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A G R E E M E N T 

by and between 
CITY OF BELLEVUE, WASHINGTON 

and 
BELLEVUE POLICE SUPPORT GUILD 

(Representing the Police Support Staff Employees) 
 

January 01, 2014 through December 31, 2016  
                
 
THIS AGREEMENT sets forth the entire Agreement by and between the CITY OF BELLEVUE, 
WASHINGTON, hereinafter referred to as the Employer, and the Bellevue Police Support Guild, 
hereinafter referred to as the Guild. 
 

ARTICLE 1 DEFINITIONS 
 

1.1 As used herein, the following terms shall be defined as follows: 
 
1.1.1 "Employer" shall mean the City of Bellevue, Washington. 
 
1.1.2 "Guild" shall mean the Bellevue Police Support Guild. 
 
1.1.3 "Bargaining Unit" shall mean all regular, full and part-time employees working in positions 

listed in Appendix A and as referenced by case 207-E-06-3197. 
 
1.1.4 "Employee" shall mean a regular full-time or regular part-time employee in the bargaining 

unit covered by this Agreement as defined in Section 1.1.3. 
 
1.1.4.1 “Regular, full-time” “Fully Benefited” employee shall mean an employee regularly 

scheduled to perform work in the bargaining unit for forty (40) or more hours per work 
week or assigned to work at least the minimum number of hours under the applicable 
definition of “full time” employees as provided in the shared responsibility laws or 
regulations of the Affordable Care Act as now or hereafter amended. A fully benefited 
employee assigned to work less than 40 hours a week will earn a prorated number of 
vacation and sick leave accruals, and holiday credits, which reflects the proportion his/her 
regularly scheduled work week is to a work week of 40 hours. Pro-ration is necessary to 
determine the benefits outlined in Sections 13.2, 13.4.1 – 13.4.8, 14.1, 15.1.2.  

 
1.1.4.2 “Regular, part-time” employee shall mean an employee regularly scheduled to perform 

work in the bargaining unit for at least twenty-two and one-half (22.5) hours, but less than 
forty (40) hours per week.  Regular, part-time employees shall receive a pro-ration of 
vacation, sick leave accruals, and holiday credits, determined by dividing the employee’s 
regular weekly work schedule (hours) by 40 hours.  Pro-ration is necessary to determine 
the benefits outlined in Sections 13.2, 13.4.1 – 13.4.8, 14.1, 15.1.2.  “Regular, part-time” 
may also include any approved job-share employees (two employees sharing 1 approved 
budget position, 50/50) pursuant to the current City policy permitting job-share 
employees. This definition shall no longer apply to any employee other than those 
employees hired into a regular part-time status prior to 1/1/2014. All current employees 
hired into a regular part-time (or job share) status prior to 1/1/2014 shall be grandfathered 
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into the status and shall continue to receive all the benefits that apply to that status as of 
1/1/2014. Employees shall loose the grandfather status if they leave the organization or 
change status to something other than part-time (or job share). 

 
1.1.5 "Monthly Salary" shall mean the base monthly rate of pay so identified and set forth within 

Appendix A of this Agreement.  Base hourly rate shall be derived from the base monthly 
salary. 

 
1.1.5.1 “Regular Rate of Pay” shall mean the base rate, plus any applicable premiums or special 

pays earned. 
 
1.1.6 "Overtime" shall mean work in excess of the normal workday or the normal workweek.  

See Section 6.1. 
 
1.1.7 "Vacation" shall mean a scheduled workday or accumulation of scheduled workdays 

accrued pursuant to Article 14 (Vacations) and on which a regular full-time and/or regular 
part-time employee (see Section 1.1.4.2 for part-time employees) may, by 
prearrangement, continue to receive the regular rate of compensation although he/she 
does not work.  This definition shall not apply to other leaves (e.g. comp. time). 

 
1.1.8  "Promotion" shall mean reassignment of an employee to a position of greater 

responsibility and a higher pay range within a job series. 
 
1.1.9 "Transfer" shall mean reassignment of an employee to a position of the same or similar 

responsibility, same job classification and within the same pay range. 
 
1.1.10 "Job Vacancy" shall mean a position authorized in the City's budget which the appointing 

authority has chosen to fill. 
 
1.1.11 “Compensatory Time” shall mean shall mean paid time off earned by an employee 

working overtime pursuant to Section 6.1. 
 
1.1.12    “Limited Term Employee (LTE)”-  LTE’s are employees hired to serve in a position with a 

specific ending date which is anticipated to last for more than five (5) months but not more 
than three (3) consecutive years. Reference City Council Ordinance No. 6153, as signed 
March 03, 2014, defining Limited Term Employee (See Section 17.12.1). 
 

ARTICLE 2  RECOGNITION, GUILD MEMBERSHIP, & PAYROLL DEDUCTION 
 

2.1 Recognition – The Employer recognizes the Guild as the exclusive bargaining 
representative for the employees in the bargaining unit as defined in Section 1.1.3. 

 
2.2 Guild Membership – Any employee covered by this Agreement shall, within thirty-one (31) 

days following the employee's first date of employment, as a condition of employment, 
become a member of the Guild and pay the initiation fee and periodic membership dues 
uniformly levied against all Guild members; provided that any employee covered by this 
Agreement who does not wish to become or remain a member of the Guild shall, as a 
condition of employment, pay a service fee (related to collective bargaining and contract 
administration services) to the Guild which shall not be greater than an amount equivalent 
to the initiation fee and periodic dues uniformly levied against all Guild members. 
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2.3 Payroll Deduction – Upon the written authorization of any employee within the bargaining 
unit, the Employer shall deduct from the pay of such employee the monthly amount of 
dues certified by the Guild and shall transmit the same to the Secretary-Treasurer of the 
Guild.  The Guild shall hold the Employer harmless against any claims brought against 
the Employer by an employee arising out of the Employer making a good faith effort to 
comply with this Section. 

2.4 Guild Notification – Within ten (10) working days from the date of hire of an employee, the 
Employer shall forward to the Guild the name and address of the new employee.  The 
Employer shall notify the Guild of all employees leaving its employment within ten (10) 
working days thereafter.  When hiring temporary employees, the Employer shall notify the 
Guild of the name, work unit, date of hire, and anticipated duration of employment. 

ARTICLE 3   BULLETIN BOARDS AND GUILD OFFICIALS TIME-OFF 

 
3.1 Bulletin Boards – The Employer shall provide suitable bulletin board space for posting of 

notices of non-controversial nature relating to Guild business. 
 
3.2 Guild Officials Time-off – A Guild official who is an employee in the bargaining unit (Guild 

Board Officer and/or a member of the Guild’s negotiating committee) shall be granted 
time-off while conducting business vital to the employees in the bargaining unit provided:   

 

 They notify the Employer in writing at least forty-eight (48) hours prior to the 
time-off period; 

 The Employer is able to properly staff the employee's job duties during the 
time-off period; 

 The wage cost to the Employer is no greater than the cost that would have 
been incurred had the Guild official not taken time-off; and 

 Guild officials shall not transact Guild business while working on shift which 
in any way interferes with the operation or normal routine of any department. 

ARTICLE 4   NON-DISCRIMINATION 
 

4.1 The Employer and the Guild agree  that no employee  shall be unlawfully discriminated 
against by reason of membership or non-membership in the Guild, race, color, creed, 
religion, gender, age (over 40), veteran status, national origin, marital status, sexual 
orientation, gender identity, genetic information, or the presence of any sensory, physical 
or mental disability or any other legally protected class status. 

ARTICLE 5   HOURS OF WORK 
 

5.1 Work Schedule – The determination of the workday or workweek shall be established by 
the Employer.  The employee's weekly work schedule shall be the equivalent of forty (40) 
hours.  The Guild will be provided fourteen (14) days’ notice before any proposed change 
in work schedule or procedure for shift bidding and the Employer will discuss its proposal 
upon request and prior to any such change.  The fourteen (14) days’ notice will not apply 
in short-term changes caused by emergency conditions.   

 
5.2 Regular Starting Time – Each employee shall be assigned a regular starting time which 

shall not be changed without a forty-eight (48) hour notice.  In the event an employee's 
regular starting time is changed without a forty-eight (48) hour notice, the employee shall 
be compensated at the rate of one and one-half (1-1/2) times the employee’s regular rate 
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of pay for the number of hours worked outside of the employee’s previous work schedule.  
The overtime rate shall be paid for the first day worked during the changed starting time. 

 
EXAMPLE: An employee whose regular starting time is changed by two (2) hours shall 
receive the first two (2) hours at the overtime rate of pay and the remaining hours at the 
straight-time rate of pay. 

