

23922-U-11-6110 will hereafter be referred to as “the ULP Complaint.”

Agreement: The City and the Guild agree as follows:

A.

B.

G.

Neither party concedes its position regarding the ULP Complaint.

This agreement is a full and complete settlement of all claims raised in the ULP
Complaint.

This agreement shall not set a precedent, will not be admitted in any proceeding for any
reason except to enforce its terms, and the parameters established in this agreement for
addressing misconduct do not extend to misconduct investigations not triggered by ICV
review.

Upon execution of this Agreement by both parties, the Guild will withdraw the ULP
Complaint filed in this matter and will provide confirmation of this WIthdlawal to PERC
and the City,

Officers may review their “own” digital in-car video/audio recording system (“ICV™)
videos in order to refiesh recollection, determine the need for video retention and similar
reasons.

In addition to the review authorized in E, above, Department review of ICV videos will
only be conducted for the reasons set forth below:
1. Complaint;
2. Criminal investigation;
3. Officer imvolved accident, including Collision Review Board
investigations;
Vehicle Pursuit investigation or review;
Firearms Review Board;
Public Disclosure Requests;
Use of force review or investigation;
Performance appraisal;
As part of an early intervention system plan for a specific officer; and
0 Training purposes, upon receipt of permission of the involved officer.

i

A log detailing who accessed ICV, the purpose of the access, and the time/date of the
access will be maintained, SPOG will be granted access to-the video log. The parties
understand that video tracking systems may be updated by the external vendor or



replaced entirely with a new vendor system and the specific mechanics of creating and
accessing the log may evolve over time.

In the context of ICV review, only serious acts of misconduct shall be investigated by
OPA. Minor misconduct will be handled either through mediation or the named officer’s

- ¢hain of command for appropriate follow-up. In the context of ICV review, examples of

minor acts of misconduct would include, but not be limited to, uniform violations,
rudeness, and profanity, Profanity such as shurs that disparage a protected class under
city, state, or federal law would not be considered minor misconduct.

If, during the course of viewing ICV, minor acts of misconduct unrelated to the original
reason for viewing the video are discovered, it will not result in discipline or a sustained
finding. However, such acts may result in a fraining referral or career counseling and may
be included in an employee’s performance evaluation.

SEATTLE POLICE DEPARTMENT

C % A

Name:

Quatig 5. \amgrsn

Title:

Qudr® gz STHEE

Date:

o|z3 W\

SEATTLE POLICE OFFICERS GUI

Rich O'Neill
SPOG President

DATE:
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MEMORANDUM OF UNDERSTANDING
By and lBe-tween
CITY OF SEATTLE
And
CITY UNIONS

This Memorandum of Understanding (“MOU”) is entered into between the City of Seattle _
(“City™) and the unions signatory to this MOU (“Unions”). Collectively, the City and the Unions ,
shall be known as “the Parties.”

WHEREAS, on September 12, 2011, Seattle City Council passed Ordinance 123698 requiring
‘that the City provide its employees a minimum level of sick and safe: leave; and

WHEREAS, certain requirements conflict WIth express provisions in the parties’ collectwe
bargaining agreements; and

WHEREAS, the parties entered into ne goﬁaﬁons and have agreed to the following:

D The parties shall amend their collective 'bérgaining agreements to incorporate the
following changes to sick leave benefits, effective August 29, 2012:

A) An officer or emplo.'yee who is not eligible for disability leave under RCW
41.26 may request and the appointing authority or a designated management
representatiye may approve paid sick leave when the officer or employee is absent
from work for the following teasons:

1. When the employee’s place of business has been closed by order of a
public official to limit exposure to an infectious agent, biclogical toxin or
hazardous material, or

2. To accommodate the employee’s need to care for a child whose school
or place of care has been closed by order of a public official for such a |
reason.

3. For eligible reasons related to domestic violence, sexual assault, or
stalking, as set out in RCW 49.76.030 as it exists on the effective date of
the ordinance authorizing this MOU (see page 4).

B) Upon request by the emplciying unit, an employee shall provide documentation
verifying cancellation of his or her child's school, daycare, or other childcare service or
program for sick leave use greater than four days for reasons authorized in Section L.A.2




of this MOU. An appointing authority may also re'quire that a request for paid sick
leave for to cover absences greater than four days for reasons set forth under
Section 1.A.3 of this MOU be supported by verification that the employee or
employee's family member is a victim of domestic violence, sexual assault, or
stalking, and that the leave taken was for a reason eligible as set out in RCW'
49.76.030 as it exists on the effective date of the ordinance authorizing this MOU.
An employee may satisfy such request by providing documentation as set out in’
RCW 49.76.040(4) as it exists on the effective date of the ordinance autl;orizmg
this MOU, '

C) Any sick leave taken in lieu of working a scheduled out-of-class assignment
must be paid at the same rate as the out-of-class assignment. Such paid sick leave
shall count towards salary step placement for the out-of-class assignment or in the
event of a regular appointment to the out-of-class title within 12 months of the
out-of-class assignment.

D) An employee may use paid sick leave to.be compensated for eligible sic!;c leave
absences from scheduled standby duties.

E) An employee who uses paid sick leave shall be compensated at the same rate
he or she would have earned had he or she worked as scheduled. For example, an -
employee who misses a scheduled night shift associated with a graveyard

premium pay would receive the premium for those hours missed due to sick leave.

F) An employee may use paid sick leave for scheduled mandatory overtime shifts
missed due to eligible sick leave reasons. Payment for the missed shift shall be at
the straight-time rate of pay the employee would have earned had he or she
worked. An employee may not use paid sick leave for missed voluntary overtime
shifts, which is scheduled work that the employee elected or agreed to add to his
or her schedule. '

G) Regular or benefits eligible temporary employees who are reinstated or re-
employed in the same or another department after any separation, including
dismissal for cause, resignation or quitting, shall also be credited with up to a
maximum of 72 hours of unused sick leave accumulated prior to such termination,
but only if such employee is re-employed within seven months of his or her
separation from City service.

H) LECFF 1 Employees _
1. An Officer or employee who is eligible for disability leave under RCW
41.26 (“LEOFF 1” employee) will be provided a paid sick leave bank
called “Dependent Care and Safe Leave” to use for dependent care and
safe Jeave reasons as authorized under Ordinance 123698. The City

2
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authorizes the use of such leave to care for an eligible family member of
the LEOFF 1 member who has an illness,.injury, or health care
appointment requiring the absence of the LEOFF 1 member from work, or
when such absence is recommended by a health care professional. The
City also authorizes use of this paid leave for safe leave reasons as
required under Ordinance 123698. For purposes of dependent care paid
leave only, “eligible family member” has the same meaning as provided in
Seattle Municipal Code 4.24.005(A); and “health care professional” has
the same meaning as provided in Seattle Municipal Code 4.24.005(B).
This leave may not be used for any other purpose.

2. Effective August 29, 2012, LEOFF 1 members shall have paid sick
leave deposited into their Dependent Care and Safe Leave accounts so that
the total amount of such leave received for 2012 is equal to 72 hours.
Thereafter, at the beginning of each calendar year, each fulltime LEOFF 1
member will accrue an additional 72 hours of paid sick leave to be added
to the existing hours in his/her Dependent Care'and Safe Leave bank. The
annual accrual of paid sick leave hours for part-time LEOFF 1 members
will be profated. Unused hours will be carried over to the next calendar
year. There is no cap or maximum limit on the number of hours a LEOFF
1| member may accumulate in his/her bank. LEOFF 1 members who
transfer to other City departments may convert a maximum of 72
Dependent Care and Safe Leave hours to traditional sick leave for use
authorized under Seattle Municipal Code Section 4.24 to the new position
in the accepting department. LEOFF | members may not donate
Dependent Care and Safe Leave hours to other members or City |
employees. Dependent Care and Safe Leave hours may not be cashed out
or paid off upon retirement or at any other time.

I) Cumulative sick leave with pay computed at the rate of .033 hours for all hours
worked and with all benefits and conditions required by Ordinance 123698 shall
be granted to all temporary employees not eligible for fringe benefits under SMC
4.20.055(C), except that “work study” employees as defined by the administrative
rules promulgated by the Seattle Office of Civil Rights shall not be eligible for the
sick leave benefit.

Sick leave benefits provided in this MOU are pursuant to Ordinance 123698,
Should Ordinance 123698 be repealed, the benefits provided in this MOU shall
sunset. Should Ordinance 123698 be amended so that a provision of the

. Ordinance is contrary to this MOU, all other provisions of the MOU shall prevail,

and any party may request negotiations concerning impacts.

3



[I}  To the extent that collective bargaining agreements, City procedures, rules or
guidelines conflict with this MOU, this MOU shall prevail. '

IV)  Any dispute regarding the interpretation and/or application of this MOU shall be
addressed pursuant to the terms of the applicable Union’s grievance procedure,
provided that if more than one Union has the same or similar dispute, the
grievances shall be consolidated.

V)  Nothing in this MOU shall be interpreted to diminish existing benefits provided
by collective bargaining agreements.

SIGNED this 3%0 day of _ D oo 2012,

Executed under the Authority

of Ordinance No. _\25EAd  \2NO3

FOR THE CITY OF SEATTLE

7%' ¢b" .,4--
Michael P. McGinn, David L. Stewart David Bracilano
Mayor Personnel Director Labor Relations Director



FOR THE CITY UNIONS

Fernando Arevalo, Melody Coffman, Business Representative
Business Representative TAMAW, District Lodge 160, Local 289 & 79
1.U. Painters and Allied Trades,

District Council #5
Scott Best, President Dennis Conklin, Regional Director
Seattle Police Dispatchers’ Guild : Inland Boatmen’s Union of the Pacific

fad 57,,% 4=

Paul Bigman, Business Representative Alan Cox, President
LATS.E., Local 15 ' Seattle Fire Chiefs’ Association
IAFF, Local 2898
Mike Bolling, Business Representativé Bill Dennis, Staff Representative
1.U. Operating Engineers, Local 286 W.S.C.C.C.E., Council 2, Locals 21,and 21C
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Steve Cant, Business Representative
IBEW, Local 77
CMEQ Unit

Chris Casillas, SPAA Representative

Seattle Prosecuting Attorneys’ Assoc.

Ut snsd®

Ethan Fineout, Staff Representative

W.S.C.C.CE.,Local 217

/bt

Diana Douglas, Union Representative

P.T.E., Local 17

PTA

L

Janet Lewis, Business Representative

I.B.E.W., Local 46

Brian Opland, Business Representative

Boilermakers Union, Local 104

ey A

/| "g'
Marty Fox, Business Representative

Sheet Metal Workers, Local 66

Rich F. O’Neill, President

Seattle Police Officers’ Guild



* Scott Fuqua),/P siden: Aaron Paston, Union Representative

Seattle Municipal Court Marshals® Guild Seattle Parking Enforcement Ofcrs Guild
L.U.P.A., Local 600

g/[tw\ i!m{m\ M/\ )

o
Ian Gordon, Business Manager Guadalupe Perez, Union Representative

P.S.LE., Local 1239 and Local 1239 Security ~ YP.T.E., Local 17
Officers (JCC); Local 1239 Recreation Unit PTA

futt O fudbwrsd Lo d

Scott A. Sullivan, Secretary-Treasurer Eric Sano, Lieutenant-
Teamsters, Local 763 (JCC) and Municipal Seattle Police Management Association
Court

Lisa Jacobs, Union Representative 0e Simpson, Union Representative
P.T.E., Local 17 IBEW, Local 77

PTA, Probation Counselors Transportation & City Light
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Patti Kieval, Union Representative

§/29/ )2
Sk ’ﬁmn, Business Representative

P.TE., Local 17 Pacific Northwest Regional Council of

IT, PTA Carpenters

/ A/ R
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Kenny Stuart, President Jennifer Webby, Business Representative

Seattle Fire Fighters’ Union HEXRE., Local 8

IAFF, Local 27

(~ Yyed, Yl

Tracey A. 'I‘lguilnpson, Secretary-Treasurer Marty Yellam, Business Representative

Teamsters, Local 117 JCC Unit, Admissions U.A. Plumbers and Pipefitters, & Waterworks,
Unit, Community Service Officers & Local 32
Evidence Warehousers
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MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS’ GUILD

This Memorandum of Agreement reflects the understanding of the City of Seattle,
(“City”) and the Seattle Police Officers’ Guild, (“Guild”) regarding the scope of participation in
Seattle Police Department Firearms Review Board (“FRB™) proceedings on the part of the
Monitor (the term “Monitor” refers to all members of the Monitor’s team) appointed as a result
of the Settlement Agreement entered into between the City and the Department of Justice on July
27,2012 (“Settlement Agreement”),

Whereas the Guild and the City have been signatory to a Memorandum of Understanding
and related Letter of Understanding, dated April 10, 2000, (attached hereto at Exhibit A);

Whereas these April 10, 2000, documents reflect the parties agreement on the structure -
and makeup of FRB’s as outlined in City Ordinance No. 118432;

Whereas the City and the Department of Justice entered into a voluntary Settlement
Agreement which created the appointment of the Monitor who would be granted access to
Seattle Police Department documents, facilities and personnel;

Whereas the Monitor has expressed a desire to attend and observe SPD Flrcarm.s Review
Board (“FRB”) proceedings to include the deliberations of the voting merhbers of the FRB;

In an effort to avoid a dispute regarding who is allowed to observe FRB proceedings the
Guild and the City agree to the following: .

1. The Monitor will be allowed to observe FRB proceedings including deliberations and
voting.

2. When the Monitor is present during FRB deliberations and voting, the Guild observer and
citizen observer discussed in Exhibit A will be allowed to observe the deliberations and
voting.

3. If the Monitor chooses not to attend a FRB or chooses to not attend the deliberations and
voting of a FRB, neither the Guild observer nor the citizen observer will be allowed to
observe the deliberations and voting portion of the proceeding,



4. During the deliberations portion of the FRB, the Monitor observer, the SPOG Observer,
and the citizen observer will only observe the proceedings. They will not ask questions
during the deliberations portion of the FRB or in any way attempt to influence the FRB
voting board members in their decision making.

5. Neither the SPOG Observer, the citizen observer, nor the Monitor will reveal or comment
on any vote that they observe, including the number of members that voted in a particular
fashion or how any individual member voted.

6. The citizen observer shall not comment on or make any observations regarding the
deliberations and voting in any report or other forum. The citizen observer’s reports
pursuant to Ordinance 118482 shall not include observations from the deliberations and
voting.

7. No other personnel will be allowed in an FRB proceeding and deliberation process except
voting members of the FRB, the Monitor, the SPOG observer and the citizen observer.

8. . This Memorandum of Agreement will be in effect for as long as the Monitor is working
with the Seattle Police Department under the Settlement Agreement, after which this
Memorandum of Agreement will expire and the 2000 agreement between the parties
(Exhibit A) and City Ordinance No. 118432 will remain in effect, unless another
agreement is negotiated between the parties.

o
Dated this [§ day of T&2w , 2013

Seattle Police Officer’s Guild City of Seattle
Rich O’Neill Mike Fields

- Seattle Police Officer’s Guild President Labor Negotiator



MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS' GU|

This ing of the City of Scattle,
(“City") and the defense of police action
cases.

parties enjly in litigation regarding the defense of
police action cases in PERC 6144,

The partics agree that the parties b by the final determination regarding the

duty to bargain the selection of counsel, as set fofth in the pleadings in Case 24026-U-11-6144.

es tha exhaustion of appenls, if the decisicn is

appealed by either party.
if mnho!'ﬂuﬂml jon of the litigation it is necessary to modify the
‘:f.uuoollecﬁvc B - mmuwmmm

Dated lhia‘é, dly'o(ﬂ‘zﬁ;—

O'Neill Mike Fields
Seattle Police Officer's Gydild President LnbofNawino:,Csty of, Seattle

COMPROMISE AGREEMENT

Recitals: The Seattle Police Department/City of Seattle (“City") maintains that a valid
driver's license is and has always been a condition of employment for all sworn
employces and that driving is an ecssential job fimction. This agreement concems
conditions under which SPOG members who have had their license suspended, revoked,
ar restricted, ¢.g., with a requirement of arr Ignition Interlock Device, may continue their
employment with the City. This Agreement reflects a compromise between SPOG and
the City and the partics do not concede any position they have taken on this subject to
date. :

Agreement: To ﬁ.aily resolve their differences and avoid the expenditure of time and
resources litigating the above Dispute, the Patties agree as follows:

Within seven days of executing this Agreement, the Department will issue o

notice to SPOG memibers that any SPOG member who has hisher license suspended,

restricted, or tevoked will be subject to the following terma:

. All SPOG members must report in writing to their chain of command and the
Human Resources Directar or designee any change in their driving privileges, v.g,,
suspensions, restriction, or revocation of their driver’s license, within either one
business day of their notice of such change in privileges or ane business day of the
date the SPOG member reasonably should have had notice of such change in
privileges.

2. Any SPOG member whose driving privilege is suspended, restricted, or revoked for
up to lmdmmumwmmmmummmmmm
sole discretion of the Chief of Police for a period of up to 180 days.