 
1.5 x 2 hours = 3 hours 
   1 x 8 hours = 8 hours 
Total Hours   = 11 hours for the first day based on a 10-hour day. 

 
5.3 Rest and Meal Breaks - The Employer shall provide each employee with a fifteen (15) 

minute rest break during the first half shift, and a second fifteen (15) minute rest break 
during the second half shift, and a one-half (1/2) hour meal break as the workload allows.  
Subject to prior approval of the supervisor, rest and meal periods may be combined, so 
long as remains consistent with this paragraph. 

 
5.4  Daylight Savings Adjustment – The Department shall pay one (1) hour of overtime to all 

employees working an extra hour during their shift due to the fall daylight savings time 
adjustment period.  Employees working during the spring daylight savings time 
adjustment period shall either take one (1) hour of vacation or compensatory time, one 
(1) hour of leave without pay or work the additional hour subject to the approval of the 
Employer to cover the reduction of their shift hours.   

ARTICLE 6   OVERTIME AND CALLBACK 

 
6.1 Overtime – "Work performed" shall be defined as all compensated time with the exception 

of sick leave, bereavement leave and compensatory time hours.  All work performed in 
excess of an employee’s regular scheduled hours in one (1) day (8 hours for employees 
on an eight/forty shift schedule and 10 hours for employees on a ten/forty shift schedule), 
or work performed in excess of forty (40) hours in one (1) week shall constitute overtime 
and shall be paid for at one and one/half (1-1/2) times the employee's regular hourly rate 
of pay.  Regular, part-time employees shall receive daily overtime for all hours worked in 
excess of the regular shift schedule of the section in which they work. (See Section 1.1.4.2 
for part-time employees) 

 
6.1.1 Double Overtime – Double overtime shall apply to mandatory overtime hours worked in 

excess of twenty (20) hours per calendar month.  
 
6.1.2 Compensatory Time – Compensatory time credit may be accumulated, in lieu of overtime 

pay, in a compensatory time bank of up to forty (40) hours maximum.  The current practice 
for the initial approval and subsequent use of compensatory time will be maintained, 
consistent with the following agreement of the parties: 

 
1. When compensatory time has been approved and placed in the scheduling book, 

it will be treated in the same manner and given the same priority as vacation; 

2. The maximum amount of compensatory time that may be carried over in any 
given calendar year will be forty (40) hours; 

3. Banked comp time as of December 31, of each year may be cashed out by the 
employee, to be paid in a lump sum, which will be based on the employee’s 
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regular hourly rate of pay as of December 31.  The employee will receive this 
additional pay on the first paycheck of the following year; 

4. In the event an employee terminates or is promoted to an exempt position, 
compensatory time accumulated in lieu of overtime pay will be paid on the 
nearest available paycheck and at the employee’s regular hourly rate of pay prior 
to the date of termination or promotion. 

5. During vacation bidding, requests for compensatory time off will be treated the 
same as vacation requests for seniority bidding purposes. 

 
The Employer retains the right to grant or deny the accrual of compensatory time, as in 
the past. 

 
6.2 Callback – Employees who are required by the employer to return to work after completion 

of the employee's regular shift or to attend meetings or mandatory training on their 
schedule day(s) off shall be compensated at the rate of one and one-half (1-1/2) times 
the employee's regular hourly rate of pay for a minimum of three (3) hours of the actual 
time worked if greater than three (3) hours.  However, if the employee's regular shift starts 
two (2) hours or less from the time the employee started work on the callback, the 
employee shall receive one and one-half (1-1/2) times the employee's regular hourly rate 
of pay for only such time as occurs before the employee's regular shift. 

 
6.3 Overtime shall be computed and based on actual time worked. 
 
6.4 The Employer shall make reasonable attempts to give preference to regular employees 

for overtime and position openings taking into account the need to have experienced 
personnel on each shift. 
 
For all other available hours, including open shifts (shifts held open for training or 
vacancies), scheduled vacations, and sick leave (40 hours or less), regular employees 
shall have first right of refusal. 

 
6.4.1 The Employer shall assign overtime work to the employee(s) best qualified for the 

overtime assignment, giving preference to seniority when relative employee performance 
is comparable. 

ARTICLE 7  NON-PYRAMIDING 

 
7.1 Premium or overtime pay shall not be duplicated or pyramided unless required by the Fair 

Labor Standards Act, in which case premium or overtime pay shall be based on the 
employee's regular rate of pay.  Compensation received by any employee for reasons 
other than work actually performed at the employee's City job assignment, including but 
not limited to sick leave, vacation leave, funeral leave, compensatory time, civil and 
military leave shall not be pyramided one with another or added to compensation for 
actual work performed during an employee's routine work schedule. 

ARTICLE 8  WORK IN HIGHER CLASSIFICATION 

 
8.1 Employees may be required to perform work in a higher classification outside the duties 

and functions of their assigned classification. In such instances, an employee who is 
assigned and pre-approved by supervisory personnel to perform essential duties  
required within a higher paying classification shall be paid at the minimum rate 
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established for such classification for all hours worked, but not less than ten percent (10%) 
of the employee's current hourly rate of pay but not more than top step of the higher 
paying classification.  The decision to assign the duties of a higher classification is within 
supervisory discretion.  An employee who is being paid in acting lead capacity shall earn 
overtime at the acting lead classification rate if working in the lead classification during 
the overtime hours. This Article shall also apply to project work pre-approved by 
supervisory personnel that involves higher classification duties and responsibilities. 

ARTICLE 9  TRIAL SERVICE PERIOD 

 
9.1 New Hires – Each employee hired to fill a vacancy in the bargaining unit shall be 

considered on trial service for a period of twelve (12) calendar months.  The Employer 
shall have no responsibility to re-employ or to continue City employment of trial service 
employees.  Discharge of a new employee during any trial service period shall not be 
subject to the grievance procedure. 

 
9.2 In-Service Promotions and Transfers – Each employee who is transferred or promoted to 

another classification in the bargaining unit shall be considered on trial service in that 
classification for a period of twelve (12) calendar months.  The Employer shall not be 
required to hold the position open from which the employee was transferred or promoted.  
Re-assignment of an employee to a position previously held during trial service shall be 
at the sole discretion of the Employer.  However, the discharge of a transferred or 
promoted employee from City employment shall be subject to the grievance procedure. 

 
9.3 In-Series Promotions – If a police support specialist is promoted to a lead police support 

position and does not satisfactorily complete his/her trial service period, he/she shall be 
restored to the police support position previously held, as long as a position is available, 
unless disciplined or discharged for cause pursuant to Section 20.5 of this Agreement. 

ARTICLE  10 LAYOFF AND RECALL 

 
10.1 In case of a layoff, the employee with the shortest length of continuous service in the job 

series shall be laid-off first provided those remaining on the job have comparable 
qualifications and can provide efficient operations.  A “job series” shall be defined as a 
grouping of positions or classifications requiring similar responsibilities, knowledge, 
abilities, skills, and experience. 

 
10.1.1 In the case of recall, those employees with the longest length of continuous service in the 

bargaining unit affected shall be recalled first provided they can perform the duties 
required.  An employee on layoff must keep both the Employer and the Guild informed of 
the address and telephone number where he or she can be contacted.  When the 
Employer is unable to contact any employee who is on layoff for recall, the Guild shall be 
so notified.  If neither the Guild nor the Employer are able to contact the employee within 
five (5) working days from the time the Guild is notified, the Employer's obligation to recall 
the employee shall cease.  The Employer has no obligation to recall an employee after 
he has been on continuous layoff for a period of one (1) year.  Also, if an employee does 
not return to work when recalled, the Employer shall have no further obligation to recall 
him. 

ARTICLE 11   JOB VACANCY PROCESS 
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11.1 This Article establishes a process for the filling of regular bargaining unit vacancies.   
 
11.2 The Employer shall determine whether or not a vacancy exists.  If a vacancy exists, a 

notice to bargaining unit employees shall be posted concurrent with any outside 
announcement of the vacancy.  Employees who desire consideration for such openings 
shall notify the Employer in writing during the posting period.  

 
11.3 An open and competitive process shall be utilized.  The process may consist of written 

examination, oral interviews and/or assessment center.  Candidates will be notified as to 
the examination process and a passing score shall be established.   

 
11.4 Once the examination process is completed, the Employer will establish a list of  

candidates who achieved a passing score and notify passing candidates as to the next 
steps in the process. 

 
11.5 The Employer shall select who the Employer determines is the best qualified applicant 

from the candidate pool.  

ARTICLE 12   MONTHLY SALARIES 

 
12.1 The monthly salaries of the employees covered by this Agreement shall be as set forth 

within Appendix A to this Agreement.  Should it become necessary to establish a new job 
classification within the bargaining unit during the term of this Agreement, the Employer 
may designate a job classification title and salary for the classification.  The salary for a 
new classification within the bargaining unit shall be subject to negotiations at such time 
as the salaries for the subsequent year are negotiated or six (6) months after the 
classification is established, whichever is the earlier. 
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ARTICLE 13   HOLIDAYS AND SERVICE AWARD PROGRAM 

 
13.1 The following days shall be considered as paid holidays for all full-time employees 

covered by this Agreement: 
 

New Year’s Day (8 hours) 1st day of January 
Martin Luther King, Jr’s Birthday (8 hours) 3rd Monday of January 
President’s Day (8 hours) 3rd Monday of February 
Memorial Day (8 hours) Last Monday of May 
Independence Day (8 hours) 4th of July 
Labor Day (8 hours) 1st Monday of September 
Veteran’s Day (8 hours) 11th day of November 
Thanksgiving Day (8 hours) 4th Thursday of November 
Day after Thanksgiving Day (8 hours) 4th Friday of November 
Christmas Day (8 hours) 25th of December 
Two (2 – 8 hours) Floating Holidays  

 
 
13.2 An employee may choose to work any of the following five (5) named holidays:  Martin 

Luther King Jr., Presidents, Memorial, Veterans, and the day after Thanksgiving and may 
bank the eight (8) hours of holiday time for use at another time during the calendar year. 
If an employee elects to work any of the above identified holidays the employer may 
require the employee to take the day off as a holiday if the employer can articulate a 
legitimate operational concern. Article 5.1 does not apply to the application of this holiday 
provision.  

 
13.2.1 If the employer requires an employee to work on New Year’s Day, Independence Day, 

Labor Day, Thanksgiving Day, or Christmas Day, the employee shall receive eight (8) 
hours holiday time added to their bank, and shall be paid at one and one-half (1-1/2) times 
the employee's regular hourly rate of pay for each hour worked on the holiday.  Any 
overtime hours worked on one of these holidays shall be paid at one and one-half times 
this holiday pay rate of one and one-half (1.5 times 1.5 or 2.25 times the employee’s 
regular hourly rate of pay). 

 
13.3 Any holiday leave accrued but not used by the end of the calendar year, to a maximum 

of forty (40) hours, may be carried over to the next calendar year. Holiday leave in excess 
of forty (40) hours as of December of each calendar year may be cashed out by the 
employee at their regular rate of pay. Holiday time off shall be approved/assigned by the 
Employer. 

 
13.4 A "Service Award Program" providing for additional personal holidays shall be 

implemented as follows: 
 
13.4.1 Upon completion of five (5) years of service, an employee shall receive a letter of 

appreciation from his department head, a certificate of service signed by the City Manager 
and the Mayor, and one (1) additional vacation day (8 hours).  

 
13.4.2 Upon completion of ten (10) years of service, an employee shall receive a letter of 

appreciation from the City Manager, a certificate of service signed by the City Manager 
and the Mayor, a cash bonus of one hundred dollars ($100.00) and two (2) additional 
vacation days (16 hours). 
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13.4.3 Upon completion of fifteen (15) years of service, an employee shall receive a letter of 

appreciation from the City Manager, a certificate of service signed by the City Manager 
and the Mayor, a cash bonus of one hundred fifty dollars ($150.00) and two (2) additional 
vacation days (16 hours). 

 
13.4.4 Upon completion of twenty (20) years of service, an employee shall receive a letter of 

appreciation from the City Manager and the Mayor, a certificate of service signed by the 
City Manager and the Mayor and presented at a regular City Council meeting, a cash 
bonus of two hundred dollars ($200.00) and two (2) additional vacation days (16 hours). 

 
13.4.5 Upon completion of twenty-five (25) years of service, an employee shall receive a letter 

of appreciation from the City Manager and the Mayor, a certificate of service signed by 
the City Manager and the Mayor and presented at a regular City Council meeting, a cash 
bonus of two hundred fifty dollars ($250.00) and two (2) additional vacation days (16 
hours). 

 
13.4.6 Upon completion of thirty (30) years of service, an employee shall receive a letter of 

appreciation from the City Manager and the Mayor, a plaque of service signed by the City 
Manager the Mayor and the Council members and presented at a regular City Council 
meeting, a cash bonus of three hundred dollars ($300.00) and two (2) additional vacation 
days (16 hours). 

 
13.4.7 The afore-referenced vacation days shall be single occurrences to be honored in 

accordance with City policy.  
 
13.4.8 The afore-referenced cash bonuses and vacation days shall be adjusted in accordance 

with City policy as it applies to other City employees. 

ARTICLE 14   VACATIONS 

 
14.1 Each regular, full-time employee shall individually accrue annually a vacation on the 

following basis in accordance with his accumulated continuous service (part-time 
employees see Section 1.1.4.2): 

 

Years of Continuous Service 
Scheduled Working Hours 

Vacation 
1 96 
2 96 
3 96 
4 96 
5 120 
6 120 
7 120 
8 120 
9 120 

10 152 
11 152 
12 152 
13 152 
14 152 
15 176 
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Years of Continuous Service 
Scheduled Working Hours 

Vacation 
16 176 
17 176 
18 176 
19 176 

20 years and beyond 200 
 
14.2 An employee hired on or before the fifteenth (15th) day of any month shall accrue vacation 

leave from the first day of that month.  An employee hired on or after the sixteenth (16th) 
day of any month shall accrue vacation from the first day of the next month following. 

 
14.3 Time off requests shall be made in writing by December 15th or earlier at the Employer's 

discretion.  Time-off requests are to indicate the employee's primary and secondary 
choices for time off.  Each employee is allowed two (2) choices (one (1) choice for 
Records employees) in each category.  Primary choices for time off will be given by 
seniority.  Once all primary choices have been reviewed and approved/denied according 
to staffing limits, secondary choices will be made according to seniority and 
approved/denied according to staffing limits.  Time off requests received after the closing 
date shall be given priority on a first come first serve basis and shall be submitted to a 
supervisor fifteen (15) calendar days prior to the actual date to be taken off.  All vacation 
requests (primary, secondary, or other vacations) shall be approved or denied within thirty 
(30) calendar days of the request(s). 

 
14.3.1 It is understood that such approval shall not preclude subsequent management 

cancellation if unanticipated staffing vacancies should require.  If approved time off is 
canceled by the Employer to fill an anticipated staffing vacancy and the Employer gives 
less than five (5) calendar days’ notice, the employee shall be paid time and one half (1-
1/2) for any hours the employee is required to work on his/her normal work day that was 
previously scheduled as a day off. 

 
14.3.2 If an employee becomes seriously ill or injured while on vacation, the employee may 

utilize earned sick leave rather than vacation leave while recuperating from such injury or 
illness.  Use of sick leave under such circumstances is permitted only when an employee 
has notified the Employer at the earliest opportunity as to the time the illness or injury was 
incurred.  If the illness or injury does not require medical treatment, the employee shall 
remain on vacation leave. 

 
14.4 An employee may carry over a maximum of one (1) year of accrued vacation leave plus 

forty (40) hours into any successive year.  Therefore, an employee may take a maximum 
of two (2) vacation leaves consecutively plus forty (40) hours.  Vacation time accumulated 
in excess of the maximum limit shall be forfeited unless specifically authorized in advance 
by the City Manager in writing. 

 
14.5 Upon the effective date of the termination of an employee's employment, such employee 

shall thereupon cease to be an employee of the Employer.  Such employee shall 
thereupon be entitled to a sum of money equal to his former regular compensation for 
any earned vacation leave time which has not been used or forfeited for failure to timely 
claim. 
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ARTICLE 15   SICK LEAVE AND OTHER LEAVES  

 
15.1 Sick Leave – Sick leave shall be available to employees after they have worked for a 

minimum of three (3) consecutive calendar months from their most recent date of hire. 
 
15.1.1 Sick leave must first be earned as a result of completed service with the Employer. 
 
15.1.2 Full-time employees shall accrue sick leave at the rate of eight (8) hours for each 

completed calendar month of service.  Part-time employees accrue sick leave on a pro-
rated basis (see Section 1.1.4.2). 

 
15.1.3 Sick leave may accumulate until claimed and used up to a maximum of one thousand 

four hundred forty (1,440) hours. 
 
15.1.4 In monitoring the use of sick leave the Employer may require proof of illness or injury, as 

may be required under FMLA and FCA following three (3) or more consecutive scheduled 
work days of absence, or upon reasonable suspicion of sick leave abuse. 