3. Any SPOG member whose driving privilege is suspended, restricted, or revoked for
more than 180 days but less than 366 dmisnwjmmﬂmfoﬂawingemﬁiﬂnm

a  The SPOG member will be reassigned or transferred to a non-driving
assignment at the sole discretion of the Chief of Police for a period of up to 180
days.

b. After the first 180 days, the SPOG member will be placed on unpaid persorial
leave until ecither the effective date of the restoration of a valid unrestricted
driver’s license or 365 days has lapsed since the license was suspended,
revoked, or restricted, whichever is earlier,

i. However, if the SPOG member has any accrued vacation or comp time
available after the first 180 days, all such acorued vacation or comp time
shall be epplied to the member*s absence until either full driving privileges
are restored or all accrued time is exhausted, whichever is earliest. If accrued
vacatlon or comp time is exhausted prior to the effective date of the
restoration of a valid driver’s license, the SPOG member will be placed on

Page 1 of 2
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unpaid leave for the remainder of the 365-dny period since loss of full
driving privileges. p

ii, If the SPOG memiber requests, the department will determine and apportion
sufficient accrued vacation or comp time to each month of the unpaid leave
referenced in part 3.bd above to maintain the SPOG member’s health
insurance benefits during the unpaid leave.

" jii. This agreement does not prevent a SPOG member from utilizing Family
Medical/sick leave during the unpaid leave referenced in part 3.b.i consistent
with all laws, Department Policy, and City Personnel Rules.

HAY 152600 ool
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MEMORANDUM % AGREEMENT

WI-(E&%AS the Cij |ry of Searrie \}semmner refarved to as the “City™) is a first
organized in accordanse wish \Vashmgtou Constitution Arricle Xz, §10

and Chepter 35.22, RCW; pnd

M-ILB'.‘..‘.AS Cny and the Seattle Police OEF cu-s Guild (hermt‘mr rﬂur"ad

VEST POT aldii EsT &7 RGN %, . B2

iy i o ferced to u"SPMA") have been mngumryln a callective b g agresnent
4, SPOG member whose driving privileges are suspended, r b i
i Otk 2 e P 15 epanod ors st sy the e e o o e
date on which the suspension, restriction, or revocation is imposed or the lest date on . IR i o . .
which the employee performs work for the Department, whichever is later. WHERIAS, on or sbout Jan 2, 1997 s CAEY Coydell passed Ocdinsnce
Number 118482 creating a iew Board Cig Observer posidon
5. Afte descnbedmi’ 4 phove, if the employee is able to obtain a S e 2 i o s e
vnln; mﬁ?“ e mﬂmn p;i‘ A that lsl:mi':s Tevaied, (Bercinafiér "Citizen Observer”) with authoity o auend meeting of the Sezile
o, Gonse thwmn of ai Tgnition Tntetlock Dmr‘: Idedthe wenpliyes Police Depgarment Firearms Review Board as'q non-voting6bscxver, 1o report aanually
or restricted, e.g., with a requirement e g B P " o the Mayor and Council on the proceedings 'of the Fi Review Board; and 1o
il oy e el o, s o A o 2 connie ¢ et 8 iy et
innppropriate in light of intervening serious misconduct by the employee. WHEREAS, on or about Pehruary 6. 1597, thé Mayor signed Ordinance Nuczber
_ 118482; and c '
6. The department acknowledges that SPOG is not waving any SPOG member’s : ' .
individual rights under the Americans with Disabilities Act (ADA). This Agreement WHEREAS on o abour Fabmaxyd\, l 7, SPOG, ¥p response to the adoption of
is not intended to walve any rights under the ADA. Ondinance Number 118482 and amendments (o the Seartie\Polica Department Policies
. " e i and Procedures Manual Section 1305, fited rice umnplamragnir_;z ine
7. This Agreement applies to any SPOG member currently has a suspended, City with the Public Employment Relz Ce issiort (h referred to as
restricted, or revoked license, but the 180 day reassignment will commence upon the “PERC™) that was docketed as Seuttle Police Officers” Guild vh, City of Secitie, Casc
signing of the agreement. 13234-17-97-03218; and
Seattle Police Ofﬁcers Guild: / City Mlﬂt?ulgw Department; ) WHEREAS, the City denied committag any unfair labor pra s} and
ﬂ / 3 . - .
(& s ] s 3 Date_[ 2 MOV LT WHEREAS, on or abopf June 11, 1997, SPMA, in response to ile adapticn of
O"Neill, Ptuldan of SPOG Jam 1, Chief of Police Ordinance Number 118482 afd amendments 16 the Seattle Palice Dep Palicies
and Procedures Manual Séciion 1.305, tiled an unfair labor practice complaint hgains: the
Clry witix the PERC that wAs docketed as Seutile Police J\ra.mgvmz..: Associatioh v S
of Seatrle, Case 13306-U#7-03245; and .
WHEREAS Ciry denied committing any unfair labor practice(s); and
WHEREAS, on or about April 2‘7 1999, Hearing Exdiminer Walter M. Stuteville
issued Consolj aled. Findings of Fact, Conclusions of Law, and Order in \as cases
docketed a_ls eartle Police Officers” Guila vs. Cizy of Searile, Case 13234-U-97-03218
Memo dum of Agreement
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MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And

THE SEATTLE POLICE OFFICERS’ GUILD

This Memorandum of Agreement reflects the understanding of the City of Seattle,
(“City”) and the Seattle Police Officers” Guild, (“Guild”) regarding implementation of the
Seattle Police Department’s “Use of Force Policy” and “Force Investigative Team Policy”
(jointly referred to as “Use of Force Policy”), copies of which are attached hereto as Exhibit “A,”
which was implemented as a result of the Settlement Agreement and Memorandum of
Understanding entered into between the City and the Department of Justice on July 27, 2012
("Settlement Agreements").

Whereas the City and the U.S. Department of Justice entered into voluntary Settlement
Agreements, which mandated the implementation of a revised Use of Force Policy; and

Whereas the Use of Force Policy became effective January 1, 2014;

In an effort to avoid a dispute regarding how the Use of Force Policy will be
implemented, the Guild and the City agree to the following:

Less Lethal Requirement

1) Each officer in uniform will be required to carry a less lethal device.

2) The less lethal device will be of the officer’s choosing, from among Department-
authorized options, subject to the Department’s operational needs.

3) Each officer must be certified in the less lethal device he/she is carrying.

4) If, in the unusual circumstance that the officer’s chosen less lethal device is not
available when the officer deploys for his or her shift and the precinct does not have a

replacement less lethal option available, the officer may still be allowed to work
his/her shift.



Audio Recorded Statements in Type L1l Use of Force and Deadlv Force Situations

1) In the case of Type III use of force and deadly force situations, the involved officer
will provide an in-person statement regarding the force situation.

2) In the casc of Type IIl use of force and deadly torce situations, the force statement
shall be audio recorded. The involved officer may refuse to be taped if he/she
arranges for and pays for a court reporter/stenographer to memorialize the statement .
and it does not cause unreasonable delay of the statement.

3) If the statement is audio recorded, at the end of the in-person interview the Guild will
' be given a copy of the recorded statement, consistent with current practice in IIS
interviews.

4) Pursuant to the Settlements Agreements, Type [ and II use of force statements shall
be written.

Timing of Use of Force Statements

1) In the event of Type L. 1L, or III use of force, the force statement shall be completed
prior to the end of the involved officer’s shift, unless there arc extenuating
circumstances.

2) 1In the event deadly force is used, the involved officer’s force statement shall be taken
as soon as practicable, taking into account the totality of the circumstances, including,
but not limited to the psychological, physiological and medical condition of the
officer, and the complexity of the scene processing conducted by the Department.

Revision of Use of Force Statement Forms

The current use of force statement form shall be modified to include language
stating “I was ordered by (insert name of individual giving order) to provide a statement
and understand that failure to do so could lead to discipline up to and including
termination.”

SPOG Commitments

SPOG will not contest or oppose SPD's adoption and implementation of policies
as outlined in “Title 8 — Use of Force” in SPD’s Manual and “Force Investigative Team
Procedural Manual” (collectively referred to as “Policies™) both of which became
effective on January 1, 2014. SPOG will not file an Unfair Labor Practice or Grievance
over the City implementing the Policies.



Seattle Police Officer’s Guild City of Seattle

Ah s KBy
! - {,"."\7 " ’:_) {{:
Ron Smith David Bracilano

Seattle Police Officer’s Guild Pfesident Director of Labor Relations



MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS’ GUILD

This memorandum clarifies the parties' understanding of interview procedures related to
Force Investigation Team (FIT) investigations of a Use of Force incident that may
involve misconduct under Department policy. but that is not considered to involve
potentially criminal conduct at the time of the interview based on information available to
the Department.

Interviews that are conducted as part of a FIT investigation, including interviews of
involved officers and interviews that involve identified potential misconduct, are not
considered Office of Professional Accountability (OPA) interviews. FIT interviews are
not governed by the notice and timeline provisions applicable to OPA interviews, which
include, but are not limited to the following: the issuance of classification reports, 5-day
notices and 30-day notices as set forth in the parties’ collective bargaining agreement.

Consistent with the parties’ current practice, an OPA investigator may be present, as an
observer only, during FIT interviews, including interviews that involve identified
potential misconduct.

The timing of FIT interviews that involve identificd potential misconduct will be the
same as the timing of FIT interviews that involve incidents that do not include potential
misconduct. All FIT interviews referenced herein will usually be conducted prior to the
end of the involved officer’s shift, unless there are extenuating circumstances.

FIT shall make all reasonable efforts to inform an involved officer, prior to the involved
officer’s FIT interview, as to whether potential misconduct is/has been identified.

The 180-day OPA investigation timeline, which is outlined in the parties’ collective
bargaining agreement, shall commence immediately once OPA and/or FIT are aware of
the potential misconduct. Once the Department is aware of the potential misconduct, the
Department shall follow all related provisions set forth in the parties’ collective
bargaining agreement regarding potential misconduct, to include, but not limited to the
OPA provisions noted herein.

Dated thlS day of =, 1, 2014

Seattle Police Officer’s Guild City of Seattle
Ron thnh _ '.Tenni"fer 'S(;hubert ~

Seattle Police Officer’s Guild President Labor Negotiator



Memorandum of Understanding

By and Between

City of Seattle

and

Seattle Police Officers’ Guild

The City of Seattle and the Seattle Police Officers’ Guild here agree to the following terms in full
settlement and resolution of the HQ Parking/ Mark Worstman grievance, SPOG grievance #1401, City
Grievance #14-12:

e The City will provide key card access to the SeaPark garage at SPD Headquarters for 20 Homicide
and Robbery detectives who are assigned to work at SPD Headquarters, but who are not
assigned to City vehicles.

e This key card access provides the same access as for monthly parking, which is general parking in
non-reserved availahle.space, and does not involve a guarantee of parking space availability.

City of Seattle: Seattle Police Officers’ Guild:
.‘-.' ; r\‘. ‘_ J e ]

fj Farl: N # -‘l r\-,w .._rm| H 'A\
A AL VYA Y Agtd et

Carmen Best, Deputy Chief Ron Smith, President

Date: [!( ) ‘2) ] .f“{"{ Date: O~ l}} 2\,!‘/




MEMORANDUM OF AGREEMENT
between the
City of Seattle
and the
Seattle Police Officers Guild (SPOG)

This is a Memorandum of Agreement (“Agreement”) between the City of Seattle (“City”) and the Seattle
Police Officers Guild (SPOG) referred herein as “Union”, (collectively, “Parties”), concerning the
implementation of Washington Paid Family and Medical Leave Act (“WAPFML), RCW Title 50A by the
City of Seattle. In 2018 the citizens of Washington State voted to approve the creation of a paid family
and medical leave program for employees in Washington state, with benefits effective January 1, 2020.
WAPFML will be administered by the Washington Employment Security Department. The Parties
recognize that there are continuing uncertainties in how to best implement WAPFML as it applies to City
employees because the Washington state rulemaking process will not be completed before December
31, 2019. As a result of the lengthy rulemaking process, the Parties are unable to completely assess the
impact of the law and rules on the City and its represented employees, and therefore:

The Parties agree to the following measures to reduce uncertainty and to address issues which may
arise after the implementation of the paid family leave law, effective no later than January 1, 2020:

1. ELIMINATION OF DRAWDOWN

The City shall not require employees in the SPOG bargaining unit, which has entered into this
agreement, to reduce the balance of or “draw down” accrued vacation or accrued sick leave
prior to receiving leave benefits provided for in Seattle Municipal Code Chapter 4.27, Paid
Parental Leave or Seattle Municipal Code 4.29, Paid Family Care Leave.

2. EXPANDED DEFINITION OF FAMILY MEMBER FOR USE OF CITY LEAVE
The City agrees that for the bargaining unit that has entered into this Agreement, it will expand
the definition of family member to include the employee’s sibling, the employee’s grandparent,
or the employee’s grandchild for the purpose of eligibility for family and medical leave under
Seattle Municipal Code Chapter 4.26, Family and Medical Leave and Seattle Municipal Code
Chapter 4.29, Paid Family Care Leave.

3. EMPLOYEE PORTION OF PREMIUM PAID FOR BY EMPLOYEES

The Union agrees that employees in the SPOG bargaining unit will pay the employee portion of
the required premium [listed as the WA Paid Family Leave Tax and the WA Paid Medical Leave
Tax on an employee’s paystub] of the Washington State Paid Family and Medical Leave Program
to commence no earlier than thirty (30) days after the City provides notice of pending employee
portion to all bargaining unit employees, after this Agreement is signed by both parties.

! The City of Seattle refers to WAPFML as “State Paid Family and Medical Leave”, or “SPFML”

1|Page
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PROTECTED LEAVE FOR THOSE INELIGIBLE FOR LEAVE UNDER SMC 4.26

An employee who does not meet the eligibility criteria required by Chapter 4.26 of the Seattle
Municipal Code, but who otherwise qualifies for WAPFML, shall be eligible for an unpaid medical
leave of absence. Such employee shall be afforded the same job protections and be subject to
the same obligations under this medical leave of absence as though they were covered by this
Chapter 4.26 of the Seattle Municipal Code.

CONCURRENCY OF LEAVE

Leave taken under RCW Title 50A shall be taken concurrently with the federal Family and
Medical Leave Act of 1993 and with unpaid leave taken under Seattle Municipal Code Chapter
4.26, Family and Medical Leave.

AGREEMENT TO REOPEN COLLECTIVE BARGAINING AGREEMENT AFTER FINAL RULEMAKING
COMPLETED

The Parties agree to reopen the respective Agreement for the purpose of addressing the impact
of RCW Title 50A no later than September 30, 2020, after final rulemaking is completed,
including but not limited to changes in the City’s current paid leave program benefit,
concurrency, “top off” and protected leave status which may arise as a result of final rulemaking
from the State of Washington. After July 31, 2020, either Party may request to reopen the
contract to address impacts of the law. The Parties further agree that they may reopen on this
subject prior to July 31, 2020, by mutual agreement any time after the completion of the
Washington state rule making has been completed.

== v,
Signed this_2'@, _day of _<PMIAZ 3920,
Executed under the Authority
Of Ordinance No.

FOR THE CITY OF SEATTLE: FOR THE UNION:

A F:_—; R
2 v
q

:jrial Sangy‘ V ¢ (/ KevirT;tucké’\"/

irector of Labor Relation President, Seattle Police Officers Guild (SPOG)

2 |



AGREEMENT
BY AND BETWEEN
THE CITY OF SEATTLE
AND
THE SEATTLE POLICE OFFICERS” GUILD

This Agreement reflects the understanding of the City of Seattle, hereinafter “City” and the Seattle
Police Officer’s Guild, hereinafter the “Guild,” regarding the implementation of a permanent
Community Response Group.

1.

w

Prior to the transition from the temporary to permanent CRG, officers and sergeants currently
on-loan to the CRG will be notified that the CRG is being turned into a permanent unit.

The hours of work for the permanent CRG will be 1500-0100.

The days of work for the permanent CRG will be Wednesday-Saturday.

Until a suitable location is found, the West Precinct will serve as the base of operations for the
permanent CRG. Sergeants and Officers will be notified of this prior to the transition from
temporary to permanent CRG. A minimum of 2 weeks’ notice shall be provided to the officers
and sergeants assigned to CRG and to SPOG, prior to any location moves. This is not a waiver of
any changes to mandatory subjects of bargaining related to the move.

Sergeants and Officers currently on-loan to the CRG will be offered the opportunity to transition
to the permanent CRG positions.

a. Those who accept will remain in their current assignment in CRG. The lack of bidding to
these assignments shall be non-precedential. If there is a reduction of positions in CRG
in the future, the City will bargain the reduction process with the Guild prior to
removing anyone from CRG.

b. Those who decline to remain with the permanent CRG will select their permanent
assignment pursuant to the current SPOG CBA.

The structure of the CRG will be: 1 Captain, 1 Lieutenant, 5 Sergeants each in command of up to
6 CRG officers. Additionally, CRG sergeants may have DUI officers assigned under the Sergeant’s
supervision.

Once the CRG is made permanent, open positions within the CRG will be filled consistent with
the process described in SPD manual 2.020 POL 4.

30 Day “On-Loan” assignments with the CRG will be handled in accordance with current
practices.

Any employee who was involuntarily transferred from Traffic-DUI to a patrol assignment in
September of 2020, shall be offered the opportunity to transfer to a DUI officer assignment that
reports to a CRG sergeant when the CRG becomes permanent. The hours of the DUI assignment
shall be the same as CRG or as otherwise agreed to by the parties.

For Seattle Police Officers’ Guild For the City of Seattle

Wy —— 07/15/2022 Danielle Malcoim 07/15/2022

Mike Solan, President Date Danielle Malcolm, Labor Negotiator Date



AGREEMENT
BY AND BETWEEN
THE CITY OF SEATTLE
AND

THE SEATTLE POLICE OFFICERS’ GUILD

This Agreement reflects the understanding of the City of Seattle, hereinafter “City” and the Seattle
Police Officer’s Guild, hereinafter the “Guild,” regarding the implementation of 10-hour patrol shifts.