 
15.1.5 Sick leave may be supplemented by fully accrued and unused vacation leave time at the 

employee's option when all sick leave hours have been exhausted.  Such supplementary 
hours will be considered as sick leave hours and shall not be considered “hours worked” 
for overtime purposes. 

 
15.1.6 Approved grounds for sick leave include: 

a) The Employee’s own illness, injury or disability (including disability due to 
pregnancy or childbirth); 

b) The need to care for a child under eighteen (18) years of age (or an adult 
child incapable of self-care) with a health condition requiring treatment or 
supervision; 

c) The need to care for the Employee’s spouse, parent, parent in-law or 
grandparent with a serious health condition or emergency condition; 

d) Medical or dental appointments for the Employee or a dependent child, 
provided that an Employee must make reasonable efforts to schedule such 
appointments at times when they will not interfere with scheduled work 
days. 

 
Any employee who anticipates the need for paid and/or unpaid maternity or paternity 
leave is required to notify the employee's supervisor at least thirty (30) days prior to the 
expected start of the leave so that suitable arrangements for temporary replacement staff 
can be made, unless otherwise agreed between the Employer and the employee. 

 
15.1.6.1 The Washington Family Care Act allows an employee to use any or all of the employee’s 

choice of sick leave or other paid time off for illness, vacation, and personal holiday that 
is provided for under the terms of this agreement to care for: 

 a child of the employee with a health condition requiring supervision or 
treatment or, 

 a spouse, parent, parent-in-law, or grandparent of the employee who has a 
serious health condition or emergency condition. 
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Use of available paid time off for these reasons shall be according to the provisions of the 
Washington Family Care Act (RCW 49.12.265-295).   

 
The rights and responsibilities under the Washington Family Care Act shall be governed 
by the provisions of that law and any other state law dealing with family or medical leave.  
For administrative purposes, the terms used above shall generally be understood to mean 
the following: 

 
15.1.6.1.1 “Child” means a biological, adopted, or foster child, a stepchild, a legal and, or a child of 

a person standing in loco parentis who is a) under 18 years of age; or b) eighteen years 
of age or older and incapable of self-care because of a mental or physical disability. 

 
15.1.6.1.2 “Health Condition Requiring Treatment or Supervision” means a) any medical condition 

requiring treatment or medication that the child cannot self-administer; b) any medical or 
mental health condition which would endanger the child’s safety or recovery without the 
presence of a parent or guardian; or c) any condition warranting treatment or preventive 
health care such as physical, dental, optical or immunization services, when a parent 
must be present to authorize and when sick leave may otherwise be used for the 
employee’s preventative health care. 

 
15.1.6.1.3 “Serious Health Condition” means an illness, injury, impairment, or physical or mental 

condition that involves any period of incapacity or treatment connected with inpatient care 
(i.e., an overnight stay) in a hospital, hospice, or residential medical care facility, and any 
period of incapacity or subsequent treatment or recovery in connection with such inpatient 
care; or that involves continuing treatment by or under the supervision of a health care 
provider or a provider of health care services and which includes any period of incapacity 
(i.e., inability to work, attend school or perform other regular daily activities). 

 
15.1.6.1.4 “Emergency Condition” means a health condition that is a sudden, generally unexpected 

occurrence or set of circumstance related to one’s health demanding immediate action, 
and is typically very short term in nature. 

 
15.1.7 An employee or someone on his/her behalf shall notify the on duty supervisor of the 

reason for absence (such as personal illness, child illness) prior to the start of his/her 
regular work shift on each day of duty, whenever possible. 

 
15.1.8 In a case in which an employee shall be entitled to benefits or payments under any 

program of disability insurance furnished by the Employer, Washington State Worker's 
Compensation Act, or similar legislation of the State of Washington, or any other 
government unit, the Employer shall pay only the difference between the benefit and 
payment received under such insurance or act by such employee and his regular rate of 
compensation that he would have received from the Employer if able to work.  The 
foregoing payment or contribution by the Employer shall be limited to the period of time 
that such employee has accumulated sick leave credits as here and above specified. 

 
15.1.9 Sick leave time which is used by an employee shall be deducted from his accumulated 

sick leave time.  Accrued but unused sick leave shall have no cash value except at the 
time of normal service retirement.  At such time the employee shall be eligible to receive 
ten percent (10%) cash payment of such leave but not to exceed a maximum of one-
thousand four-hundred and forty (1,440) hours. 
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15.1.10 Employees are expected to be on the job, and on time, unless excused by their supervisor 
or department head.  Periodic review of employee's attendance records shall be made by 
each department.  Excessive absenteeism or tardiness, or use of sick leave for purposes 
other than those provided for in this Agreement shall result in disciplinary action against 
the employee. 

 
15.1.11 Wellness Incentive Bonus – Employees who use 10 hours or less of sick leave in a 

calendar year shall be granted a lump sum bonus equal to 1% of the employee’s gross 
earnings during that calendar year. 

 
15.2 Emergency Leave – An employee may use up to a total of forty (40) hours accrued sick 

leave per year in the event of serious illness in the employee's immediate family that is 
not otherwise provided coverage by the Family and Medical Leave Section 15.4.  A 
doctor’s verification may be required for Emergency Leave.  "Immediate family" shall be 
defined as the employee's parent, sister, brother, spouse, children (natural, step, 
adopted, or foster), step-parents, mother-in-law, father-in-law, grandparents, great-
grandparents, grandchildren, great-grandchildren, domestic partner and no other 
persons. 

 
15.3 Bereavement Leave – An employee may use up to a total of forty (40) hours  

administrative leave per occurrence in the event of death in the employee's immediate 
family. The hours must be used within sixty (60) days of death or longer with approval of 
the Police Chief in consultation with HR. "Immediate family" shall be the same as Section 
15.2.  

 
15.4 Family and Medical Leave – The federal Family and Medical Leave Act of 1993 (FMLA) 

allows an employee twelve (12) weeks of paid and/or unpaid leave in a twelve (12) month 
period: 

 to care for the employee's dependent child after the birth or placement for 
adoption or foster care. 

 to care for the employee's spouse, son or daughter, or parent who has a 
serious health condition. 

 for a serious health condition that makes the employee unable to perform 
his/her job. 

The rights and responsibilities under the Family and Medical Leave Act shall be governed 
by the provisions of that law and any other federal statute dealing with family or medical 
leave.  For administrative purposes, the terms used above shall generally be understood 
to mean the following: 
 

15.4.1 "Dependent child" means children of an employee through age eighteen (18) (including 
stepchildren, foster children, legally adopted children, legal ward or a child of a person 
standing in loco parentis) who are unmarried and claimed as an exemption on the 
employee's federal income tax return; adult dependent children being age nineteen (19) 
through age twenty-two (22) who are unmarried, attending full-time an educational 
institution of higher learning, and claimed as an exemption on the employee's federal 
income tax return; and incapacitated children who have a developmental disability or 
physical handicap which existed before the child reached age twenty-three (23) which is 
continuing, and which prevents the child from providing for his or her own support. 
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15.4.2 "Parent" means natural, step, adopted, foster, or an individual who stood in loco parentis 
to an employee when the employee was a son or daughter. 

 
15.4.3 "Serious health condition" means an illness, injury, impairment, or physical or mental 

condition that involves: 
 
1) inpatient care in a hospital, hospice, or residential medical care 

facility; or 
2) continuing treatment by a health care provider. 
 

15.5  Jury Leave – Each employee who is called to jury duty or as a non-party witness is 
strongly encouraged to fulfill his/her civic responsibility.  A regular employee will be 
granted leave at his/her normal rate of pay and benefits on the regular work days he/she 
is waiting at the court’s direction to be available for jury duty, is actually serving on a jury, 
or is subpoenaed as a witness arising out of the employee’s work assignment.  If the 
employee is selected to be a jury member, the employee will be released from duty for 
the period of the trial, beginning with the first day the employee was scheduled to work 
and is serving as a member of the jury.  Days during the period of summons for jury duty 
on which the employee is not required to report to the court are still subject to the 
summons and the employee is expected to report to work for assignment, unless that 
would otherwise be their regular day off.  As long as the employee is subject to the 
summons, their normal work hours on the employee’s assigned work days will be 
adjusted to 0800 – 1600 and the employee will be released from work at least 10 hours 
prior to appearance in court.  If it is the employee’s regular day off, the employee is free 
to go home.  If excused for the day prior to 1300, the employee is expected to return to 
work.  If excused for the day after 1300, they are excused from returning to work.  
Compensation received for witness fees, except mileage reimbursement, must be 
reimbursed to the employer. 

 
15.5.1 Exception: Any compensation received for jury duty, witness fees, or mileage 

reimbursement by shift workers who report for jury duty on their normal days off may be 
retained by the employee, thereby acknowledging these nominal fees as payment for 
expenses incurred. 

 
15.6 Military leave shall be granted by the Employer in accordance with applicable law 

pertaining to military leave.  
 
15.7 Domestic Violence leave shall be granted by the Employer in accordance with applicable 

law pertaining to domestic violence leave. (RCW 49.76 effective 4/1/08) 
 

15.8 Domestic Partner FMLA-Like Leave: The Family and Medical Leave Act does not cover 
employees’ domestic partners or the children of domestic partners. However, the City will 
allow employees with domestic partners FMLA-like leave according to HRPPM 10.17.1.1 
as of June 14, 2012. 
 

15.9 Continuation of Benefits: The rules applicable to the continuation of benefits shall be the 
same as those that apply under the City’s HR Policies and Procedures Manual (HRPPM 
10.25.2). 

 
15.10 Department Shared Leave: The City’s Shared Leave Policy shall apply to members of the 

bargaining unit on a Police Department-wide basis. The rules applicable to this program 
shall be the same as those that apply to the City program in the HR Policies and 
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Procedures Manual in effect upon ratification of this agreement, except that donations to 
and withdrawals from the shared leave bank will only be made by bargaining unit 
members to other employees in the Police Department. 

ARTICLE 16   HEALTH INSURANCE 

 
16.1 Health Insurance – Overall, it is the intent of the parties that health benefit coverages and 

plan design for the Employees in the bargaining unit shall be the same as for non-
represented employees of the City and that employees in the bargaining unit shall take 
part in and have an appointed representative on employee benefit advisory committees 
that may exist from time to time.  Therefore, the following agreement applies: 

 
16.1.1 The Employee shall be obligated to pay only such premium amounts as is required 

pursuant to Section 16.1.4 for the Core Bellevue Health Plan.  Unless otherwise provided, 
herein, the Employee shall pay any additional amount in premiums for any other Plan 
having a cost that exceeds the difference between the Employer’s premium contribution 
and cost for the Core Bellevue Health Plan. 

 
16.1.2 Plan Design:  For term of the contract the bargaining unit accepts the same plan design 

as the general non-represented employees, including any plan design changes; provided, 
however, the plan design shall be negotiated with the Guild pursuant to RCW 41.56 

 
16.1.3  Premium Sharing:   
 Employee monthly premium contributions for the 2014 Plan Year for the Core Bellevue 

Health Plan or Group Health Cooperative shall be as set forth in Appendix “B”. 
 
 Employee monthly premium contributions for the 2015 and 2016 Plan Years shall be as 

set forth below  
 

 
 
Plan 

Coverage Level 
Monthly 

Employee 
Contribution 

2015  
Percentage 

Premera 
Core  

Employee Only $44.96 7.22% 

Employee & Spouse/Domestic Partner $215.77 16.50% 

Employee & Children $147.17 13.13% 

Employee & Family $355.69 17.85% 

 

Plan Coverage Level 
Monthly  

Employee 
Contribution 

2015 
Percentage 

Premera 
Affordable  

Employee Only $0 0% 

Employee & Spouse/Domestic Partner $53.94 25% of Core 

Employee & Children $36.79 25% of Core 

Employee & Family $88.92 25% of Core 

  
 Employee contribution amounts for the Premera Core and Premera Affordable Plans are 

arrested and will remain constant for 2015 and 2016 only, but status quo for 2017 shall 
be the percentage contributions exactly as indicated in the column on the far right above.  
Employee percentage of the premium for Group Health medical health care cost shall be 
as follows:  
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  5.83% Employee Only 
15.08% Employee & Spouse/Domestic Partner 
11.72% Employee & Children 
16.43% Employee & Family 

 
16.2 The Employer shall retain the right to self-insure all health insurance coverages. 
 
16.2.1 The Employer will continue to involve bargaining unit representatives in education and 

training regarding health coverage issues and any options that may be under 
consideration. 

 
16.2.2 The Employer may open Article 16 of the collective bargaining agreement to negotiate 

changes to Employer provided medical and dental plans to promote cost containment or 
if the cost of the city medical plan options offered to bargaining unit members is 
anticipated to exceed federal excise tax limits as outlined in the Affordable Care Act, 
effective January 1, 2018. The Employer and the Guild agree that the status quo 
maximum premium rates for City medical plan options offered to members of the 
bargaining unit shall not exceed the current Federal Excise (Cadillac) Tax limits of 
$10,200 per employee per year and $27,500 per family per year (as well as other benefit 
tiers, respectively) as outlined in the Patient Protection and Affordable Care Act. If the 
provisions of the Patient Protection and Affordable Care Act change in anyway after the 
ratification of this agreement by both parties, either party may request to meet and bargain 
the impacts of such changes as it relates to Article 16 of the collective bargaining 
agreement. 

 
16.3 Life Insurance – The Employer shall pay one hundred percent (100%) of those premiums 

necessary to purchase life insurance coverage for each employee which shall provide for 
a beneficiary of such policy as designated by the employee and which shall have a face 
value equal to eighty percent (80%) of the employee's base annual salary to the next one 
thousand dollars ($1,000) not to exceed fifty thousand dollars ($50,000). 

ARTICLE 17   MISCELLANEOUS 

 
17.1 Maintenance of Standards – All base wages shall be maintained at not less than the 

highest standards in effect at the time of signing of this Agreement. 
 
17.2 Termination Benefits – An employee terminating his employment shall be paid in 

accordance with the wage provisions in effect at the time of the termination. 
 
17.3 Pension – The Employer and the employee shall participate in the Washington Public 

Employee's Retirement System as set forth in RCW 41.44. 
 
17.4 Uniforms – In the event uniforms are required by the Employer, the Employer shall furnish 

employees with such uniforms or equipment required in the performance of the 
employee's job.  This provision shall exclude footwear, except for positions which require 
protective safety footwear according to WISHA standards. The City will continue to 
provide footwear (standard uniform boots) for PSO’s on a fair-wear-and-tear basis) to 
maximum of $150 per calendar year. 

 
17.4.1 Employees required to wear uniforms shall be entitled to have up to four (4) uniform items 

cleaned each week by a City designated laundry service; however, the City will not be 
responsible for the laundering/cleaning of uniforms that can be washed and worn by the 
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employee ( in accordance with manufacturer instructions). Cleaning may be authorized 
at the sole discretion of the Chief or designee when items are extraordinarily soiled in the 
line of duty.  

 
17.4.2 The Employer shall replace or repair any personal items and/or clothing damaged during 

the performance of an employee's duties excluding normal wear and tear. 
 
17.5 Safety Standards – The Employer and the Guild shall cooperate in maintaining healthy 

and safe working conditions in accordance with Washington Industrial Safety and Health 
Act.  The shop steward or employee representative required or requested to attend 
department or City-wide Health and Safety meetings shall be allowed time off with pay, 
provided that no compensation shall be paid off-duty personnel who attend such 
meetings.  The Employer shall make a good faith effort to provide a clean, well-lighted 
and well-ventilated work place free from any obnoxious fumes, odors, rodents, or insects. 

 
17.5.1 Safe Driving Award – Police Support Officer's and Evidence Technicians whose job 

assignment and regular duties are in traffic and/or transport for at least nine (9) months 
and who are not involved in a preventable motor vehicle accident in a calendar year shall 
receive a one hundred dollar ($100.00) safe driving award on the following February 20th.  
Such payment shall be subject to the advance written approval of the Employer.   

 
17.6 Training – The Employer shall pay for training according to the need of the employee, 

availability of funds, and goals of department, including enrollment, books or materials 
required.  Employees required to attend training periods outside of regularly scheduled 
hours shall be compensated for training time as “hours worked”. 

 
17.6.1 Tuition Reimbursement – Employees shall be eligible to participate in the most current 

Tuition Reimbursement Program provided to general employees. 
 
17.7 Shift Exchanges – The Employer shall have the discretion of permitting shift changes.  

Advance Employer approval of employee shift exchanges is required.  Requests for shift 
exchanges shall be in writing and administered in accordance with applicable Police 
Department policies and procedures. 

 
17.8 Police Support Officer Workout Time – Employees in the classification of Police Support 

Officer shall be allowed up to one and one-half (1 ½) hours per week for work out time.  
Such time shall be subject to supervisor’s approval, workload, and scheduling needs. 

 
17.9 Parking – Parking on the Employer’s premises (City Hall) shall be provided in accordance 

with the provisions of the general parking program in effect upon date of signing of this 
collective bargaining agreement by the parties, and as subsequently amended. A copy of 
the current parking program is attached to this Agreement as Attachment “A”. An 
employee shall pay parking fees as detailed in the parking program set forth in Attachment 
“A”. However, the City and Guild agree to negotiate the impacts of a change in parking 
fees and/or the capacity for parking spaces during the term of the Agreement.  
 