Pursuant to Article 5.3, which provides: “Alternative Shifts — The parties may, by mutual written
agreement, establish alternative work shifts for work units within the Department, including those
identified in Section 5.1.”, the City and the Guild agree to change all patrol operations shifts that are the
4/2 9-hour day to a schedule of ten hours a day for four days a week. This schedule will be referred to
throughout this agreement as the “4/10”. The existing references to 4/10 shifts in the parties’ collective
bargaining agreement is superseded by this agreement.

Changes to this agreement may be made by mutual written agreement consistent with Article 5.3
1. Shift watch hours for the 4/10 will be:
1°* shift watch — 0400 to 1400
2" shift watch — 1100 to 2100

3" shift watch — 1900 to 0500

2. The days of work for the 4/10 shall be:

Precinct Asside B side

North Saturday, Sunday, Monday, and Tuesday, Wednesday, Thursday, and
Tuesday Friday

South Friday, Saturday, Sunday, Monday Monday, Tuesday, Wednesday, Thursday

East Monday, Tuesday, Wednesday, and Thursday, Friday, Saturday, and Sunday
Thursday

West Tuesday, Wednesday, Thursday, Friday, Saturday, Sunday, Monday
Friday

Southwest | Thursday, Friday, Saturday, Sunday Sunday, Monday, Tuesday, Wednesday

*The day listed is the day 3™ Watch starts their shift. Overlap days are highlighted.

3. For the transition, the patrol positions will be those identified in Attachment A.

4, For the transition only from the current work schedule to the 4/10 schedule, the transfers of
officers and sergeants assigned to the current 1, 2" or 3™ shift watches will be done with the
officers and sergeants being assigned to the same precinct and the same watch as they are
currently assigned.

SPOG 4-10s Shift MOA
Page 1 0of 9



10.

For the transition from the current work schedule to the 4/10 schedule, sergeants and officers
will bid to their specific unit assignment, which includes A side or B side (for example B111K).
Sergeants will bid first and will bid based upon Department seniority (Actual Sworn Time on the
Seattle Police Department as opposed to “time in rank” or “time in precinct”.) After the
Sergeants have been assigned to their specific unit of assignment through the bid process, then
the officers will bid based upon Department seniority (as opposed to “time in precinct”), to their
specific unit of assignment, which includes A side or B side.

The officers and sergeants bidding will include any officers and sergeants who are on-loaned
from patrol. Officers and sergeants who are on-loaned from patrol will bid as described above;
however, to ensure that there is proper staffing for patrol deployments the positions to which
an on loan officer/sergeant bids will not be considered filled (for the purposes of this bid
process) until a non-on-loan officer/sergeant bids into that position.

For the transition from the current work schedule to the 4/10 schedule, employees who are
permanent Acting Sergeants on the current work schedule will bid as officers for officer
positions, which will be the home position from which they are on-loaned as an Acting Sergeant.
If the Department determines that they will continue to be offered the position of an Acting
Sergeant on the 4/10 schedule, then the Department will identify those assighments after the
hard-striped Sergeants have bid and prior to the officer bid.

Once the 4/10 has been implemented at all the precincts, all officers and sergeants will rotate
from A side to B side or B side to A side every 4 months. Calculation of the 4-month rotation will
start on February 15", 2023 and rotate on a schedule of 16 weeks, 20 weeks, 16 weeks
(repeating). This will ensure that the rotations always occur in February, June, and October.
Patrol will transition to a 28-day FLSA period.

Employees shall have the opportunity to submit paid time off requests for any day that was
previously not a scheduled workday on their previous 4/2 9-hour day schedule but is now a
workday on their new 4/10 schedule. All such requests must be submitted within two weeks of
the shift bid results being announced. Paid time off requests submitted within that two-week
period will be considered and approved based on department seniority for any day that was a
day off on the employees 4/2 9-hour day schedule. (This process will be similar to the process
set forth in 9.15 of the SPOG CBA)

The parties recognize that with the change from a 9-hour shift to a 10-hour shift, the number of
hours imposed for a given day of disciplinary suspension will change. Discipline in the form of
suspension will be issued as a number of hours. Future disciplinary considerations will take into
account prior comparable discipline as a factor of hours (not days) when determining the
discipline to be administered. Any discipline that is not yet completed at the implementation of
this schedule change will be converted into hours, based on the schedule upon which the
discipline was administered.

If an employee has a negative furlough balance 12 months after the transition to the 4/10
schedule, the Payroll Unit will adjust employee negative furlough balances using paid leave
(vacation, holiday, comp time) and/or pay adjustments.

SPOG 4-10s Shift MOA
Page 2 of 9



11.

12.

13.

14.

15.

16.

17.

Individuals with a positive accrued furlough balance shall have until 12 months after the
transition to the 4/10 schedule to use their accrued furloughs. If the furloughs are not used,
they will no longer be available for use, unless an extension is given by the Chief of Police.

Beginning with the implementation of the new 4/10 schedule, training schedules will account
for the new patrol deployment schedule and endeavor to reduce changes in work hours to
attend training, as well as interruptions to scheduled furloughs.

With the exception of the David-Beats (80 Bikes) (B112A) and the Special Beats (Neighborhood
Response Team) (B112S), involuntary transfers shall not occur to balance staffing to implement
the 4/10 schedule. After the transition to the 4/10 schedule, involuntary transfers in patrol will
again be governed by the process set forth in 7.4 of the SPOG contract. Disciplinary or
investigative transfers will not be affected by this MOA.

The City Acknowledges that the 4/10 schedule creates the possibility of parking issues at West
and North Precincts. The city will arrange overflow parking as close as possible to accommodate
additional parking needs.

The parties agree that they will meet quarterly to review the 4/10 schedule and discuss any
concerns until both parties mutually agree the quarterly meetings are no longer necessary.

It was not and is not the City’s intent to reduce minimum staffing as a part of the change to the
4/10 schedule. Consistent with that understanding, the City will continue to abide by Section
4.11 of the parties’ collective bargaining agreement. The City will not change the current status
quo minimum staffing numbers for 180 days from the date that the 4/10 schedule is
implemented. After the first 180 days has passed, any proposed change to the status quo on
the minimum staffing will not occur until it has been presented to all parties at a quarterly
meeting. Consistent with the status quo, the City will continue its practice of augmenting shifts
that are below minimums when deemed appropriate.

The City will take into account the potential for a reduction in the availability of discretionary
time off that results from this shift change when reviewing time off requests and will make a
good faith effort to ensure that employees are able to use their discretionary time off. This good
faith effort may include shift augmentation.

The City agrees to continue the practice of seeking volunteers for overtime to address patrol
staffing issues during normal operations. Absent a Stage-4 mobilization (as described in SPD
Manual 14.001-POL 1 #4), unusual occurrence, civil disorder or natural disaster, patrol officers
and sergeants on the 4/10 schedule will not be called in or extended for mandatory overtime
during their regularly scheduled time off to cover anticipated or actual patrol shift staffing
shortages.

For Seattle Police Officers’ Guild For the City of Seattle

’mz P 01/20/2023 Laniaile Matcolm 01/20/2023

Mike Solan, President Date Danielle Malcolm, Labor Negotiator Date

SPOG 4-10s Shift MOA
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Attachment A

North Precinct Lincoln/Union Sector Squad B
First Watch 0400-1400 Sergeant #2 Boy/John Sector Squad B
(6 Sgts - 34 Officers) Officer 1 Sergeant #2
Officer 2 Officer 1
Nora/John Sector Squad A Officer 3 Officer 2
Sergeant #1 Officer 4 Officer 3
Officer 1 Officer 5 Officer 4
Officer 2 Officer 6 Officer 5
Officer 3 Officer 7 Officer 6
Officer 4 Officer 7
Officer 5 North Precinct Officer 8
Second Watch 1100-2100
Nora/John Sector Squad B (8 Sgts - 58 Officers) Lincoln Sector Squad A
Sergeant #2 Sergeant #1
Officer 1 Nora/John Sector Squad A Officer 1
Officer 2 Sergeant #1 Officer 2
Officer 3 Officer 1 Officer 3
Officer 4 Officer 2 Officer 4
Officer 5 Officer 3 Officer 5
Officer 4 Officer 6
Boy/John Sector Squad A Officer 5 Officer 7
Sergeant #1 Officer 6
Officer 1 Officer 7 Lincoln Sector Squad B
Officer 2 Officer 8 Sergeant #2
Officer 3 Officer 1
Officer 4 Nora/John Sector Squad B Officer 2
Officer 5 Sergeant #2 Officer 3
Officer 1 Officer 4
Boy/John Sector Squad B Officer 2 Officer 5
Sergeant #2 Officer 3 Officer 6
Officer 1 Officer 4 Officer 7
Officer 2 Officer 5
Officer 3 Officer 6 Union Sector Squad A
Officer 4 Officer 7 Sergeant #1
Officer 5 Officer 1
Boy/John Sector Squad A Officer 2
Lincoln/Union Sector Squad A Sergeant #1 Officer 3
Sergeant #1 Officer 1 Officer 4
Officer 1 Officer 2 Officer 5
Officer 2 Officer 3 Officer 6
Officer 3 Officer 4 Officer 7
Officer 4 Officer 5
Officer 5 Officer 6 Union Sector Squad B
Officer 6 Officer 7 Sergeant #2
Officer 7 Officer 1

Officer 2

SPOG 4-10s Shift MOA
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Attachment A

Officer 3 Officer 1 Officer 2
Officer 4 Officer 2 Officer 3
Officer 5 Officer 3 Officer 4
Officer 6 Officer 4 Officer 5
Officer 7 Officer 5 Officer 6
North Precinct Lincoln Sector Squad B Mary/David Sector Squad A
Third Watch 1900-0500 Sergeant #2 Sergeant #1
(8 Sgts - 41 Officers) Officer 1 Officer 1
Officer 2 Officer 2
Nora/John Sector Squad A Officer 3 Officer 3
Sergeant #1 Officer 4 Officer 4
Officer 1 Officer 5 Officer 5
Officer 2 Officer 6
Officer 3 Union Sector Squad A Officer 7
Officer 4 Sergeant #1
Officer 5 Officer 1 Mary/David Sector Squad B
Officer 6 Officer 2 Sergeant #2
Officer 3 Officer 1
Nora/John Sector Squad B Officer 4 Officer 2
Sergeant #2 Officer 5 Officer 3
Officer 1 Officer 4
Officer 2 Union Sector Squad B Officer 5
Officer 3 Sergeant #2 Officer 6
Officer 4 Officer 1 Officer 7
Officer 5 Officer 2
Officer 3 Queen/David Sector Squad A
Boy/John Sector Squad A Officer 4 Sergeant #1
Sergeant #1 Officer 5 Officer 1
Officer 1 Officer 2
Officer 2 West Precinct Officer 3
Officer 3 First Watch 0400-1400 Officer 4
Officer 4 (6 Sgts - 39 Officers) Officer 5
Officer 5 Officer 6
King Sector Squad A Officer 7
Boy/John Sector Squad B Sergeant #1
Sergeant #2 Officer 1 Queen/David Sector Squad B
Officer 1 Officer 2 Sergeant #2
Officer 2 Officer 3 Officer 1
Officer 3 Officer 4 Officer 2
Officer 4 Officer 5 Officer 3
Officer 5 Officer 6 Officer 4
Officer 6 Officer 5
King Sector Squad B Officer 6
Lincoln Sector Squad A Sergeant #2 Officer 7
Sergeant #1 Officer 1

SPOG 4-10s Shift MOA
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Attachment A

Sergeant #1 Officer 6

Officer 1
West Precinct Officer 2
Second Watch 1100-2100 Officer 3 King Sector Squad B
(8 Sgts - 50 Officers) Officer 4 Sergeant #2

Officer 5 Officer 1
King Sector Squad A Officer 6 Officer 2
Sergeant #1 Officer 3
Officer 1 David Sector Squad B Officer 4
Officer 2 Sergeant #2 Officer 5
Officer 3 Officer 1 Officer 6
Officer 4 Officer 2
Officer 5 Officer 3 Mary Sector Squad A
Officer 6 Officer 4 Sergeant #1
Officer 7 Officer 5 Officer 1

Officer 6 Officer 2
King Sector Squad B Officer 3
Sergeant #2 Queen Sector Squad A Officer 4
Officer 1 Sergeant #1 Officer 5
Officer 2 Officer 1
Officer 3 Officer 2 Mary Sector Squad B
Officer 4 Officer 3 Sergeant #2
Officer 5 Officer 4 Officer 1
Officer 6 Officer 5 Officer 2
Officer 7 Officer 6 Officer 3

Officer 4
Mary Sector Squad A Queen Sector Squad B Officer 5
Sergeant #1 Sergeant #2
Officer 1 Officer 1 David Sector Squad A
Officer 2 Officer 2 Sergeant #1
Officer 3 Officer 3 Officer 1
Officer 4 Officer 4 Officer 2
Officer 5 Officer 5 Officer 3
Officer 6 Officer 6 Officer 4
Officer 5

Mary Sector Squad B West Precinct
Sergeant #2 Third Watch 2100-0500 David Sector Squad B
Officer 1 (8 Sgts - 42 Officers) Sergeant #2
Officer 2 Officer 1
Officer 3 King Sector Squad A Officer 2
Officer 4 Sergeant #1 Officer 3
Officer 5 Officer 1 Officer 4
Officer 6 Officer 2 Officer 5
Officer 7 Officer 3

Officer 4 Queen Sector Squad A
David Sector Squad A Officer 5 Sergeant #1

SPOG 4-10s Shift MOA
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Attachment A

Officer 1 Sergeant #2 Officer 3
Officer 2 Officer 1 Officer 4
Officer 3 Officer 2 Officer 5
Officer 4 Officer 3 Officer 6
Officer 5 Officer 4 Officer 7
Officer 5
Queen Sector Squad B Officer 6 East Precinct
Sergeant #2 Third Watch 1900-0500
Officer 1 East Precinct (4 Sgts - 29 Officers)
Officer 2 Second Watch 1100-2100
Officer 3 (4 Sgts - 28 Officers) Edward/Charlie Sector Squad A
Officer 4 Sergeant #1
Officer 5 Edward/Charlie Sector Squad A Officer 1
Sergeant #1 Officer 2
East Precinct Officer 1 Officer 3
First Watch 0400-1400 Officer 2 Officer 4
(4 Sgts - 24 Officers) Officer 3 Officer 5
Officer 4 Officer 6
Edward/Charlie Sector Squad A Officer 5 Officer 7
Sergeant #1 Officer 6 Officer 8
Officer 1 Officer 7
Officer 2 Edward/Charlie Sector Squad B
Officer 3 Edward/Charlie Sector Squad B Sergeant #2
Officer 4 Sergeant #2 Officer 1
Officer 5 Officer 1 Officer 2
Officer 6 Officer 2 Officer 3
Officer 3 Officer 4
Edward/Charlie Sector Squad B Officer 4 Officer 5
Sergeant #2 Officer 5 Officer 6
Officer 1 Officer 6 Officer 7
Officer 2 Officer 7 Officer 8
Officer 3
Officer 4 George/Charlie Sector Squad A George/Charlie Sector Squad A
Officer 5 Sergeant #1 Sergeant #1
Officer 6 Officer 1 Officer 1
Officer 2 Officer 2
George/Charlie Sector Squad A Officer 3 Officer 3
Sergeant #1 Officer 4 Officer 4
Officer 1 Officer 5 Officer 5
Officer 2 Officer 6 Officer 6
Officer 3 Officer 7 Officer 7
Officer 4
Officer 5 George/Charlie Sector Squad B George/Charlie Sector Squad B
Officer 6 Sergeant #2 Sergeant #2
Officer 1 Officer 1
George/Charlie Sector Squad B Officer 2 Officer 2

SPOG 4-10s Shift MOA
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Attachment A

Officer 3 Officer 5
Officer 4 Officer 6
Officer 5 Officer 7
Officer 6 South Precinct Officer 8
Officer 7 Second Watch 1100-2100
(4 Sgts - 32 Officers) South Precinct
South Precinct Third Watch 1900-0500
First Watch 0400-1400 Robert/Ocean Sector Squad A (4 Sgts - 32 Officers)
(4 Sgts - 22 Officers) Sergeant #1
Officer 1 Robert/Ocean Sector Squad A
Robert/Ocean Sector Squad A Officer 2 Sergeant #1
Sergeant #1 Officer 3 Officer 1
Officer 1 Officer 4 Officer 2
Officer 2 Officer 5 Officer 3
Officer 3 Officer 6 Officer 4
Officer 4 Officer 7 Officer 5
Officer 5 Officer 8 Officer 6
Officer 6 Officer 7
Robert/Ocean Sector Squad B Officer 8
Robert/Ocean Sector Squad B Sergeant #2

Sergeant #2 Officer 1 Robert/Ocean Sector Squad B
Officer 1 Officer 2 Sergeant #2
Officer 2 Officer 3 Officer 1
Officer 3 Officer 4 Officer 2
Officer 4 Officer 5 Officer 3
Officer 5 Officer 6 Officer 4
Officer 7 Officer 5
Sam/Ocean Sector Squad A Officer 8 Officer 6
Sergeant #1 Officer 7
Officer 1 Sam/Ocean Sector Squad A Officer 8
Officer 2 Sergeant #1
Officer 3 Officer 1 Sam/Ocean Sector Squad A
Officer 4 Officer 2 Sergeant #1
Officer 5 Officer 3 Officer 1
Officer 4 Officer 2
Sam/Ocean Sector Squad B Officer 5 Officer 3
Sergeant #2 Officer 6 Officer 4
Officer 1 Officer 7 Officer 5
Officer 2 Officer 8 Officer 6
Officer 3 Officer 7
Officer 4 Sam/Ocean Sector Squad B Officer 8
Officer 5 Sergeant #2
Officer 6 Officer 1 Sam/Ocean Sector Squad B
Officer 2 Sergeant #2
Officer 3 Officer 1
Officer 4 Officer 2