17.10 Labor Management Committee – The Guild and the Employer shall form and utilize a joint 
labor management committee to discuss and make recommendations on matters of 
general concern to the employees/Employer. 

 
17.11 Benefits (other than health benefits) for Regular Part-time Employees – Regular part-time 

employees shall receive pro-rated benefits in accordance with Bellevue City policy.  
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17.12 Volunteers – The Guild agrees to the use of volunteers by the Employer to perform work 

not traditionally done by bargaining unit employees, as in the past. The Employer 
acknowledges its duty to bargain any changes to the use of volunteer personnel that 
impacts the wages, hours, or working conditions of bargaining unit members as may be 
required by Ch. 41.56 RCW.  The use of volunteer personnel to perform bargaining unit 
work shall not be precedent setting regarding the jurisdiction of the Guild as exclusive 
bargaining representative for employees performing bargaining unit work.  The Guild and 
the Employer shall meet at Guild-management meetings per Section 17.10 to review the 
status of this program. 

 
17.12.1 Limited Term Employee (LTE) Positions -The Guild acknowledges the City’s practice of 

hiring LTE’s in bargaining unit positions.  Such employees shall be members of the 
bargaining unit but shall be at-will employees and hired under the same terms and 
conditions consistent with Bellevue City Council Ordinance No.6153, as signed March 3, 
2014, Amending HR Code 3.79. 

 
17.13 Use of Supervisors - Nothing in this Agreement shall prohibit the periodic use of 

supervisors to perform functions on an as needed basis as in the past. 

ARTICLE 18   DISCHARGE, SUSPENSION, AND DISCIPLINE 

 
18.1 Excluding criminal matters, the Employer shall issue a written notice to an employee with 

a copy to the Guild when the employee is the subject of a Standards Investigation.  If the 
investigation could result in discipline involving a loss of pay, the notice shall be delivered 
within fourteen (14) days of when the investigation was authorized by the Chief of Police.  
If the investigation cannot result in discipline involving a loss of pay, the notice shall be 
delivered within seven (7) days of the start of the investigation.  The Department will be 
excused from the notification periods to the extent necessary if delivery is not physically 
possible or if notification within the timeframe may place another individual at risk of harm.  
Except as provided for in Article 9.1, the Guild shall have the right to appeal any 
discharge, suspension, or disciplinary action through the grievance procedure to 
determine whether or not the employee (excluding trial service employees) was 
disciplined, suspended or discharged for cause. 
 

18.2 When an employee is required by the Employer to attend a formal disciplinary interview, 
he/she may assert the employee’s Weingarten rights.  The Guild representative shall not 
have the right to interfere with the investigation but shall be allowed to represent the 
employee(s) as may be required under RCW 41.56.  Formal discipline shall mean written 
reprimand, suspension without pay, demotion, or discharge. 

 
18.3 Before a formal disciplinary interview conducted by the Employer, the employee shall be 

informed of the nature of the matter in sufficient detail to reasonably apprise him/her of 
the matter.  Nothing herein shall require the Employer to disclose any information that 
would compromise the investigation 

 
18.3.1 Any formal disciplinary interview of an employee shall be at a reasonable hour, preferably 

when the employee is scheduled to be on duty, unless the exigencies of the investigation 
dictate otherwise. 

 
18.3.2 Any formal disciplinary interview of an employee shall take place at the City Police 

Department, except when impractical. 
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18.3.3 The questioning shall not be overly long and the employee shall be entitled to such 

intermissions as are reasonably necessary. 
 
18.3.4  The employee shall not be subjected to any offensive language or abusive questioning, 

nor shall he/she be threatened with dismissal, transfer or other disciplinary punishment 
as a guise to attempt to obtain his/her resignation. 

 
18.3.5  The Employer shall not require any employee covered by this Agreement to take or be 

subjected to a lie detector test as a condition of continued employment. 
 
18.3.6 The Department may, and upon request will, tape record any formal disciplinary interview. 

An employee may receive, upon request, a copy of the employee’s taped/transcribed (if 
made) interview. 

 
18.3.7 Where reasonably possible, discipline shall be imposed within 60 days of the Police 

Chief’s decision. 
 
18.3.8 The parties will work in good faith in resolving issues that arise through implementation 

of this Article. 
 
18.4 In the event the Police Department (Chapter 14) Policies pertaining to disciplinary 

complaint and internal investigation procedures are proposed to be amended, the Guild 
will be notified of such proposal.  Department and Guild representatives may meet to 
discuss the amendment as required by law. 

ARTICLE 19   GRIEVANCE PROCEDURE 

 
19.1 A "Grievance" shall mean a claim or dispute filed by an employee or the Guild on behalf 

of itself and the employees it represents with respect to the interpretation or application 
of the provisions of this Agreement.  A grievance shall be filed at the lowest step at which 
there is authority to resolve the matter and it shall be processed in the following manner. 
All grievances filings and responses shall be either in hard copy or by electronic 
transmittal to the specified designee. If filed by electronic transmittal the receipt date shall 
be the date electronically sent (confirmed by a delivery receipt message) 

 
19.1.1 STEP 1 – A grievance must be presented in hard copy or electronically by delivery receipt 

in writing as a Step 1 grievance, signed and submitted to the employee's immediate 
supervisor within ten (10) calendar days of its alleged occurrence.  It is intended the 
written grievance include a statement of the issue, Section of the Agreement violated and 
remedy sought.  The employee's supervisor shall thereupon schedule a meeting with the 
Guild Business Representative and the employee, if the employee so desires, for 
purposes of attempting to resolve the grievance.  The supervisor shall issue a written 
response to the grievance within ten (10) calendar days after the grievance meeting. The 
response shall be either in hard copy or by delivery receipt of an electronic transmittal to 
the specified designee. 

 
19.1.2 STEP 2 – If the grievance is not resolved at Step 1, the grievance, in hard copy or 

electronically by delivery receipt in writing, may be presented to the appropriate 
position(s) within the chain of command with a copy to the Human Resources Director by 
a Guild Representative within ten (10) calendar days after the Guild receives the 
supervisor's answer.  The written grievance shall include a statement of the issue, Section 
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of the Agreement violated and remedy sought.  The command staff representative shall 
thereupon schedule a meeting with the Guild Representative for purposes of attempting 
to resolve the grievance.  The command staff representative shall issue a written 
response to the grievance within ten (10) calendar days after the grievance meeting. The 
response shall be either in hard copy or by delivery receipt of an electronic transmittal to 
the specified designee. 

 
19.1.3 STEP 3 – If the grievance is not resolved at Step 2, the grievance in writing in hard  copy 

or electronically by delivery receipt may be presented to the Police Chief, with a copy to 
the Human Resources Director, by a Guild Representative within ten (10) calendar days 
after the Guild receives the command staff representative's answer.  The written 
grievance shall include the statement of the issue, Section of the Agreement violated and 
remedy sought.  The Police Chief shall thereupon schedule a meeting with the Guild 
Representative for purposes of attempting to resolve the grievance.  The Police Chief 
shall issue a written response to the grievance within ten (10) calendar days after the 
grievance meeting. The response shall be either in hard copy or by delivery receipt of an 
electronic transmittal to the specified designee. 

 
19.1.4 STEP 4 – If the grievance is not resolved at Step 3, the grievance may be referred to 

arbitration by the Guild.  The demand to arbitrate shall be made in writing in hard copy or 
electronically by delivery receipt to the City Manager within fifteen (15) calendar days after 
the Guild receives the Police Chief's response.  If the Employer and the Guild are unable 
to agree upon an arbitrator within five (5) days after they first meet to determine such an 
appointee, they shall jointly request the Public Employment Relations Commission or the 
American Arbitration Association to provide a panel of five (5) arbitrators from which the 
parties may select one.  The representatives of the Employer and the Guild shall 
alternately eliminate the name of one (1) person from the list until only one (1) name 
remains.  The person whose name was not eliminated shall be the arbitrator. 

 
19.2 It shall be the function of the arbitrator to hold a hearing at which the parties may submit 

their positions concerning the grievance.  The arbitrator shall render his/her decision 
based on the interpretation and application of the provisions of the Agreement within thirty 
(30) days after such hearing.  The decision shall be final and binding upon the parties to 
the grievance provided the decision does not involve action by the Employer which is 
beyond the Employer's jurisdiction.  Each party hereto shall pay the expense of their own 
representatives and the expenses of the arbitrator shall be borne equally by the parties 
hereto. 

 
19.3 Neither the arbitrator nor any other person or persons involved in the grievance procedure 

shall have the power to negotiate new Agreements or change any of the present 
provisions of this Agreement. 

 
19.4 Time limits contained within this Article may be extended by either party with mutual 

agreement. 

ARTICLE 20   EMPLOYER RIGHTS 
 

20.1 The Guild recognizes the prerogative of the Employer to operate and manage its affairs 
in all respects in accordance with its responsibilities and the powers and authority which 
the Employer possesses. 
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20.2 The Employer has the authority to adopt rules for the operation of the department and 
conduct of its employees provided such rules are not in conflict with the provisions of this 
Agreement or with applicable law. 

 
20.3 The Employer has the right to schedule overtime work as required in a manner most 

advantageous to the Employer and consistent with the requirements of Municipal 
employment and the public interest. 

 
20.4 Every incidental duty connected with operations enumerated in job descriptions is not 

always specifically described.  Nevertheless, it is intended that all such duties shall be 
performed by the employee. 

 
20.5 The Employer reserves the right to discipline or discharge for cause.  The Employer 

reserves the right to layoff for lack of work or funds, or the occurrence of conditions 
beyond the control of the Employer or where such continuation of work would be wasteful 
or unproductive. 

 
20.6 The Employer has the right to assign work and determine duties of employees; to 

schedule hours of work; to determine the number of personnel to be assigned at any time; 
to transfer and promote employees; and to perform all other functions not limited by this 
Agreement. 

 
20.7 Nothing in this Agreement shall be construed as limiting the Employer in executing a 

decision to subcontract out work performed by employees covered by this Agreement.  
The Employer will first notify the Guild of its plans, meet with Guild representatives and 
explore alternatives with the Guild that would meet the City’s interests.  The Employer 
and the Guild will discuss the effects of any subcontracting decision upon employees 
covered by this Agreement. 
 

20.8 Nothing in this Agreement shall be construed as to prohibit the Employer from conducting 
background checks and investigations on employees, as appropriate, when returning to 
work from any leave of absence, layoff, active military service, etc.   

 
20.9 The Employer retains the right to take any interim action necessary in case of emergency, 

provided such actions shall be consistent with the City’s All Hazards Plan for Unusual 
Occurrences and Disasters and actions which are authorized under Bellevue City Code 
– Title Section 9.22. 

ARTICLE 21 PERFORMANCE OF DUTY 

 
21.1 The Employer and the Guild agree that the public interest requires the efficient and 

uninterrupted performance of all services, and to this end pledge their best efforts to avoid 
or eliminate any conduct contrary to this objective.  The Guild and/or the employees 
covered by this Agreement shall not cause or condone any work stoppage, strike, slow-
downs or other interference with Employer functions as long as the terms of this 
Agreement are in effect. 

 
21.2 A jurisdictional dispute between two (2) or more Labor organizations shall not be cause 

for any work stoppage, strike, slow-down, or other interference with Employer functions.  
The work shall continue during the process of establishing the appropriate jurisdiction and 
employees who are involved in a work stoppage, strike, slow-down or other interference 



CITY OF BELLEVUE, 
WASHINGTON 

By 
1/ 

Date 

ROVED AS TO FORM: 

ant 	ttorney 

with Employer functions by the Guild. Employees who are involved in such actions shall 
be subject to discharge. 

21.3 	A picket line, strike, slow-down, or other interference with City functions by any other Guild 
or bargaining unit shall not be cause for any work stoppage, strike, slow-down or other 
interference with Employer functions by the Guild. Employees who are involved in such 
actions shall be subject to discharge. 

ARTICLE 22 SAVINGS CLAUSE 

22.1 	If any provisions of this Agreement shall be held invalid by operation of law or by a tribunal 
of competent jurisdiction or if compliance or enforcement of any provision of this 
Agreement should be restrained by such tribunal pending a final determination as to its 
validity, the remainder of this Agreement shall not be held invalid and shall remain in full 
force and effect. In such event the parties shall meet for renegotiation of such invalid 
provision for the purpose of adequate and lawful replacement thereof. 

ARTICLE 23 DURATION 

23.1 	Unless otherwise expressly provided herein, the terms of this Agreement shall be in full 
force and effect on January 1, 2014, and shall remain in full force and effect through 
December 31, 2016. Unless otherwise mutually agreed, no additional provisions shall be 
negotiated to become effective prior to date of signing. 

23.1.1 	No retroactive application shall be made to any new or amended provisions. 

BELLEVUE POLICE SUPPORT GUILD 

By 

Date 
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APPENDIX A - Wages 

to the 

A G R E E M E N T 
by and between 

CITY OF BELLEVUE, WASHINGTON 
and 

BELLEVUE POLICE SUPPORT GUILD 
(Representing the Police Support Staff Employees) 

 
                
 
THIS APPENDIX is supplemental to the AGREEMENT by and between the CITY OF BELLEVUE, 
WASHINGTON, hereinafter referred to as the Employer, and the Bellevue Police Support Guild. 
 
A.1 Effective upon January 1, 2014, the classifications of work and the 2013 monthly rates of 

pay for employees covered by this Agreement shall reflect an across the board increase 
of 1.08% which is equal to 90% of the percentage change in the CPI-W (June 2012-2013) 
for the Seattle-Tacoma-Bremerton Area as published by the Bureau of Labor Statistics 
and in addition a market adjustment of 0.5% for Police Support Specialist, Data Quality 
Control Specialist, and Lead Data Quality Control Specialists, and a market adjustment 
of 1.0% for Evidence Technician.   

 
The job classifications covered by this Agreement are outlined below1:  
 

Effective January 1, 2014 STEP 

Classification 1 2 3 4 5 6 

Data Quality Control  Spec $3,278.13  $3,445.54  $3,617.51  $3,797.09  $3,988.84  $4,189.73  

Lead Data Quality Control 
Spec 
Police Support Specialist $3,635.74  $3,819.23  $4,010.31  $4,211.52  $4,422.86  $4,644.32  

Property Evidence Technician $3,802.17  $3,991.78  $4,189.97  $4,399.16  $4,621.81  $4,851.80  

Police Support Info/Tech Spec $3,818.25  $4,010.83  $4,211.12  $4,421.67  $4,643.79  $4,876.17  

Police Ops Support Spec 
Police Personnel Support Spec $3,908.57  $4,103.44  $4,309.48  $4,524.21  $4,751.35  $4,988.42  

Police Support Officer $3,955.80  $4,150.74  $4,358.04  $4,576.43  $4,808.41  $5,034.20  

Lead Police Support Specialist    $5,224.87 

Legal Secretary (D) $4,356.20  $4,573.17  $4,801.71  $5,041.79  $5,293.43  $5,559.19  

Police Data Analyst $4,768.63  $5,007.25  $5,257.97  $5,522.02  $5,796.98  $6,085.25  

Police Crime Analyst $5,134.27 $5,390.98 $5,660.53 $5,943.56 $6,240.73 $6,552.77 

Forensic Technician $5,409.38  $5,679.85  $5,962.61  $6,260.13  $6,574.85  $6,903.11  

 
 

                                                      
1 See Appendix A.1.3 for changes to classifications covered by this collective bargaining agreement. 
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A.1.2 Effective January 1, 2015, the 2014 wage schedule shown above in A.1 shall reflect an 

across-the-board increase of 1.98% which is equal to 90% of the percentage change in 
the CPI-W (June 2013-14) for the Seattle-Tacoma-Bremerton Area as published by the 
Bureau of Labor Statistics.   

 
Effective January 1, 2015  STEP 

Classification 1 2 3 4 5 6 

Data Quality Control  Spec $3,343.03  $3,513.76  $3,689.14  $3,872.27  $4,067.82  $4,272.68  

Lead Data Quality Control 
Spec 
Police Support Specialist $3,707.72  $3,894.85  $4,089.72  $4,294.91  $4,510.43  $4,736.28  

Property Evidence Technician $3,877.45  $4,070.82  $4,272.93  $4,486.27  $4,713.32  $4,947.87  

Police Support Info/Tech Spec $3,893.85  $4,090.24  $4,294.50  $4,509.22  $4,735.73  $4,972.71  

Police Ops Support Spec 
Police Personnel Support Spec $3,985.96  $4,184.69  $4,394.81  $4,613.79  $4,845.43  $5,087.19  

Police Support Officer $4,034.12  $4,232.93  $4,444.33  $4,667.05  $4,903.61  $5,133.88  

Lead Police Support Specialist    $5,328.32 

Legal Secretary (D) $4,442.45  $4,663.72  $4,896.78  $5,141.62  $5,398.24  $5,669.26  

Police Data Analyst $4,863.05  $5,106.39  $5,362.08  $5,631.36  $5,911.76  $6,205.73  

Police Crime Analyst $5,235.93 $5,497.72 $5,772.61 $6,061.24 $6,364.30 $6,682.51 

Forensic Technician $5,516.48  $5,792.32  $6,080.67  $6,384.08  $6,705.04  $7,039.79  

 
 

A.1.3 Effective the first day of the city payroll cycle following ratification and signature by both 
parties, the wage schedule in effect on January 1, 2015, shall be modified as follows: 

 Addition of two job classifications: 
o Police Support Senior Accounting Associate 
o Police Support Administrative Assistant 

Note: The Senior Accounting Associate and the Administrative Assistant shall not 
be eligible to receive an additional COLA for 2014 and 2015 – the incumbents have 
already received the applicable COLA of 1.08% and 1.98% for 2014 and 2015 
respectively, as non-represented employees. 