SPOG 4-10s Shift MOA
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Attachment A

Officer 3 Officer 4 Officer 4

Officer 4 Officer 5 Officer 5

Officer 5 Officer 6

Officer 6 Southwest Precinct Officer 7

Officer 7 Second Watch 1100-2100

Officer 8 (4 Sgts - 26 Officers) Southwest Precinct

Third Watch 1900-0500

Southwest Precinct Frank Sector Squad A (4 Sgts - 20 Officers)

First Watch 0400-1400 Sergeant #1

(4 Sgts - 20 Officers) Officer 1 Frank Sector Squad A
Officer 2 Sergeant #1

Frank Sector Squad A Officer 3 Officer 1

Sergeant #1 Officer 4 Officer 2

Officer 1 Officer 5 Officer 3

Officer 2 Officer 6 Officer 4

Officer 3 Officer 7 Officer 5

Officer 4

Officer 5 Frank Sector Squad B Frank Sector Squad B
Sergeant #2 Sergeant #2

Frank Sector Squad B Officer 1 Officer 1

Sergeant #2 Officer 2 Officer 2

Officer 1 Officer 3 Officer 3

Officer 2 Officer 4 Officer 4

Officer 3 Officer 5 Officer 5

Officer 4 Officer 6

Officer 5 William Sector Squad A
William Sector Squad A Sergeant #1

William Sector Squad A Sergeant #1 Officer 1

Sergeant #1 Officer 1 Officer 2

Officer 1 Officer 2 Officer 3

Officer 2 Officer 3 Officer 4

Officer 3 Officer 4 Officer 5

Officer 4 Officer 5

Officer 5 Officer 6 William Sector Squad B

Sergeant #2

William Sector Squad B William Sector Squad B Officer 1

Sergeant #2 Sergeant #2 Officer 2

Officer 1 Officer 1 Officer 3

Officer 2 Officer 2 Officer 4

Officer 3 Officer 3 Officer 5

SPOG 4-10s Shift MOA
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MEMORANDUM OF UNDERSTANDING

Between the City of Seattle
and

The Seattle Police Officer’'s Guild

The purpose of this Memorandum of Understanding between the City of Seattle (the
“City”) and the Seattle Police Officer's Guild (the “Guild”) is to memorialize agreements
reached between the parties to address staffing issues related to special events and
the City’s planned dual-dispatch pilot project.

1

RECITALS

Special event staffing: The City permits many large festivals and events to take
place throughout the year that require some level of police presence to ensure
public safety, control crowds and control traffic. Reduced staffing levels in the
City’s police department have required the City to fill the majority of required
police positions at special events through required overtime. To reduce the need
for mandatory overtime and to mitigate the additional workload associated with
special events, the parties have agreed on a set of staffing procedures and a
fixed-rate premium for work at all special events from October 1, 2023, through
January 2, 2026. The details of the parties' agreements are set forth in this
Memorandum.

. Dual dispatch alternative response: The City will conduct a pilot project beginning

in the fall of 2023 and running through 2025. The goal of the pilot project is to
evaluate ways to diversify the City's emergency response options in a
collaborative approach with law enforcement. This will allow a dual dispatch of
sworn and non-sworn personnel to defined calls for service as set forth in the
pilot project. During the pilot, the parties intend to gather data and experience
about the safety and effectiveness of permitting unarmed, non-sworn personnel
to respond to certain calls, including those that may involve a mental or
behavioral health issue. This Memorandum describes the parameters upon
which the parties have agreed that will allow the City to conduct the pilot in a safe
and effective manner.

Park Rangers: The parties have had in place an agreement since April 24, 2008,
that limits the geographic scope within which the City can use park rangers to
downtown parks. Through this Memorandum, the parties have agreed to remove
the downtown parks geographic limitation from the City’s use of park rangers,
leaving other existing limits on their use and authority in place.



AGREEMENT
Now, therefore, the parties agree as follows:

Special Event Staffing for October 1, 2023 — January 2, 2026

1. For Tier 1, Tier 2 and Tier 3 events that occur from October 1, 2023, through
January 1, 2024, all SPOG bargaining unit members who work the special event
will be paid a special event premium of $225. The special event premium is a
fixed-rate premium associated with the special event overtime that will be paid in
addition to the overtime rate otherwise applicable to the hours worked.

2. For special events that occur between January 2, 2024, and January 2, 2026:

a. The determination of the staffing needed for each special event has been
made by SPD through its Seattle Police Operations Center ("SPOC"). This
consideration takes into account a variety of factors, including without
limitation the size and location of the event, the extent to which the event is
anticipated to require the skills of commissioned officers as opposed to other
non-commissioned employees, any unique circumstances regarding the
event that present unique safety issues for officers and/or the community, and
the availability of commissioned officers. The parties also recognize i) the
need to ensure sufficient staffing for other work that requires the expertise
and training of commissioned officers; ii) the value of expanding the pool of
officers willing to volunteer for special event work in order to minimize
drafting; and iii) the value of creating an incentive for current officers to
continue their work at the City.

b. SPD, acting through SPOC, will determine both the number of employees
needed at the special event and the appropriate mix of commissioned and/or
non-commissioned personnel to staff the event. Once a determination as to
how many commissioned officers and sergeants are needed, the Department
will request volunteers from the SPOG bargaining unit to fill that pre-
determined number of commissioned positions needed for the event. While
the ultimate staffing determination will be made by SPD, the parties will
establish a quarterly meeting to discuss any problems or concerns related to
special event staffing. Specific suggestions made by the Guild will be
considered in good faith by the City.

c. Once the staffing plan for a special event is set, the Department will put out
the volunteer opportunities to fully commissioned personnel as described
below. All SPOG bargaining unit members who volunteer during the
volunteer period and who are selected to work the special event will be paid a
special event premium of $225 for working the special event. The special



event premium is a fixed-rate premium associated with the special event
overtime that will be paid in addition to the overtime rate otherwise applicable
to the hours worked.

¢ Events with more than 60 days’ notice, the volunteer period will be open
until at least 45 days before the event.

¢ Events with between 60 and 45 days’ notice, the volunteer period will be
open for at least one week.

o Events with less than 45 days’ notice or if there are unanticipated changes
to a pre-planned event that require significant additional staff, the
Department will determine whether to have a volunteer period and the
duration of the volunteer period; provided that the Department will not
unreasonably refuse to permit a volunteer period to avoid the special
event premium.

d. If the fully-commissioned positions in the special event staffing plan are not

filled by volunteers from the SPOG bargaining unit, each position may be
filled by either limited-commission/non-commissioned personnel or, where
necessary, the Department may draft uniformed police officers. The
determination to use non-commissioned personnel or uniformed police
officers for each of the remaining positions shall be made by the Seattle
Police Department.

e. For closed (not open to the public) corporate events or commercial/media/film
events, SPOG members may volunteer for overtime at 1.5 times their regular
hourly rate of pay. The timeline for volunteering for such events will be
determined by SPD following consultation with SPOG. If there are insufficient
volunteers, fully-commissioned personnel positions may be contracted out.

Alternate Response Pilot Project

1.

The City's Dual Dispatch Alternate Response Pilot Project will involve up to 24
FTE, not including administrative personnel. Positions will be staffed with
individuals trained to deal with mental and behavioral health or social welfare
issues (“Community Crisis Responders” or “CCRs”).

Dual dispatch can occur to two types of calls if the information received by the
dispatcher indicates the call is nonviolent: 1) person down, and 2) welfare checks
on adults where minors are not present and where the adult is not in the driver's
seat of a vehicle. During the course of the pilot project, the parties may evaluate



additional call types that may be suitable for dual dispatch and may mutually
agree in writing to expand the types of calls covered by this agreement.

. Dual dispatch means that police and CCR will be dispatched at the same time.

a. Ifthe police get there first, they assess the situation. They can take immediate
action if they believe it is appropriate or wait for the CCR if reasonable to do
s0.

b. If the CCR gets there first, they wait until an officer has assessed the scene in
a manner the officer deems appropriate. It will be the Officer's responsibility
to make the determination as to who will make the initial direct contact
(recognizing that an objective of the pilot project is to allow an initial direct
contact by the CCR where it is safe and appropriate with the understanding
that situations can be dynamic and unpredictable). A CCR does not
approach unless cleared to do so by the Officer assessing the scene.

c. After the call is turned over, the Officer may remain at the scene or leave, at
Officer’s discretion. While there, the Officer will attempt to keep the scene
safe but cannot guarantee the safety of the CCR.

d. The Officer holds the discretion to turn the call over to a CCR, and to reinsert
into the call. The Officer is the ultimate authority on the call.

e. The Officer has the ability to advise the CCR to disregard if the officer’s
assessment is that the CCR is inappropriate for the call.

. Dispatching a CCR will not impact the number of officers that are dispatched to
the call.

. The CCR will be responsible for writing a report that will be uploaded into the
report writing system utilized by officers so that law enforcement is able to have
the follow-up information.

. SPOG will have at least one representative on the committee that is designing
the Pilot Project to work through the operational details of the pilot.

. Coordination with CCRs is governed by this agreement. Officers will remain
obligated to follow the Department's current de-escalation policy (SDPM 8.100).
References in that policy to team tactics and additional resources refer to
coordination with and use of additional sworn personnel.



8. By entering into this Memorandum, neither party is waiving any claims or
arguments regarding management rights or the bargaining obligations associated
with future alternate response measures the City may seek to pursue.

Park Rangers

1. The parties will modify the 2008 Park Ranger LOA to remove the geographical
limitation that confines park rangers to downtown parks. Park Rangers may
operate in any City of Seattle parks, subject to the other limitations remaining in
the LOA. The use of emphasis patrols at parks will continue at the Department's
discretion.

Signedthe __ 8th  Dayof  December 2023

For Seattle/Bo‘IEe fficers’ Guild For the City of Seattle

/[?»fﬁ"? =z 7 6_@@, @ MQ, 12/8/2023

 Miké Solaft, President Date Bruce A. Harrell, Mayor Date

Dancelle Walrobn

Danielle Malcolm, Labor Negotiator Date




Memorandum of Agreement
By and Between
The City of Seattle
And

The Seattle Police Officers’ Guild

WHEREAS the Seattle Police Department is experiencing low staffing, and the parties would like to explore
alternatives for Special Events staffing during this time of low staffing. As such the parties are creating a
pilot project for staffing Special Events.

The parties agree as follows:

1. The pilot project will begin on the date of signing by both parties for events occurring from January 2,
2024 until January 2, 2025.

2. The parties will meet no later than October 15, 2024, to review the pilot project.

For the time period of the pilot, the process set forth below will be used for the events specifically
listed or described in this Agreement instead of the process set forth in Article 5.1.2, 5.1.3, and 5.2 A,
B, and C (not D or following paragraph) of the parties’ CBA. For any events not specifically covered
by this Agreement, the parties’ CBA shall apply unless the parties agree otherwise in writing, with the
exception that the process for when staff is needed that is set forth in 5.2C shall be replaced with the
process set forth in paragraph 7 of this agreement. Pride Sunday will be restricted and vacation
requests for that day will follow the process in this Agreement in paragraph (5)(a) below instead of

Article 9.15.
3. TIER 1 EVENTS
Event day(s)
May Day May 1°, 2024
Independence Day July 4%, 2024
Torchlight July 27t 2024
Seafair Hydros August 2™, August 3, August 4, 2024
Black Friday November 29", 2024
New Year’s Eve December 31%, 2024

In order to ensure that each of the Tier 1 event days has adequate staffing without the need to restrict days
off Department wide, the following Tier 1 Event Selection Process shall be used to identify employees who
will be available to work on each of the Tier 1 days if the staffing needs are not fulfilled by volunteers. For

SPOG Special Events MOA
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each of the event days listed above in the Tier 1 chart, the SPOC shall determine the anticipated staffing
needs for sergeants and officers. The total anticipated staffing needs for all the event days in the Tier 1
chart shall be combined to determine the total combined staffing slots for sergeants and officers necessary
to cover staffing for the event days. The Department and the Guild shall work together to determine the
number of staffing slots/event days that each available Guild bargaining unit member (herein after referred
to as “employee”) shall be assigned to. There shall be one pool of officers and sergeants that are used to fill
the slots; however, some positions may only be filled by sergeants. The number of staffing slots may be
different based upon assignments.

a. The Special Event Selection process shall be as follows:

i. Eachemployee shall be notified of the number of event days that they will be assigned
to.

ii. There shall be a Survey sent out via a mutually agreed upon platform that allows
employees the opportunity to rank the event days in the order that they desire to be
placed into.

iii. The Department and SPOG will agree on a due date for the Survey. The due date and
time shall be listed on the Survey.

iv. Any employee who does not complete a Survey and return it to the Department by
the date and time listed on the Survey shall be placed in event days at the discretion
of the Department.

v. Employees who complete the Survey will be assigned to event days in order of
departmental seniority by round. The employee with the highest Department
seniority shall be placed first to their highest ranked available event day; this process
will continue through each employee on the first round being placed to their highest
available event day until each employee who submitted a Survey has been placed to
an event.

vi. Then the employee with the highest Department seniority shall be placed to a second
event day based on their next highest ranked available event day. This process will
continue through each employee on the second round being placed to their next
highest available event day until each employee who submitted a Survey has been
placed to an event day. This process shall continue for the number of rounds that are
determined by the number of event days each employee is assigned to.

b. The volunteer period shall be open and employees, including those who were selected for an
event through the process set forth in paragraph (a) above, shall be permitted to volunteer to
work events listed in the Tier 1 events chart for up to 45 days before the event. After the 45
day period is over, SPOC may still permit additional volunteers at SPOC’s discretion. If there
is excess staffing for a Tier 1 event, the Department may release previously assigned Special
Event Selection process employees from the event staffing. The releases will be based on a
rotation to equitably distribute releases throughout all employees as well as taking into
consideration seniority and previous releases.

c. Volunteer slots for Tier 1 events will be filled on a first come first serve basis, and a waiting
list shall be maintained for volunteers in case the staffing needs increase.

d. Employees will be notified by January 3, 2024, of the event days to which they have been
assigned.

e. The Department will not restrict time off on the listed Tier 1 events. Vacation requests will be
granted consistent with Article 9 of the CBA and the past practice of the parties. However, all

SPOG Special Events MOA
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vacation requests for days that a Tier 1 event occurs on are subject to SPOC review for the

sole purpose of ensuring that the employee is not already assigned to a Tier 1 event on that

day.

SPOC shall issue its final orders (draft orders) for Tier 1 events at least 72 hours prior to the
event, and such order shall designate volunteers.
Exemptions, Transfers, And New Employees Related To Tier 1 Events

Vi.

Employees on the Undercover Exemption List maintained by SPOC shall be exempt
from the above Tier 1 Selection process. However, SPOC may determine that an
employee on the Undercover Exemption List may still be used at a Tier 1 event day in
a way that still protects the employee. In such cases, SPOC will notify the Guild of its
intent to assign such an employee. Because the employee on the Undercover
Exemption List was not part of the assignment process based on seniority, SPOC will
work with the employee to accommodate schedule conflicts. Employees on the
Undercover Exemption List shall not be assigned more events than those individuals
in the selection process in paragraph 4. If an employee on the Undercover
Exemption List transfers to a unit that is included in the Tier 1 Selection process, then
the employee shall be assigned to a prorated number of event slots. SPOC will work
with the employee to select events based on the employee’s choice, where there are
available slots.

Where appropriate based upon the event, SPOC may place employees assigned to
OPA in assignments with a lower risk of conflict.

Employees assigned to Arson/Bomb Squad, CRG, Intel (Investigative Support), SPOC,
SWAT, Traffic Section and Harbor will not be included in the Tier 1 selection process;
however, they may volunteer for assignments at the Tier 1 events through their unit
assignments or SPOC. If SPOC, in working with Arson/Bomb Squad, CRG, Intel
(Investigative Support), SPOC, SWAT, Traffic Section or Harbor identifies a need for
employees from one of those units due to the particular unit skills and the need is not
fulfilled by volunteers from that unit, then employees from that unit where the need
exists may be drafted to that particularized assignment. Employees who are part of
the Seattle Center Event Cadre Team, who are identified as such by the Sergeant of
the Seattle Center, shall not be included in the Tier 1 Selection process; however, they
may volunteer for assignments at the Tier 1 events. Employees on the Executive
Protection Team and the Mounted Unit will not be a part of the Tier 1 selection or
volunteer process.

If an employee in Arson/Bomb Squad, CRG, Intel (Investigative Support), SPOC, SWAT,
Traffic, and Harbor voluntarily transfers to a unit that is included in the Tier 1 Selection
process, then the employee shall be assigned to prorated number of events. SPOC
will work with the employee to select events based upon the employee’s choice,
where there are available events.

For employees who are initially assigned fewer or additional slots based on their
assignment and who later voluntarily transfer to a unit with a different number of
assigned events, SPOC, when able, will work with the employees to adjust the
assignments based upon the employee’s choice.

If an employee’s regular work assignment changes after the Tier 1 Selection Process
and such change conflicts with previously assigned Tier 1 events, SPOC shall work with
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the employee to move them to a different Tier 1 event day(s).

vii. Employees who are on extended leave at the time of the Tier 1 Selection Process shall
not be included in the Tier 1 Selection process. At the time of their return from
extended leave, the employee shall be assigned to a prorated number of event days.

viii. Employees who become Phase 3 employees after the Special Event Selection: SPOC
will work with Phase 3 employees to select events based upon the employees’ choice,
where there are available events.

ix. Employees who are assigned events and later go out on extended leave shall inform
their Sergeant of the events they will miss when practicable. Sergeants will relay this
information to SPOC. If an employee uses email to notify their Sergeant, it is
recommended, but not required, that they CC SPOC via this email address:
spdevents@seattle.gov.

x. If an employee is not able to appear for their Tier 1 Selection process assignment,
except as directed by the Department, and the employee is not in a HR unavailable or
limited duty status, SPOC will contact that employee and work with them to select a
substitute assignment where SPOC identifies there is a need.

4. Pride Sunday
The following day is currently restricted for time off: Pride Sunday, June 30™".

a.

A vacation request for this day will not be granted without approval from SPOC. Requests
should still be turned in by January 31st, 2024; however, the response to these requests will
not be within 14 days. SPOC will calculate how many exemptions for the restricted day of
June 30th that it will be able to grant. It is anticipated that the exemptions will be processed
by March 1, 2024; if this is not possible due to circumstances outside of the control of the
Department, SPOC shall notify the Guild and provide a new anticipated date.

The volunteer period shall be open, and employees shall be permitted to volunteer to work
Pride Sunday for up to 45 days before the event. After the 45-day period is over, SPOC may
still permit additional volunteers at SPOC'’s discretion.

SPOC shall issue its final orders (draft orders) for at least 72 hours prior to the event, and such
order shall designate volunteers.

Employees on the Undercover Exemption List maintained by SPOC may still be used at Pride
Sunday in a way that still protects the employee.

Executive Protection and the Mounted Unit are exempt from Pride Sunday at the order of
the Chief of Police, and such exemptions shall not count toward the exemptions in
paragraph (5)(a) above.

5. Employees may swap assignments. Employees must inform SPOC of swaps. Each employee is still
responsible for their original assignment until both employees confirm the swap and SPOC
acknowledges the swap.

6. Over the duration of this MOA, the parties may jointly make any necessary adjustments as issues
arise. Inthe unanticipated event that this MOA results in an unsafe level of staffing, as determined
by SPOC, for an event and the parties are unable to reach a timely alternate solution, the
Department may draft employees per #7 below.
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7. For the duration of this agreement, any drafting needed for special events that fall outside of a
Tier 1 event or Pride, or where additional staffing is needed for a special event including Tier 1 or
Pride, drafting will not follow 5.1.2 and instead will be done on a Department seniority only basis
(not just non-patrol). Drafting will be on a rotation basis to ensure an equitable division of
drafting, starting with the least seniority and working upward before starting again with the least
seniority.

8. This Agreement does not alter 5.1.1 of the parties' CBA. An employee may be assigned to work on
more than one (1) day in excess of the normal work week through the Tier 1 Selection process and

that assignment shall not be treated as over his/her objection for purposes of 5.1.1.

9. This Agreement and all the practices set forth are non-precedent setting.

10. The practices set forth in this Agreement are not intended to change any historical work
jurisdiction and as such may not be used as evidence of a past practice.

Signed this 22nd day of December, 2023

For the City: For the Guild:
Dancelle Malesbmn  12-22-23 Wechadd Selan
Danielle Malcolm Mike Solan
Labor Negotiator, City of Seattle President, Seattle Police Officers’ Guild
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MEMORANDUM OF UNDERSTANDING

Between the City of Seattle
and

The Seattle Police Officer’s Guild

The purpose of this Memorandum of Understanding between the City of Seattle (the

“City”)

and the Seattle Police Officer’s Guild (the “Guild”) is to memorialize agreements

reached between the parties during negotiations for a new collective bargaining
agreement.

AGREEMENT

Now, therefore, the parties agree as follows:

The City may use non-sworn Police Department personnel to perform the following work

functio

1.

© N o O A

10.

11.

ns:

Respond to lost or missing property calls unless it is a weapon or a potentially
stolen item.

Respond to found property calls, unless the caller believes the found item is stolen,
related to a crime, or a weapon or narcotics.

Deliver messages, except death messages.

Respond to requests for transportation unrelated to a crime.

Address landlord/tenant problems, with no confrontation or disturbance.
Respond to emergency food and shelter requests.

Performing mail runs (using locked mail containers).

Missing Juveniles and Runaways — After screening with a sergeant, i) Taking
reports of juvenile runaways from a government facility, ii) staying with juveniles
after cleared by an officer while waiting for CPS or guardians to arrive.

Missing Adult Persons- After screening with a sergeant, stay with the found person
after the officer has contacted the person.

Wellness checks (which are defined as an identified individual known to the caller,
not person down calls) where the identified individual known to the caller does not
have any history of or current suicidal ideations, significant health problems
including mental health, history of or fighting addiction, history of or concerns of

domestic abuse, or is living in one of the City’s “wet houses.”

Nuisance noise complaints after being screened by a sergeant if the sergeant
determines that a non-sworn response can occur.

SPOG MOU Non-Sworn Personnel
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12.Hospital guard if approved by a lieutenant once the individual is secured at the
hospital facility.

13.Property damage, within the following guidelines:
a. Under $750
b. No evidence
c. No suspect or witness information
d. Not malicious harassment related

14. Automated traffic safety camera enforcement of stop light violations, rail crossings,
speed violations, traffic obstructed violations, stopping at intersection or crosswalk
violations, public transportation only lane violations, stopping or traveling in
restricted lane violations (if permitted by law); provided that the City will preserve
five positions that will remain available to officers.

15. Transporting mobile fingerprint readers to officers.

16.Pick up adult witnesses and transport them at the request of an officer if the entire
transport is audio and video recorded.

17.Augment detective capacity with:

a. Former law enforcement officers with at least ten years of commissioned
law enforcement experience to complete in-custody rush file cases for court
filings, and respond to requests for more information from a prosecutors’
office; and/or

b. Civilians to perform the following analytical work to assist investigative units
and patrol with thorough, precise, and timely information directly related to
the furtherance of their criminal investigations to include:

i. Tracking citywide criminal trends and patterns;

i. Producing hot sheets and reports associated with the crime
patterns;

ii. Preparing weekly crime numbers reports and specialized maps;

iv. Monitoring criminal activity, performing analysis, and preparing
reports utilizing crime data;

v. Providing statistical information;

vi. Performing specific analysis for an investigation at the direction of a
sworn detective including using Cellebrite, Geotime or equivalent
programs;

vii. Providing threat assessments to the Department based on Internet
and social media trends;

SPOG MOU Non-Sworn Personnel
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viii. Accessing digital imprints related to persons and or events that may
contribute to broader investigations, as well as identify persons
attempting to commit crimes using aliases, fraudulent identities and
usernames;

ix. Pulling criminal histories, requesting 911 recordings, releasing
and/or re-releasing evidence housed in evidence.com to the
prosecutor, all as necessary to perform the duties above or under the
direction of a detective.

The deployment of civilian personnel is intended to augment resources within SPD and
free up capacity among sworn officers to perform other functions. The presence and
deployment of civilian personnel will not prohibit officers from doing any of the functions
identified above.

The performance of SPOG bargaining unit work by non-sworn personnel in
circumstances unknown to SPOG president or designee, in circumstances to which
SPOG has not agreed, will not create a past practice or result in the waiver of work
jurisdiction claims by SPOG. Following adoption of this agreement, there will be a
rebuttable presumption that work performed by non-sworn personnel is unknown to
SPOG unless the City has provided written notice to the SPOG president or designee.

Signed this 12th  day of June , 2024
For the City: For the Guild:
Buee @ ol i
Bruce A. Harrell, Mayor Mike Solan
President, Seattle Police Officers’ Guild
Dancell Wlaltsbn

Danielle Malcolm, Labor Negotiator
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MEMORANDUM OF AGREEMENT
by and-between
THE CITY OF SEATTLE
and the

SEATTLE POLICE OFFICERS' GUILD

The staff members of the Traffic Unit of the Police Department have proposed an alternative work schedule
(AWS) that for each two week period would consist of eight nine-hour work shifts and one eight-hour work
shift, with five consecutive work days followed by two consecutive furlough days and four consecutive work
days followed by three consecutive furlough days or a "9-80 AWS." In order to determine the efficacy of the
9-80 AWS, the Department will conduct a pilot that will run through the end of the 1999 calendar year.

To ensure the effective administration and evaluation of the 9-80 AWS, the parties to this
Memorandum of Agreement, the City of Seattle (the "City") and the Seattle Police Officers’' Guild
(the "Guild"), agree as follows; .

1. The pilot AWS will run through the end of the 1999 calendar year. There will be a formal evaluation prior
to the end of the year. ' :

2. The 9-80 AWS will conform to the Police Department's standard of a 24-day work period as prescribed

under the Fair Labor Standards Act, 29 U.S.C. ~207(k), with a maximum regular hour ceiling of one
hundred forty-seven (147) hours. :

3. A day of vacation leave will result in nine (9) hours of vacation leave being used, if the vacation day is on
a day that was scheduled for a nine-hour shift.

4. A day of sick leave will result in nine (9) hours of sick leave being used, if the.sick leave day is on a day
that was scheduled for a nine-hour shift.

5. Employees who go on extended sick leave (LEOFF 2) or disability leave (LEOFF 1) will be placed on the
regular 5/2 work schedule starting in the next complete pay period. Until that change occurs, employees'

sick leave banks will be charged at the rate of nine (9) hours per day of absence on a day scheduled for a
nine-hour shift.

6. Shift extension overtime will commence after nine (9) hours, on a day scheduled for a nine-hour shift,

7. Each employee will be allotted the normal ninety-six (96) hours of holiday leave. When an
employee takes a full holiday off it will result in nine (9) hours of holiday leave used, on a day
scheduled for a nine-hour shift. When the employee has used his/her 96-hour allotment, subsequent
holiday time taken will be charged to the employee's vacation leayve bank. :



8. Either party at any time may end the pilot and revert back to the original work schedule that was in place
before the pilot commenced. Extension of the 9-80 AWS beyond calendar year 1999 will be by mutual

agreement.

Datedtms’i day of September, 1999.

(M{Lw MW

Mike Edwards Fred Treadwell
President Labor Negotiator

Seattle Police Officers' Guild : City of Seattle




MEMORANDUM OF AGREEMENT
| BETWEEN THE
CITY OF SEATTLE
AND THE

SEATTLE POLICE OFFICERS’ GUILD

This MEMORANDUM OF AGREEMENT is entered into by and between THE CITY

OF SEATTLE, hereinafier referréd to as the City, and the SEATTLE POLICE
OFFICERS’ GUILD, hereinafter referred to as SPOG.

WHEREAS, agreement has previously been reached between the City and the SPOG to
' implement an alternative 4/2 nine hour shift for patrol officers including CPT
officers, cértain CPT officers who have been desxgnated as School Emphasis Team
officers, and officers assigned to the Seattle Housing Authority (SHA); and

WHEREAS, the City believes that the 4/2 nine hour shift is incompatible with the

School Emphasis Team mission and may be incompatible with the SHA and CPT
mission; and

WHEREAS, the SPOG believes that an alternative shift for the School Emphasis Team,
CPT officers and SHA is in the best interest of the SPOG membership as a whole.

- NOW THEREFORE, the parties hereby agree as follows:

1. Effective January 6, 1997, the Seattle Police Department will implement a nine hour
shift for School Emphas:s Team, SHA officers and CPT officers using what is
commonly referred to as a 9/80 workshift. That is, four nine-hour workshifts and an
eight (8) hour shift preceding two furloughs and four nine (9) hour workshifts

“preceding three (3) furloughs all within a pay period. Regular furloughs will occur on
- Saturday and Sunday. The regularly occurring third day off' in each pay period will fall
* on either Friday or Monday. The selection of this day will be made at the request of
the individual with the approval of the Precinct Commander, who will resolve any

- conflicts or disputes arising from this request.

2. During the summer months, when most schools are out of session, the School
Emphasis Team officers may be assigned other duties and either remain on the 9/80
shift or work the 4/2 patrol shift as determined by the Operations Bureau Commander.
Any individuals whose work schedule will change must receive written notice at least
30 days prior to the change.
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3. When a holiday falls as a scheduled ddy off for officers working a 9/80 shift said day
will qualify as their eight (8) hour day for the timekeeping purposes of this shift. As
long as this does not create an overtime liability for the department. -

4. For those officers affected by the shift change whose units no longer have sergeants
assigned to the unit the chain of command will be as follows:

o The employee will be assigned to report directly to a designated Patrol Sector
Sergeant

¢ Intheevent that Patrol Sector Sergeant is not available, they will report to the
Precinct Patrol Watch Commander of their Precinct Sergeant.

o In the event the Precinct Patrol Watch Commander is unavailable, they will
report to the Precinct Operations Lieutenant.

e Any supervisor contacted directly by the employee is encouraged to notify the
other supervisors in the Chain of Command of the results of the contact so that
there is contmu:ty of supervision

5. The above provisions shall control to the extent they conflict with any current contract

prmnswns or any current provisions of the Seattle Pohce Department Manual that are
not in dispute, or State and Federa] laws.

6. The effectiveness of this alternative shift for the affected units will be reviewed by the
City and the SPOG on or befere June 24, 1997. Thirty (30) days prior written notice

will be required by the party requesting the review. Any change will be subject to
negotiations between the City and the SPOG.

7. Overtime shall be paid for any hours worked in excess of the scheduled shift (8 or 9
hour) and as otherwise provided by the SPOG contract.

Dated this 6"4\ Day of Tanuary, 1997.

Mike Edwards Fred Treadwell

President Labor Negotiator I
Seattle Police Officers” Guild City of Seattle




MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS' GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City") and the Seattle
Police Officers’ Guild ("Guild”), mutually agree to the following terms and conditions for the
implementation of a pilot alternative work schedule for those bargaining unit members assigned
to decentralized detective unit numbers 616, 627, 658, and 665:

1. Prior to implementation of the pilot alternative work schedule, all of the bargaining unit

members (Detectives and Sergeants) assigned to decentralized detective unit numbers
616, 627, 658, and 665 must sign the attached form indicating their agreement to its
terms and to the alternative work schedule.

The alternative work schedule shall be the 9/80-work schedule with every other Friday
off,

Mondays shall not be approved as the “flex” day for inclusion in a three-day weekend.

An equal number of detectives shall be scheduled to be off on each Friday, with the goal
of maintaining fifty percent staffing on Fridays.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Deparlment, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequale coverage has been maintained, that
overtime has not increased, and that clearance rates for similar crimes remain the same
as those in comparable jurisdictions.

The alternative work schedule may be extended by mutual written agreement of the
parties.

Signed this ¥ day of ~47uv ¢4 2006

SEATTLE POLICE OFFICERS' GUILD THE CITY OF SEATTLE
2 r/ .“J’M ' —
2 !-;‘ o - = E‘——-;-o-
Pl T By S -
Kevin Haistings Mike Fields

President Labor Relations



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS’ GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City") and the Sealtle
Police Officers’ Guild (“Guild"), mutually agree to the following terms and conditions for the
implementation of a pilot alternative work schedule for those bargaining unit members assigned
. to the Traffic Collision Investigation Unit:

1.

Prior to implementation of the pilot alternative work schedule, all of the bargaining unit

" members (Detectives and Sergeants) assigned to the Traffic Collision Investigation Unit

must sign the altached form indicating their agreement to its terms and to the alternative
work schedule.

. The alternative work schedule shall be the 9/80-work schedule with every other Monday

off.

An equal number of detectives shall be scheduled to be off on each Monday, with the
goal of maintaining fifty percent staffing on Mondays.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
fhe alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that

overtime has not increased, and that productivity and performance have been
maintained.

The alternative work schedule may be extended by mutual written agreement of the
parties.

Signed this _& day of . " d.2un 2z, 2006

SEATTLE PC}ICE OFFICERS' GUILD THE CITY OF SEATTLE

/
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.«/ s R RN - 3 e T
e A Bl g
Kevin Haistings Mike Fields

President Labor Relations



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS' GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City”) and the Sealtle
Palice Officers’ Guild ("Guild"), mutually agree lo the following terms and conditions for the

implementation of a pilot altemative work schedule for those bargaining unit members assigned
to the Evidence Unit:

1.

5.

Prior to implementation of the pilot alternative work schedule, the bargaining unit
members assigned to the Evidence Unit must sign the attached form indicating their
agreement fo its terms and 1o the alternative work schedule.

The alternative work schedule shall be the 9/80-work schedule with every other Friday
off.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that

overtime has not Increased, and that productivity and performance have been
maintained.

The alternative work schedule may be extended by mutual written agreement of the
parties.

W "
Signed this 27 day of £ ebreery 2006

SEATTLE POLICE OFFICERS' GUILD THE CITY OF SEATTLE

. _l‘
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Kevin Haistings Mike Flelds
President Labor Relations



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS' GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City") and the Seatfle
Police Officers’ Guild (“Guild"), mutually agree to the following terms and conditions for the

implementation of a-pilot alternative work schedule for those bargaining unit members assigned
fo the Media Unit:

, 4

5.

Prior to implementation of the pilot alternative work schedule, the bargaining unit
members assigned to the Media Unit must sign the altached form indicating their
agreement to its terms and to the alternative work schedule.

The alternative work schedule shall be the 9/80-work schedule with the flex day off
being determined so that adequate coverage is maintained.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Depariment, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequale coverage has been maintained, that

-overtime has not increased, and that productivity and performance have been

maintained,

The alternative work schedule may be extended by mutual written agreement of the
parties.

Signed this Z 7 day of chyine 7 2006

s

SEATTLE POLICE OFFICERS’ GUILD THE CITY OF SEATTLE
/
i ‘ gy
I e ui ol —
F Vi '/ o L — e
S R R
* Kevin Haistings Mike Fields

President Labor Relations



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS' GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City") and the Seattle
Police Officers’ Guild (“Guild"), mutually agree to the following terms and conditions for the
implementation of a pilot alternative work schedule for those bargaining unit members assigned
to the Operattonal Preparedness Unit 340:

1.

5.

Prior to implementation of the p}lot alternative work schedule, the bargalnmg unit
members assigned to the Unit must sign the attached form indicating their agreement to
its terms and to the alternative work schedule.

The alternative work schedule shall be the 9/80-work schedule with the flex day off
being determined so that adequate coverage is maintained.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that
overtime has not increased, and that productmty and performance have been
malntamed

The salternative work schedule may be extended by mutual written.agréement of the
parties.

Signed this /£ day of e / 2006
* SEATTLE POLICE OFFICERS' GUILD THE CITY OF SEATTLE

(el LH, /,% .

Rich O'Neill Mike Fields
President Labor Relations



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS’ GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City”) and the Seattle
Police Officers’ Guild (“Guild”), mutually agree to the following terms and conditions for the

implementation of a pilot alternative work schedule for those bargaining unit members assigned
to the Crime Analysis Unit 166:

1.

Prior to implementation of the pilot alternative work schedule, the bargaining unit
members assigned to the Unit must sign the attached form indicating their agreement to
its terms and to the alternative work schedule.

The alternative work schedule shall be the 9/80-work schedule with the flex day off
being determined so that adequate coverage is maintained.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an assessment of coverage enhancements and overtime
expended and of .unit productivity and performance before and after implementation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that

overtime has not increased, and that productivity and performance have been
maintained.

The alternative work schedule may be extended by mutual written agreement of the
parties.

Signed this & _day of _ T e+ < 2006
SEATTLE POLICE OFFICERS' GUILD - THE CITY OF SEATTLE

,,’?/

'///;

A

Rich O'Neill Mike Fields .
President Labor Relations
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MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
and
THE SEATTLE POLICE OFFICERS’ GUILD

arties to this Memorandum of Agreement, the City of Seattle (“City") and the Sealttle
Officers’ Guild (“Guild"), mutually agree to the following terms and conditions for the

implementation of a pilot alternative work schedule for those bargaining unit members assigned

to the

1.

5.

Auto Theft Unit 783:

Prior to implementation of the pilot alternative work schedule, the bargaining unit
members assigned to the Unit must sign the attached form indicating their agreement to
its terms and to the alternative work schedule.

The alternative work schedule shall be the 9/80-work schedule with the flex day off
being determined so that adequate coverage is maintained.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior fo the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
‘the altemative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that
overtime has not increased, and that productivity and performance have been
maintained.

The alternative work schedule may be extended by mutual written agreement of the
parties. :

Signed this _j@_day of T eme , 2006

SEATTLE POLICE OFFICERS' GUILD THE CITY OF SEATTLE
TP T -

st gd £ - '4.’_1: ’;_x;'f’ e T

Rich O'Neill ' Mike Fields

President ' ‘ Labor Relations



MEMORANDUM OF AGREEMENT -
by and between
THE CITY OF SEATTLE
. and
THE SEATTLE POLICE OFFICERS' GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City") and the Seatlle
Police Officers’ Guild (“Guild™), mutually agree to the following terms and conditions for the
implementation of a pilot alternative work schedule for those bargalmng unit members assigned
to the Fraud, Forgery and Financial Exploﬂatlon Unit 782:

1.

Prior to implementation of the pilot alternative work .schedule, the bargaining unit
members assigned to the Unit must sign the attached form indicating their agreement to
its terms and to the alternative work schedule. '

The alternative work schedule shall be the 9/80-work schedule with the flex day off
being determined so that adequate coverage is maintained.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implerhentation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that
overtime has not increased, and that productivity and performance have been
maintained.

The alternative work schedule may be extended by mutual written agreement of the
parties.

Signed this _J_day of 2 “»€__ 2006

SEATTLE POLICE OFFICERS' GUILD THE CITY OF SEATTLE

.
g p-\./,
S “_.4-*
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e st

Rich O’Nesll : Mike Fields
President Labor Relations



MEMORANDUM OF AGREEMENT
by and between
THE CITY OF SEATTLE
~ and
THE SEATTLE POLICE OFFICERS’ GUILD

The parties to this Memorandum of Agreement, the City of Seattle (“City") and the Seattle
Police Officers’ Guild (“Guild"), mutually agree to the following terms and conditions for the

implementation of a pilot alternative work schedule for those bargalnmg unit members assigned
to the Harbor Unit 632:

i

Prior to implementation of the pilot alternative work schedu!e the bargaining unit

members assigned to the Unit must sign the attached form indicating their agreement to
its terms and to the alternative work schedule.

The alternative work schedule shall be two 24-hour workdays in an elght-day cycle.

Over the period of a year each employee on the schedule will accrue 102 hours of
delayed furlough time.

Each employee will attend the annual four day mandatory training class (Street Skills or
CAD/RMS). The class will be scheduled over two of the employee's regularly scheduled
24-hour workday shifts. On those days, the employee will attend the 9-hour training
sessions and will be excused for the balance of the shift. The employee will then report
for the additional two 9-hour training sessions on his/her regularly scheduled furlough
days, without further compensation. No overtime will be allowed for attending the four
day mandatory training class. Other mandatory or discretionary training that employees
wish fo attend will be scheduled, whenever possible, during the employees’ regularly

'scheduled workday, and employees will be expected to report to work at the Harbor

Station for that portion of their normal shift not spént in training or in travel to and from
the training site.

The alternative work schedule shall be a pilot with a duration not to exceed twelve
months from the date this Memorandum of Agreement is signed. During the pilot
period, upon providing thirty (30) days written notice to the other party, either party may

discontinue this alternative work schedule and employees will revert to their former
schedule.

Prior to the expiration of the pilot, an evaluation of the pilot shall be conducted by the
Department, including an' assessment of coverage enhancements and overtime
expended and of unit productivity and performance before and after implementation of
the alternative work schedule. Continuation of the alternative work schedule shall be
dependent upon a determination that adequate coverage has been maintained, that

overtime has not increased, and that productivity and performance have been
maintained.



Memorandum of Agreement
Seattle Police Officers’ Guild

Page 2
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6. The elternatwe—wesk schedule-may be extended by mutual written agreement of the
parties.

7. The execution of this Meﬁorandum of Agreement shall have no impact on Guild

bargaining unit work or on existing Memorandums of Agreement or Memorandums of
Understanding, unless expressly provided herein.

Signed this Zfday of UL 2006 0¢ 2

SEATTLE POLICE OFFICERS' GUILD THE CITY OF SEATTLE
L AL //// i

~Rich O'Neill Mike Fields

President

Labor Relations



MEMORANDUM OF AGREEMENT
By and between
THE CITY OF SEATTLE
And
THE SEATTLE POLICE OFFICERS® GUILD

This Memorandum of Agreement reflects the understanding of the City of Seattls,
hereinafter “City” and the Seattle Police Officer’s Guild, heteinafter the “Guild,”
regarding Saturday coverage by the Proactive Narcotics squads.

It is agreed that in regards to staffing of the Proactive Narcotics squads Friday and
Saturday coverage is essential. Therefore, it is agreed that the work schedule for these
units will be a 9/80 schedule unless another alternative is mutually agreed to by both

parties. The agreed to schedule will ensure that at least one squad is workmg each Friday
and Saturday.

e
Dated this { 7 day of égﬂ«;/, 2008

Seattle Police Officer’s. Guild City of Seattle
_,-—7 l
R1ch O'Neill - Mike Fields '

Seattle Police Officer’s Guﬂd President Labor Negotiator



Memorandum of Agreement
Pilot Project for an Alternate Schedule for
East Precinct Anti-Crime Team (ACT)
Recitals:

This agreement is by and between the Seattle Police Officers’ Guild (the Guild) and the City of
Seattle (the City) (collectively “the Parties”),

Currently, the Seattle Police Department’s East Precinct Anti-Crime Team (ACT) works a patrol
schedule of four days on and two days off, The East ACT has proposed an alternate schedule
aimed at increasing consistency in staffing on Friday and Saturday nights, enhancing coverage
between watches, and reducing overtime,

Agreem‘ ent;

Accordingly, consistent with Article 5.3 o. the Parties’ collective bargaining agreement, the
Guild and the City agree as follows:

1. The City will adjust the work days and schedule of the East ACT from a patrol schedule
of four days on and two days off to a schedule of four days on and three days off.

2. The City will assign the four working days to be Wednesday, Thursday, Friday and

Saturday of each week, with a standard [0-hour work day from 1800-0400 hours.

This Memorandum of Agreement shall not change the existing duties of the East Act.

4. The duration of this alternate schedule for East ACT, as expressed herein, shall not
exceed ninety consecutive days, which shall begin on the first date that the alternate
schedule begins.

5. The Guild and the City will review the pilot project, no later than fourteen calendar days
prior to the expiration of the ninety-day time period, and may agree at that time to extend
the duration of the pilot project or implement the schedule permanently.

6. This Agreement, is non-precedential.

7. This Agreement does not alter the Parties’ collective bargaining agreement.

] / / 2
P
7 e P o
& ﬂl_ L e ﬁ/;f/'ﬁ_f.&m

ilan Smifl;, President

L

}c;ﬁifér,ééhubé@abor Negotiator, City of Seattle
Seattle Police Officers’ Guild R Wi / /9
o257 Date
Date H’:‘:?:-'"“i"’:ﬁ .
Michael Fields o

SPD Human Resources Director
Fewe (], 2045
Date



SETTLEMENT AGREEMENT

THIS SETTLEMENT AGREEMENT ("Agreement") is entered into by and between the
City of Seattle, Washington ("City") and the Seattle Police Officers’ Guild representing Police
Officers and Sergeants (“Union”).

WHEREAS, on July 30, 2021, the Union filed an unfair labor practice (“ULP”) complaint
in Public Employment Relations Commission (“PERC”) Case No. 134364-U-21 alleging
skimming in the Office of Police Accountability (“OPA™); and

WHEREAS, the parties have participated in PERC mediation in an effort to resolve the
ULP to focus their resources on serving the public and away from internal disputes;

NOW, THEREFORE, in consideration of the mutual covenants, promises and conditions
set forth herein, it is voluntarily agreed by and between the City and the Union as follows:

1. Appendix D Section 3 of the current collective bargaining agreement (“CBA”) between
the City and the Union contains provisions applicable to the scope of work to be performed
by civilian administrative personnel in the OPA as follows:

It is agreed that while OPA civilian administrative personnel will not conduct
investigations or intake duties, they will have responsibility for providing
routine administrative support to the Investigators. Examples of duties that
are considered administrative support are creating the IA-Pro file, adding
documents to the file as directed by Investigators, and preparing routine
response communications for Investigators such as a file closing letter.
Examples of duties that are considered intake, and not administrative support,
are conducting interviews, analyzing video, determining relevancy,
determining policy violations, and drafting any non-routine communications.

The City acknowledges that Appendix D Section 3 represents the status quo unless changed
through the collective bargaining process.

2. Appendix D Section 1 of the CBA states:

Unless otherwise agreed, at any time after the date of signing, the City may
replace up to two (2) sworn investigator positions (Sergeant positions
currently filled by Sergeants or Acting Sergeants) with up to two (2) civilian
investigators.

The City and the Union acknowledge that the current status quo includes two (2)
civilian OPA investigators. All OPA investigators, including sworn investigators,
report to civilian investigative supervisors.



The City acknowledges that the actions of any civilian in OPA, with the exception of the
two “Civilian Investigators”, that occurred between January 30, 2021 and July 30, 2021
(“Time Period”) or that occurred in any OPA case where the Union received the case file
during the Time Period shall not establish a past practice. The actions of those civilians
during the Time Period will not be used by the City as evidence of a past practice in any
future case.

The Union hereby withdraws the ULP in PERC Case No. 134364-U-21 and releases the
City and its current, former, and future employees, representatives, and agents from any
and all appeals, grievances, actions, and claims related to the withdrawn ULP.

This Agreement represents the settlement of a disputed claim and does not constitute an
admission of wrongdoing or liability by any party. Each party expressly reserves all rights;
this Agreement is not intended to constitute a waiver of any right. This Agreement shall
not be used or cited by any party as precedent in any future dispute or grievance except a
claim arising out of a party’s alleged failure to perform its obligations under this
Agreement. Each party is responsible for its own attorney’s fees.

This constitutes the entire Agreement between the parties regarding the subject matter herein
and all parties acknowledge that there are no side agreements, written, oral, or otherwise. No
modification to this Agreement is valid unless in writing and signed by the parties.

The venue for any action to enforce this Agreement shall be through the grievance process
provided in the applicable collective bargaining agreement between the City and the Union.

This Agreement is effective when signed by both parties.

=

CITY OF SEATTLE SEATTLE,PQFICE OFFICERS GUILD
/ /-..-.// /' /

Strath Van Eyk Miﬁe{é’él

-
-

Director of Labor Relations SPOG President

Date:

9/22/2022 Date: I~23-2 2




SETTLEMENT AGREEMENT

THIS SETTLEMENT AGREEMENT ("Agreement") is entered into by and between the
City of Seattle, Washington ("City") and the Seattle Police Officers’ Guild representing Police
Officers and Sergeants (“Union™).

WHEREAS, on July 26, 2021, the Union filed an unfair labor practice (“ULP") complaint
in Public Employment Relations Commission (“PERC”) Case No. 134350-U-21 alleging refusal
to bargain related to the release of certain City information; and

WHEREAS, the parties have participated in PERC mediation in an effort to resolve the
ULP to focus their resources on serving the public and away from internal disputes;

NOW, THEREFORE, in consideration of the mutual covenants, promises and conditions
set forth herein, it is voluntarily agreed by and between the City and the Union as follows:

1. The City agrees to remove and discontinue maintaining the following dataset located on
the  following  webpage: htips://data.seattle.gov/Public-Safety/Office-of-Police-
Accountability-Complaints/99yi-dthu (“Dataset™).

2. If the City determines that it wants to launch a new comparable public-facing dashboard
(*Dashboard™), the City shall provide the Union with at least 45 days notice and will meet
with the Union to discuss the Union’s concerns prior to launching the Dashboard. This is
not a waiver of any mandatory subject of bargaining if any future Dashboard contains
mandatory subjects.

3. The Union hereby withdraws the ULP in PERC Case No. 134350-U-21 and releases the
City and its current, former, and future employees, representatives, and agents from any
and all appeals, grievances, actions, and claims related to the withdrawn ULP.

4. This Agreement represents the settlement of a disputed claim and does not constitute an
admission of wrongdoing or liability by any party. Each party expressly reserves all rights;
this Agreement is not intended to constitute a waiver of any right. This Agreement shall
not be used or cited by any party as precedent in any future dispute or grievance except a
claim arising out of a party’s alleged failure to perform its obligations under this
Agreement. Each party is responsible for its own attorney’s fees.

5. This constitutes the entire Agreement between the parties regarding the subject matter herein
and all parties acknowledge that there are no side agreements, written, oral, or otherwise. No

modification to this Agreement is valid unless in writing and signed by the/parties.

6. The venue for any action to enforce this Agreement shall be through the grievance process
provided in the applicable collective bargaining agreement between the City and the Union.

7. This Agreement is effective when signed by both parties.



CITY OF SEATTLE SEATT JACE-OFFICERS GUILD

n Van Eyk
Director of Labor Relations SPOG Pre51dent

Date: 9/22/2022 Date: 7 'Z(; -2




SETTLEMENT AGREEMENT BETWEEN
CITY OF SEATTLE/SEATTLE POLICE DEPARTMENT
AND
SEATTLE POLICE OFFICERS' GUILD

The City of Seattle and the Seattle Police Department (collectively, the “City”") and the
Seattle Police Officers’ Guild (the “Guild”) enter this settlement agreement for purposes
of resolving the Guild's unfair labor practice complaint pending under Public Employment
Relations Commission ("PERC") Case No. 138133-U-24 (the “Complaint”).

WHEREAS, the Guild filed the Complaint against the City, dated January 4, 2024, alleging
violations of RCW Chapter 41.56 involving Seattle Police Department (“SPD") skimming
of Media/Public Affairs Unit sergeants work;

WHEREAS PERC issued a Preliminary Ruling on the Complaint on or around February
1, 2024,

WHEREAS, recognizing the mutual benefits of a potential negotiated resolution to the
Complaint, the parties participated in mediation conducted by PERC regarding the
Complaint on June 4, 2024,

WHEREAS, at the mediation, the parties successfully negotiated a mutually agreeable
resolution to the Complaint, as detailed herein;

NOW, THEREFORE, the parties agree as follows:

1. The City agreed to remove the Lieutenant position from the Media/Public Affairs
Unit.

2. The Lieutenant who was assigned to the Media Unit/Public Affairs has been
transferred out of the Media/Public Affairs assignment..

3. The Media/Public Affairs Unit Sergeant position may be temporarily filled with a
temporary assignment (an assignment of 60 days or less) of a Sergeant while the
Department posts the position.

4. The City agreed it would post for a Media/Public Affairs Unit Sergeant. The City
did post the Media/Public Affairs Unit Sergeant position on June 13, 2024.

5. The City will fill the Media/Public Affairs Unit Sergeant position with a permanently
assigned hard striped Sergeant.

6. Any actions taken by the Lieutenant in performing Media Unit/Public work that had
traditionally been performed by a sergeant shall not establish a practice and shall
have no precedential effect.



7. Upon execution of this agreement by both parties, the Guild will notify PERC of the
executed settlement agreement and withdraw its Complaint.

8. This is the entire agreement between the parties. Any prior understanding, written
or oral, shall be deemed merged with its provisions. This agreement shall be
amended only in writing with the express consent of the parties.

Dated this2- (o day of August 2024.

CITY OF SEATTLE SEATTLE P CERS’ GUILD

//ﬂ—umﬁk_—“—\-ﬁ

4
1 7
Sue Rahr Mike éoljn/

Interim Chief of Police President



Memorandum of Agreement
By and Between
The City of Seattle
And

The Seattle Police Officers’ Guild

WHEREAS the Seattle Police Department continues to experience low staffing, and the parties would like
to explore alternatives for Special Events staffing during this time of low staffing. As such the parties are
extending and modifying the prior pilot project for staffing Special Events.

The parties agree as follows:

1. The updated pilot project will begin on the date of signing by both parties for events occurring from
January 2, 2025, until January 2, 2026.

2. The parties will meet no later than October 1, 2025, to review the pilot project.

For the time period of the pilot, the process set forth below will be used for the events specifically
listed or described in this Agreement instead of the process set forth in Article 5.1.2, 5.1.3, and 5.2 A,
B, and C (not D or following paragraph) of the parties’ CBA. For any events not specifically covered by
this Agreement, the parties’ CBA shall apply unless the parties agree otherwise in writing, with the
exception that the process for when staff is needed that is set forth in 5.2C shall be replaced with the
process set forth in paragraph 7 of this agreement. Pride Sunday will be restricted and vacation
requests for that day will follow the process in this Agreement in paragraph (5)(a) below instead of
Article 9.15. Tier 1 event assignments done through the process set forth below where the notification
is made to the employee by January 24, 2025, shall be excluded from 5.1.1.

3. TIER 1 EVENTS

Event day(s)

FIFA CWC June 15" June 17, June 19%™, June 21%, June 23™,
June 25%, 2025

Pride Saturday June 28" 2025

Independence Day July 4, 2025

Capitol Hill Block Party July 18™, July 19, July 20, 2025

Torchlight July 26™, 2025

New Year’s Eve December 31°%, 2025

In order to ensure that each of the Tier 1 event days has adequate staffing without the need to restrict days
off Department wide, the following Tier 1 Event Selection Process shall be used to identify employees who
will be available to work on each of the Tier 1 days if the staffing needs are not fulfilled by volunteers. For
each of the event days listed above in the Tier 1 chart, the SPOC shall determine the anticipated staffing
needs for sergeants and officers. The total anticipated staffing needs for all the event days in the Tier 1

SPOG Special Events MOA
Page 1 of 6



chart shall be combined to determine the total combined staffing slots for sergeants and officers necessary
to cover staffing for the event days. The Department and the Guild shall work together to determine the
number of staffing slots/event days that each available Guild bargaining unit member (herein after referred
to as “employee”) shall be assigned to. There shall be one pool of officers and sergeants that are used to fill
the slots; however, some positions may only be filled by sergeants. The number of staffing slots may be

different based upon

assignments.

a. The Special Event Selection process shall be as follows:

Vi.

Vii.

viii.

Each employee shall be notified of the number of event days that they will be assigned
to.

There shall be a Survey sent out via a mutually agreed upon platform that allows
employees the opportunity to rank the event days in the order that they desire to be
placed into.

The Department and SPOG will agree on a due date for the Survey. The due date and
time shall be listed on the Survey.

Any employee who does not complete a Survey and return it to the Department by
the date and time listed on the Survey shall be placed in event days at the discretion
of the Department.

Assignments for Tier 1 events will be done primarily based on Department seniority;
however, due to some personnel only being available for a limited number of events
because of their regular work schedule, they may be assigned out of seniority order
only for those events they are available to work. For example, there are two FIFA
CWC event dates that are the only Tier 1 events that some patrol employees are
available to work due to their regular work schedule. Those employees will be placed
on those events prior to assignments by Departmental seniority.

Employees who complete the Survey will be assigned to event days in order of
departmental seniority by round. The employee with the highest Department
seniority shall be placed first to their highest ranked available event day; this process
will continue through each employee on the first round being placed to their highest
available event day until each employee who submitted a Survey has been placed to
an event.

Then the employee with the highest Department seniority shall be placed to a second
event day based on their next highest ranked available event day. This process will
continue through each employee on the second round being placed to their next
highest available event day until each employee who submitted a Survey has been
placed to an event day. This process shall continue for the number of rounds that are
determined by the number of event days each employee is assigned to.

Employees are allowed to bid for shifts on workdays so long as it does not conflict
with their regular hours. Employees may also bid for days that lead into/follow a
regular shift. Employees must have a 6-hour break either before or after the event to
bid for the event.

b. The volunteer period shall be open and employees, including those who were selected for an
event through the process set forth in paragraph (a) above, shall be permitted to volunteer to
work events listed in the Tier 1 events chart for up to 45 days before the event. After the 45
day period is over, SPOC may still permit additional volunteers at SPOC’s discretion. If there
is excess staffing for a Tier 1 event, the Department may release previously assigned Special
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Event Selection process employees from the event staffing. The releases will be based on a
rotation to equitably distribute releases throughout all employees as well as taking into
consideration seniority and previous releases.

Volunteer slots for Tier 1 events will be filled on a first come first serve basis, and a waiting
list shall be maintained for volunteers in case the staffing needs increase.

Employees are permitted to volunteer for Tier 1 events on work days during their regular
hours as long as they receive approval from their chain of command for vacation time (see
Article 5.4 of the CBA).

Employees will be notified by January 24, 2025, of the event days to which they have been
assigned.

The Department will not restrict time off on the listed Tier 1 events. Vacation requests will be
granted consistent with Article 9 of the CBA and the past practice of the parties. However, all
vacation requests for days that a Tier 1 event occurs on are subject to SPOC review for the
sole purpose of ensuring that the employee is not already assigned to a Tier 1 event on that
day.

SPOC shall issue its final orders (draft orders) for Tier 1 events at least 72 hours prior to the
event, and such order shall designate volunteers.

Exemptions, Transfers, And New Employees Related To Tier 1 Events

i. Employees on the Undercover Exemption List maintained by SPOC shall be exempt
from the above Tier 1 Selection process. However, SPOC may determine that an
employee on the Undercover Exemption List may still be used at a Tier 1 event day in
a way that still protects the employee. In such cases, SPOC will notify the Guild of its
intent to assign such an employee. Because the employee on the Undercover
Exemption List was not part of the assignment process based on seniority, SPOC will
work with the employee to accommodate schedule conflicts. Employees on the
Undercover Exemption List shall not be assigned more events than those individuals
in the selection process in paragraph 4. If an employee on the Undercover Exemption
List transfers to a unit that is included in the Tier 1 Selection process, then the
employee shall be assigned to a prorated number of event slots. SPOC will work with
the employee to select events based on the employee’s choice, where there are
available slots.

ii. Employees assigned to Arson/Bomb Squad, CRG, Intel (Investigative Support), SPOC,
SWAT, Traffic Section and Harbor will not be included in the Tier 1 selection process;
however, they may volunteer for assignments at the Tier 1 events through their unit
assignments or SPOC. If SPOC, in working with Arson/Bomb Squad, CRG, Intel
(Investigative Support), SPOC, SWAT, Traffic Section or Harbor identifies a need for
employees from one of those units due to the particular unit skills and the need is not
fulfilled by volunteers from that unit, then employees from that unit where the need
exists may be drafted to that particularized assighment. Employees who are part of
the Seattle Center Event Cadre Team, who are identified as such by the Sergeant of
the Seattle Center, shall not be included in the Tier 1 Selection process; however, they
may volunteer for assignments at the Tier 1 events. Employees on the Executive
Protection Team will not be a part of the Tier 1 selection or volunteer process.

iii. If an employee in Arson/Bomb Squad, CRG, Intel (Investigative Support), SPOC, SWAT,
Traffic, and Harbor voluntarily transfers to a unit that is included in the Tier 1 Selection
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process, then the employee shall be assigned to prorated number of events. SPOC
will work with the employee to select events based upon the employee’s choice,
where there are available events.

iv. For employees who are initially assigned fewer or additional slots based on their
assignment and who later voluntarily transfer to a unit with a different number of
assigned events, SPOC, when able, will work with the employees to adjust the
assignments based upon the employee’s choice.

v. If an employee’s regular work assignment changes after the Tier 1 Selection Process
and such change conflicts with previously assigned Tier 1 events, SPOC shall work with
the employee to move them to a different Tier 1 event day(s).

vi. Employees who are on extended leave at the time of the Tier 1 Selection Process shall
not be included in the Tier 1 Selection process. At the time of their return from
extended leave, the employee shall be assigned to a prorated number of event days.

vii. Employees who become Phase 3 employees after the Special Event Selection: SPOC
will work with Phase 3 employees to select events based upon the employees’ choice,
where there are available events.

viii. Employees who are assigned events and later go out on extended leave shall inform
their Sergeant of the events they will miss when practicable. Sergeants will relay this
information to SPOC. If an employee uses email to notify their Sergeant, it is
recommended, but not required, that they CC SPOC via this email address:
spdevents@seattle.gov.

ix. If an employee is not able to appear for their Tier 1 Selection process assignment,
except as directed by the Department, and the employee is not in a HR unavailable or
limited duty status, SPOC will contact that employee and work with them to select a
substitute assignment where SPOC identifies there is a need.

4. Pride Sunday
The following day is currently restricted for time off: Pride Sunday, June 29'.

a.

A vacation request for this day will not be granted without approval from SPOC. Requests
should still be turned in by January 31st, 2025; however, the response to these requests will
not be within 14 days. SPOC will calculate how many exemptions for the restricted day of June
29th that it will be able to grant. It is anticipated that the exemptions will be processed by
March 1, 2025; if this is not possible due to circumstances outside of the control of the
Department, SPOC shall notify the Guild and provide a new anticipated date.

The volunteer period shall be open, and employees shall be permitted to volunteer to work
Pride Sunday for up to 45 days before the event. After the 45-day period is over, SPOC may
still permit additional volunteers at SPOC's discretion.

SPOC shall issue its final orders (draft orders) for at least 72 hours prior to the event, and such
order shall designate volunteers.

Employees on the Undercover Exemption List maintained by SPOC may still be used at Pride
Sunday in a way that still protects the employee.

Executive Protection is exempt from Pride Sunday at the order of the Chief of Police, and such
exemptions shall not count toward the exemptions in paragraph (5)(a) above.

5. Seahawks Tier

a.

Upon the release of the Seahawks schedule, SPOC will begin the Special Event Selection
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Process for all games in the schedule consistent with the process in this Seahawks Tier
section.
i. Notice of Seahawks event assignments will be provided by July 15.

b. The Department and the Guild shall work together to determine the number of staffing slots
that each available employee shall be assigned to. The Guild and SPOC will work together to
determine the appropriate distribution of slots based upon employee assignments.

c. The Survey and assignment by rounds process described in Tier 1 shall be followed for the
Seahawks Tier.

d. Employees are allowed to bid for shifts on workdays so long as it does not conflict with their
regular hours. Employees may also bid for days that lead into/follow a regular shift. Employees
must have a 6-hour break either before or after the event to bid for the event.

e. Employees shall be permitted to volunteer to work Seahawks Tier events up to 7 days
before the event. If there is excess staffing for a Seahawks Tier event, the Department may
release previously assigned employees from the event staffing. The releases will be based on
a rotation to equitably distribute releases throughout all employees as well as taking into
consideration seniority and previous releases.

f. The Department will not restrict time off for Seahawks Tier events. Vacation requests will be
granted consistent with Article 9 of the CBA and the past practice of the parties.

g. 5.2 D of the CBA and the paragraph below 5.2 D of the CBA shall apply to Seahawks Tier
events.

6. Employees may swap assignments. Employees must inform SPOC of swaps. Each employee is still
responsible for their original assignment until both employees confirm the swap and SPOC
acknowledges the swap.

7. Over the duration of this MOA, the parties may jointly make any necessary adjustments as issues
arise. In the unanticipated event that this MOA results in an unsafe level of staffing, as determined
by SPOC, for an event and the parties are unable to reach a timely alternate solution, the
Department may draft employees per #8 below.

8. For the duration of this agreement, any drafting needed for special events that fall outside of a
Tier 1 event, Pride Sunday, or Seahawks, or where additional staffing is needed for a special event
including Tier 1, Pride Sunday or Seahawks, drafting will not follow 5.1.2 and instead will be done
on a Department seniority only basis (not just non-patrol). Where possible, three non-patrol will
be drafted for every two patrol. The Department will provide SPOG notice when it is not possible
to draft three non patrol for every two patrol. Notice will be provided before the special order is
sent. Drafting will be on a rotation basis to ensure an equitable division of drafting, starting with
the least seniority in each non-patrol and patrol and working upward separately in non-patrol and
patrol before starting again with the least seniority.

9. This Agreement does not alter 5.1.1 of the parties' CBA. An employee may be assigned to work on
more than one (1) day in excess of the normal work week through the Tier 1 Selection process and
that assignment shall not be treated as over his/her objection for purposes of 5.1.1.

10. This Agreement and all the practices set forth are non-precedent setting.
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11. The practices set forth in this Agreement are not intended to change any historical work
jurisdiction and as such may not be used as evidence of a past practice.

12. In the following narrow, specific circumstances, the City or the event provider may contract with
a third-party Uniformed Police Officer (UPO) provider to fill officer assignments in the
traffic/event plan:

a. For smaller community-based events, events that have historically been handled at the
precinct level, or Husky games if:
i. SPOG members had at least two weeks to volunteer, and:
e There are insufficient volunteers, then,

e If the event assignments can be safely divided between SPD and
UPOs, the event will be divided and as many SPD employees who
volunteered as logistically possible will be used, and UPOs may be

used for all the other assignments of that event.
e If the event assignments cannot be safely divided between SPD and
UPOs, then UPOs may be used for all the assignments of that event.

b. For events where the staffing needs exceed SPD’s capacity, for example due to an exceptional
number of events in a short period of time, e.g. June 14™-25% due to Club Word Cup, SPD may
request from SPOG the ability to use UPOs if there are insufficient volunteers after SPOG
members have had two weeks to volunteer. If SPOG agrees to the request, it shall be
documented in writing.

Signed this 27th day of January, 2025

For the City: For the Guild:
pW@%/ Mﬁ’ﬂ/ Mike Solan
Danielle Malcolm Mike Solan
Labor Negotiator, City of Seattle President, Seattle Police Officers’ Guild
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Agreement
By and Between
the City of Seattle
and
The Seattle Police Officers’ Guild
And

The Seattle Police Management Association

The Seattle Police Officers’ Guild (“Guild”), the Seattle Police Management Association
(“Association”), and the City of Seattle (“City”) enter into this Agreement regarding Retiree
Medical Trust (RMT) payroll deductions.

A.

RMT SPOG and SPMA MOU
Page 1 of 4

Participation. The Guild will establish participation in a retiree medical plan
administered by the PORAC Retiree Medical Trust (‘RMT”), and the cost of
establishing and joining the RMT shall be at no cost to the City. The City is not

a party to the RMT, aside from transferring funds, and has no obligations for

the management, regulatory compliance, benefit payments, or performance
of the RMT.

Mandatory Employee Deductions. The City, the Guild, and the Association

agree that the City will make the following mandatory pre-tax deductions from

each employee’s pay pursuant to the terms below:

Beginning with the paycheck on August 22, 2025, the City agrees to
deduct from each employee’s paycheck that includes the first day in
the month fifty dollars (550) per month and will transfer said amount
to Seattle Police Officers Guild Benefit Trust. The transfer of such
money shall occur no more than three business days after the
paycheck date.

Beginning with the paycheck in August 2026 that includes August 1,
2026, the City agrees to increase the deduction from fifty dollars per
month to one hundred dollars per month.

The City will not make the deduction if the employee’s applicable
paycheck is less than the deduction amount. The City will
retroactively collect the deduction(s) except when an employee
returns from unpaid leave.
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Indemnification. The City has no responsibility for the tax or other

consequences of any contributions to the RMT or to SPOG’s Benefit Trust made
by or on behalf of any employee. The Guild represents and warrants that the
RMT, the Medical Expense Reimbursement Plan for the PORAC Retiree Medical
Trust, and SPOG’s Benefit Trust (and any contributions thereunder) comply in
form and operation with all applicable laws, including without limitation the
Internal Revenue Code and the Employee Retirement Income Security Act. The
Guild and the Association agree to hold harmless, defend, and indemnify the
City and all of its employees and agents, for all taxes, penalties, costs and
expenses (including attorney’s fees), and damages of any other kind resulting
from or arising in connection with participation by Guild or Association
members in the Plan, the RMT, or SPOG’s Benefit Trust except for damages
solely and directly caused by the City’s failure to deduct or transfer funds due
to its willful misconduct.

Reporting information. The City agrees to provide the following reporting

information:

i.  The City shall continue to provide a monthly report containing the
following demographic information: Social Security Number,
Employee Identification Number, first name, last name, middle
initial, mailing address, birth dates, gender, and sworn dates, for all
participating employees. The City shall send the Demographic
Information Report under this Section within 15 days of the end of
each month. The Guild shall keep this report confidential to the
extent required or permitted by law.

ii.  Regular Contribution Report. The City shall provide to the Guild a
Regular Contribution Report with each transfer of contributions to
the SPOG Benefit Trust. This Regular Contribution Report shall be
provided to the Guild within five (5) days of each transfer of
contribution funds, unless the City requests more time. In all
circumstances the Report must be provided prior to the last day of
the month in which the transfer occurred. The report shall Identify
the first name, last name, middle initial, employee identification
number, and deduction amount for each employee for whom the
City made paycheck deductions for that pay period. The Guild shall
keep this report confidential to the extent required or permitted by
law.
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Exclusive purpose of Payroll Deductions Transferred to SPOG Benefit Trust. The
monthly payroll deductions transferred by the City to the SPOG Benefit Trust
shall be used by the SPOG Benefit Trust for the sole purpose of funding the

RMT, to be used only to pay for retiree health insurance premiums or other
health care expenses as allowed by law under the terms of the RMT. The Guild
and the Association understand and agree they are prohibited from using or
diverting these payroll deductions for any other purpose. No employee shall
have the option or entitlement to receive their monthly RMT payroll
deductions in cash instead of transferred to the RMT.

Separate Trust. The Guild and the Association understand and agree the

purpose of the RMT shall be to provide for retiree health care expense
reimbursement benefits. The RMT shall be and remain separate and apart
from any City health insurance funding program.

The employee contributions to the RMT will not affect the treatment of those
dollars for any other purposes. Without limitation, amounts contributed to the
RMT will be treated as income, wages, and/or compensation to the extent
required under the Internal Revenue Code or other applicable law or as
provided under the terms of any other benefit plans and arrangements
sponsored or contributed to by the City.

Disputes. Any disputes of this Agreement shall be subject to the grievance
procedure set forth in the Parties’ Collective Bargaining Agreement (“CBA”).

This Agreement may be amended only by mutual agreement of the Parties.
The Guild affirms that a valid vote of their membership was conducted for the
deductions outlined in this agreement. The Association affirms that a valid vote
of their membership was conducted for the deductions outlined in this
agreement. The City will attach this agreement to any future Collective
Bargaining Agreement that covers the years that this agreement is in effect.



Signed this 5th day of August 2025.

For the City: For the Guild:

Danielle Malcolm (Aug 5, 2025 16:16:25 PDT) MicKael Solan (Aug 5, 2025 16:20:48 PDT)
Danielle Malcolm Mike Solan

Labor Negotiator, City of Seattle President, Seattle Police Officers’ Guild

For the Association:

James Britt (Aug 5, 2025 16:48:27 PDT)

Jim Britt
President, Seattle Police Management Association
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Agreement
By and Between
the City of Seattle
and

The Seattle Police Officers’ Guild

The Seattle Police Officers’ Guild (“Guild”) and the City of Seattle (“City”) enter into this
agreement regarding implementation of the 2025 MOA covering Retiree Medical Trust payroll
deductions and the 2023 MOU covering the Dual Dispatch Pilot.

The Gu

1.

SPOG RMT
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ild and the City agree as follows:

The City will implement the 2025 MOA covering Retiree Medical Trust payroll deductions
starting with the August 22 paycheck.

SPOG will not file a grievance, will withdraw any grievances that may have been filed, and
will otherwise not allege a violation of the 2023 MOU covering the Dual Dispatch Pilot
(which limits fulltime employees to 24, not including administrative personnel) on the
basis of the City having up to 6 Community Crisis Responder Supervisors (CCR supervisors)
in addition to 24 Community Crisis Responders (CCRs) in the CARE department as long as
the CCR supervisors do not perform field work without CCRs present. Field work is defined
as providing services to a community member(s) outside of a City of Seattle facility in
response to a 911 call or an observed need for assistance (i.e., an on-view).

SPOG will withdraw the step 2 grievance 2025-0020 related to the March 31% incident at
Westlake and the step 1 grievance related to the March 13™ incident on 22 Ave S.

SPOG will not allege any violations of the Dual Dispatch MOU occurring before April 15,
2025.

This Agreement represents a settlement of disputed claims and does not constitute an
admission of wrongdoing or liability by any party. This Agreement shall not be used or
cited by any party as precedent in any future dispute or grievance except a claim arising
out of a party’s alleged failure to perform its obligations under this Agreement.

Disputes over the interpretation, application, or enforceability of the provisions of this
Agreement shall be subject to the grievance procedure set forth In the Collective
Bargaining Agreement.

and Dual Dispatch Pilot MOU



Signed August 5, 2025

For the City: For the Guild:

> ALY

Danielle Malcolm (Aug 5, 2025 16:02:18 PDT) Micha®l Solan (Aug 5, 2025 19:02:22 PDT)

Danielle Malcolm Mike Solan

Labor Negotiator, City of Seattle President, Seattle Police Officers’ Guild
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SETTLEMENT AGREEMENT

This Settlement Agreement is entered into between the Seattle Police Ofticers’ Guild (“SPOG™ or
“the Union™) and the City of Seattle (“the City™) (collectively, “the Parties”).

RECITALS

A. On December 11, 2020, the Union filed an unfair labor practice complaint with PERC,
case number 133228-U-20, alleging the City had made unilateral changes to mandatory
subjects of bargaining by enacting Ordinance 126096 regarding chokeholds, and
Ordinance 126102 regarding crowd control weapons.

B. The Seattle Police Management Association (SPMA) had filed a similar ULP on July 27,
2020. In February 2023, PERC consolidated the two ULPs in PERC Case 136193-U-23c.

C. SPMA withdrew its ULP Complaint on September 4, 2024. PERC Case 136193-U-23¢
now concerns only SPOG’s ULP (“the ULP™).

D. In February 2025, the City Council repealed Ordinance 126102 regarding crowd control
weapons.

E. Ordinance 126096 prohibits SPD officers from using chokeholds in the discharge of their
duties, including neck restraints and carotid restraints.

F. The Parties have since bargained SPD Policy 8.200(2), which says, “Sworn employees
are prohibited from using neck and carotid restraints in all circumstances (RCW
10.116.020), except to protect their life or the life of another person from an imminent
threat (RCW 10.120.020(4)). This prohibition includes any action that involves kneeling
on a subject’s neck.” To date, SPOG has not filed any unfair labor practice regarding the
bargaining or issuance of SPD Policy 8.200(2).

G. Without admitting liability or waiving or conceding their respective positions, the Parties
now desire to enter into this Settlement Agreement in order to fully settle and resolve the

ULP.
AGREEMENT
The Parties agree as follows:
A. Ordinance 126102 provided for a delayed implementation of its provisions and

required the City’s Labor Relations staftf to work with the City’s labor partners on the
implementation. The City never implemented Ordinance 126102.

B. The City repealed Ordinance 126102 regarding crowd control weapons.
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. The Parties agree Ordinance 126096 regarding chokeholds stated a proposed change to
the SPD’s policy at the time, which allowed for the use of chokeholds to prevent death
or serious injury to the officer or others.

D. The Parties agree that Section 4 of Ordinance 126096 expressed an intent that the City’s
labor negotiators would bargain to the extent legally required with SPOG and SPMA
in implementing the Ordinance’s prohibition on chokeholds.

E. The Guild raised to the City safety concerns over the potential prohibition of the use of
chokeholds to prevent death or serious injury to the officer or others.

E. SPD Policy 8.200(2) is the product of the Parties” bargaining. SPD Policy 8.200(2)
reflects the current status quo. It is consistent with state law (RCW 10.120.020(4)) in
recognizing a life-saving exception to the prohibition on using chokeholds.

G. The Parties agree that to date, Ordinance 126096’s total prohibition on chokeholds,
including neck and carotid restraints, has never been implemented.

H. Unless there is a lawful change to SPD Policy 8.200(2) or a relevant amendment to
state law that preempts SPD policy, any implementation of Ordinance 126096 shall
include an exemption where the chokehold is used by an employee to protect their own
life or the life of another person from an imminent threat, as currently provided in SPD
Policy and RCW 10.120.020(4).

L The City agrees it will not rely on Ordinance 126096 in the future to justify unilateral
implementation of a total prohibition on chokeholds with no life-saving exception. Nor
will the City argue in any forum that SPOG’s agreement here to dismiss PERC Case
136193-U-23¢ evidences SPOG’s acquiescence to a future prohibition on chokeholds
with no life-saving exception.

i The Parties agree that any future change to SPD Policy 8.200(2) would require
bargaining, though the extent of bargaining required would depend on the proposed
change.

K. SPOG reasserts and preserves its position that any future change to SPD Policy

8.200(2) would impact officer safety and would therefore be a mandatory subject of
bargaining, and any future unilateral change to SPD Policy 8.200(2) by the City would
constitute an unfair labor practice.

L. The City agrees to notify SPOG in advance of any proposed or contemplated change
to SPD Policy 8.200(2), and to bargain the change with SPOG to the extent it is legally
required to do so.

M. No later than seven calendar days after the signature by both parties on this Settlement
Agreement, SPOG will dismiss the ULP by taking all necessary actions and issuing all
necessary written communications to effectuate such dismissal. In the meantime, until
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this Settlement Agreement is fully executed by both Parties, the Parties will request
that PERC Case 136193-U-23c be stayed, and the Parties agree to take all reasonable
and necessary steps to stay the proceedings.

N. This Agreement is non-precedent setting and is entered into by the Parties to resolve a
specific dispute. This Agreement will not be used for any purpose other than the
implementation and enforcement of the terms and conditions herein.

[ This Agreement does not alter the collective bargaining agreement of the Parties.

B, This Agreement constitutes the entire agreement between the Parties and no oral
statement shall add to or supersede any Agreement term.

Q. The Parties agree that this Agreement fully and completely resolves PERC Case
136193-U-23c.

[N WITNESS WHEREOF, the Parties hereto have executed this Agreement by having their
authorized representatives affix their signatures below.

CITY OF SEATTLE

e L Branes

By; Shon F. Barnes {Sep 15, 2025 11:24:46 PDT)
Chief Shon Barnes
Chief of Police
Seattle Police Department

 09/15/2025

Date

F D
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i 7
Union res?/ﬁ/
il
Date: 7/ /7 ZS
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SETTLEMENT AGREEMENT

This Settlement Agreement is entered into between the Seattle Police Officers” Guild (“SPOG™ or
“the Union™) and the Seattle Police Department (“the Department™) (collectively, “the Parties”).

RECITALS

A. On July 24, 2024, the Union filed an unfair labor practice complaint with PERC, case
number 139387-U-24, alleging the Department had made unilateral changes to City
practices on overtime and leave (“the ULP™).

B. The Department denied the allegations. The Department asserts it did not make
unilateral changes. Rather, it reiterated established practices on overtime and leave.

. The Parties mediated the matter with PERC in April and May 2025.

B, Without admitting liability or waiving or conceding their respective positions, the
Parties now desire to enter into this Settlement Agreement to fully settle and resolve
the ULP.

AGREEMENT

The Parties agree as follows:

A. The Department agrees to withdraw SPD_HRadmin’s January 26, 2024, email which
was attached as Exhibit B to the Union’s complaint. The past practice of the Parties
regarding the issues addressed in the January 26, 2024 email shall be as it existed prior
to the January 26, 2024 email, unless the Parties have agreed in writing to adopt
different practices.

B. The Parties agree the Department will withdraw the email by issuing another email to
the same recipients--SPD_Sergeants, SPD_Lieutenants, and SPD_Chiefs—with
courtesy copy to Mike Solan. stating the following:

This is to notify you that after SPD_HRadmin sent the attached email on
January 26, 2024, SPOG filed an unfair labor practice against the
Department. The parties mediated the matter, and ultimately the
Department agreed to retract the attached email, and SPOG agreed to
dismiss the ULP. Both parties have agreed to bargain in good faith over OT
and leave issues to the extent necessary. The Department will send a revised
email after the parties conclude bargaining on these topics. In the meantime,
if you have questions about OT and leave, please contact Scott Bachler.

Until the parties complete bargaining as required below in paragraph E, any response
from Bachler from January 26, 2024 forward that attempts to implement any aspect the
January 26, 2024 email that SPOG alleged at mediation was a unilateral change does
not create a new past practice.

SPOG and Citv of Seatile 1
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C. SPOG agrees to dismiss the ULP within 3 business days after the Department provides
SPOG confirmation that it sent the email described above in paragraph B. SPOG agrees
to take all necessary actions and issue all necessary written communications to
effectuate such dismissal. In the meantime, until this Settlement Agreement is fully
executed by both Parties, the Parties will request that PERC Case 139387-U-24 be
stayed, and the Parties agree to take all reasonable and necessary steps to stay the
proceedings.

D. By entering into this Agreement, neither party concedes their position or admits any
wrongdoing regarding the OT and leave issues addressed in the 1/26/2024 email.

E. The Parties agree that promptly after the Union’s dismissal of the ULP, they will begin
bargaining in good faith over the OT and leave issues addressed in the 1/26/2024 email
to the extent bargaining is legally required. The Parties agree that at the conclusion of
bargaining, the Department will issue agreed-upon guidance to SPD_Sergeants,
SPD Lieutenants, and SPD_Chiefs outlining existing and bargained-for rules
regarding OT and leaves.

F. This Agreement is non-precedent setting and is entered into by the Parties to resolve a
specific dispute. This Agreement will not be used for any purpose other than the
implementation and enforcement of the terms and conditions herein.

G. This Agreement does not alter the collective bargaining agreement or the Parties’
established past practice.

H. This Agreement constitutes the entire agreement between the Parties and no oral
statement shall add to or supersede any Agreement term.

L The Parties agree that this Agreement fully and completely resolves PERC Case
139387-U-24.

The Parties hereto have executed this Agreement by having their authorized representatives affix
their signatures below.

CITY OF SEATTLE

By: Alyssa@ulliam (Sep 10.-2025 15:12:57 PDT) By 7 4 é /
ALYSSA PULLIAM "MIKFSQL AN —"

Acting Human Resources Director Union President

Seattle Police Department / /
09/10/2025 g
Date: 10/ Date: ?//7 ;
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MEMORANDUM OF UNDERSTANDING
By and Between
the City of Seattle
and

the Seattle Police Officers’ Guild

The Seattle Police Officers’ Guild (“Guild”) and the City of Seattle (“City”) enter into this
agreement to increase the City’s backgrounding capacity and resolve grievances related to
parking at the Seattle Police Department (“SPD”) headquarters and certain grievances related to
prior special events.

The Guild and the City agree as follows:

A. The City may utilize non-bargaining unit resources for recruiting and backgrounding
processes subject to the following:

1. SPD retains the hire/no hire decision.

2. During periods when the City is utilizing civilians for backgrounding work,
backgrounding staff will include at least seven officers and one sergeant (not
including the Polygraph unit).

3. During periods when the City is utilizing civilians for recruiting work, recruiting
staff will include at least one sergeant.

4. Oral boards and polygraphs will not be conducted by non-SPD personnel.

B. To resolve the grievances relating to parking at SPD headquarters, SPD will provide
nineteen (19) parking spots at SPD headquarters at no cost to the SPOG bargaining unit
members. The nineteen (19) spots will be allotted to the following assignments: three (3)
parking spots for the Policy Research Section, two (2) parking spots for those assigned to
the Front Desk, three (3) spots for the Force Review Unit, and eleven (11) spots for HR
assignments, which include recruiting, backgrounding, polygraph, and the HR sergeant.
For the parking spots allotted to the HR assignments, the spots will be allocated based on
HR assignment seniority, which shall be established by taking the employees unit seniority
from each of the units in HR and combining it into one seniority list.

C. Toresolve the grievances related to certain special events:

1. The City will pay the difference between double the regular rate and one and one-
half times the regular rate for hours worked to SPOG members who were drafted
and worked the following:

a. a 2021 or 2022 Seahawks game,
b. aSeptember 4, 2021, event, or
c. the MLK event on January 17, 2022.
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2. SPOG members who were drafted for and worked the MLK event on January 17,
2022, will also receive eight hours of holiday leave.

3. SPOG members who were drafted for and worked the October 7, 2021, Seahawks
game will also receive compensation equal to 10 hours of work at their regular
rate.

4. SPOG members who were drafted for and worked as bike trained officers at
November 3 and 4, 2020, protest events will receive compensation equal to one
and a half times their hours worked.

5. Rates of pay will be calculated based on the SPOG members rate of pay on the
date of the event, including any applicable retroactive wage increases from the
2021-2023 Collective Bargaining Agreement.

D. SPOG withdraws the following grievances:

1. 2022-0006—HQ Parking (Backgrounds)

2022-0008—HQ Parking (Policy Research Section)

2022-0009—HQ Parking (Morrison-Front Desk)

2024-0010—HQ Parking (FRU)

2020-0004—Special Events (Nov. 3rd and 4th, 2020)

2021-0014—Special Events (Home Seahawks Games 2021)

2021-0016—Special Events (October 7th Seahawks Game)

2022-0001—Special Events (MLK 2022)

2022-0005—Special Event (Home Seahawks Games 2022)
This Agreement is non-precedential.

F. This Agreement shall not be used for anything other than enforcement and
implementation of the terms herein.

G. This Agreement is a compromise of disputed claims. The parties do not admit any
wrongdoing and do not concede or waive their respective positions.

H. This agreement is effective from the date of signing.

O 0Nk WN

Signed this 9™ day of December, 2025.

For the City of Seattle: For Seattle Police Officers’ Guild:

Mike Solan (12/19/2025 13:25:40 PST)

Bruce A. Harrell Mike Solan
Mayor President
Danelle Malcolm

Danielle Malcolm (12/15/2025 12:10:46 PST)
Danielle Malcolm
Labor Negotiator
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