 

 Deletion of two job classifications 
o Police Ops Support Specialist 
o Legal Secretary (D)  
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The following job classifications and salaries covered by this Agreement are outlined as follows:  
 

Effective 1st day of city pay cycle 
following ratification and signing by 
both parties.  

STEP 

Classification 1 2 3 4 5 6 

Data Quality Control  Spec $3,343.03  $3,513.76  $3,689.14  $3,872.27  $4,067.82  $4,272.68  

Lead Data Quality Control 
Spec 
Police Support Specialist $3,707.72  $3,894.85  $4,089.72  $4,294.91  $4,510.43  $4,736.28  

Property Evidence Technician $3,877.45  $4,070.82  $4,272.93  $4,486.27  $4,713.32  $4,947.87  

Police Support Info/Tech Spec $3,893.85  $4,090.24  $4,294.50  $4,509.22  $4,735.73  $4,972.71  

Police Personnel Support Spec $3,985.96  $4,184.69  $4,394.81  $4,613.79  $4,845.43  $5,087.19  

Police Support Officer $4,034.12  $4,232.93  $4,444.33  $4,667.05  $4,903.61  $5,133.88  

Lead Police Support Specialist    $5,328.32 

Police Support Senior 
Accounting Associate $4,232.98  $4,444.63  $4,666.86  $4,900.20  $5,145.21  $5,402.47  

Police Support Administrative 
Assistant $4,448.34  $4,670.75  $4,904.29  $5,149.51  $5,406.98  $5,677.33  

Police Data Analyst $4,863.05  $5,106.39  $5,362.08  $5,631.36  $5,911.76  $6,205.73  

Police Crime Analyst $5,235.93 $5,497.72 $5,772.61 $6,061.24 $6,364.30 $6,682.51 

Forensic Technician $5,516.48  $5,792.32  $6,080.67  $6,384.08  $6,705.04  $7,039.79  

 
 
A.1.4 Effective January 1, 2016, the wage schedule in effect December 31, 2015, shall be 

increased  across the board equal to 90% of the percentage change in the CPI-W (June 
2014-15 ) for the Seattle-Tacoma-Bremerton Area as published by the Bureau of Labor 
Statistics.    

 
A.2 Retroactivity is only received by employees on the payroll as of the date of ratification of 

the CBA by both parties. 
 
A.3  The pay plan shall consist of 6-step ranges. 
 
A.4.1  Step Increases – The City will evaluate a new hire’s qualifications, abilities, and 

experience in the job for which the candidate applied.  For all classifications, the employee 
is ordinarily hired at Step 1 of the pay range (except as provided in Section A.4.3 herein) 
and shall be subject to an appropriate Trial Service Period. An employee who successfully 
completes the Trial Service Period shall advance to Step 2. 

 
A.4.2 Step increases are performance step increases based upon successful completion of 

twelve (12) months of service in each respective step; provided no written notification of 
unsatisfactory performance has been issued. The Employer shall strive to issue a written 
notification to the employee at the earliest possible date in order to provide adequate 
opportunity for said employee to correct his performance prior to his anniversary date and 
thereby merit the increase. 
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A.4.3 The Journey Level for the Classifications of Police Support Specialist and Data Quality 

Specialist shall be Step 4, and shall be an accelerated skill and qualification step. An 
employee hired at Step 1, 2, or 3 shall advance to Step 4 upon meeting journey level 
qualifications established for that classification.  This will also move the employee’s 
Journey Level date to 1 year from step movement.  The Guild agrees the City may hire 
experienced Police Support Specialist employees at any Step within the applicable salary 
range.  Year for year credit with substantially similar experience will be the basis for such 
placement in the applicable salary range.2 

 
A.4.4 The Guild agrees the City Manager has the discretion to pay an employee referral bonus 

to employees in the bargaining unit, separate and apart from terms and conditions of any 
labor agreement covering any bargaining unit members.  

 
A.5 Merit Step Placement Upon Changes in Classifications - If the employee is selected for a 

new position in a higher pay range, the employee shall be placed in the new pay range 
at the next higher pay step, or the minimum of the new pay range, whichever is greater.  
If the employee moves to a position in a lower pay range, the employee shall be placed 
in the closest pay rate which results in a pay increase providing the employee's pay must 
not exceed the top step of the pay range. 

 
A.6 Merit Step Date - A regular employee shall be assigned a merit step date based upon 

his/her most recent hire date as a regular employee.  This merit step date shall be used 
for determining the date of all subsequent merit step increases. 

 
A.6.1 Changes In Merit Step Date - A regular employee returning from a leave of absence 

without pay or reinstated to the same position or a position in the same class following 
layoff from employment shall have his/her merit step date extended by the same length 
of time (to the nearest whole month) as the duration of his/her leave of absence/layoff.  
This extended merit step date shall establish a new merit step date which shall be used 
for determining subsequent merit step increases. 

 
A.6.2 An employee whose status changes from a partially benefited status to fully benefited 

status establishes a new merit step date on the effective date of the status change, to the 
nearest first of the month. 

 
A.6.3 An accelerated performance step will change merit date.  See A.4.3. 
 
A.6.4 There shall be no change in an employee's annual merit step date if a step increase has 

been delayed or withheld because the employee's performance does not merit the step 
increase. 

 
A.7 Trainer Pay - An employee in the classification of Police Support Specialist, or Police 

Support Officer assigned the responsibility of training another employee or volunteer shall 
receive in addition to his/her regular hourly rate of pay an additional one dollar twenty-
seven cents ($1.27) per hour for each hour the employee is assigned trainer 
responsibilities (which includes preparation/evaluation time approved by the Employer).  
An employee who is assigned intermittent training duties shall complete time records 
indicating which hours were spent primarily in training duties.  An employee who is 
assigned a regular schedule of training duties shall be paid at the training rate for all hours 

                                                      
2 John Hill, a Data Quality Specialist, shall move to step 4 as of 1/1/2014 



By 

Date 

By 

Date  ,72 /4 (20 /5 

Assistant City Attorney 

BELLEVUE POLICE SUPPORT GUILD 

compensated during that period. Training of another employee shall be considered as 
part of a Lead Police Support Specialist duties. If a Lead Police Support Specialist is 
assigned the responsibility of training another employee they shall not receive trainer pay. 

A.8 	Lead Pay - The Lead Police Support Specialist shall be at a (112.5%) pay differential 
based upon the top step Police Support Specialist pay range. 

A.10 	Shift Differential for Certain Evening Shifts - An employee who works 4 or more hours on 
a regularly scheduled shift between 2000 and 0800 shall receive $.70 per hour shift 
differential for the entire shift. For all others, the shift differential will be paid to employees 
working extra hours for 4 or more consecutive hours, and only for those extra hours 
between 2000 and 0800 hours. (Note: Eliminate at such time as no longer applicable) 

A.11 
	

In consideration of the length of time needed to properly address classification issues, the 
following one-time payments will be made to Sheila Evans and Jean Mickschl in the 
amount of $2961.12 for Sheila and $807.72 for Jean. 
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APPENDIX B – 2014 Medical Rates 

to the 

A G R E E M E N T 
by and between 

CITY OF BELLEVUE, WASHINGTON 
and 

BELLEVUE POLICE SUPPORT GUILD 
(Representing the Police Support Staff Employees) 

                
 
B.1 2014 Premium Sharing for Premera Core and Group Health Cooperative:  

The Employer and the employee will each pay the portion of the premium they paid in the 
prior year plus share the increase in premiums, except as otherwise specified herein.  For 
the first 6.5% of premium increase, the Employer will pay 100% of the increase for 
employees and 80% of the increase for dependents.  The employee will pay 20% of the 
increase for dependents.  For premium increases in excess of 6.5%, the Employer and 
the employee will share equally any premium increase in excess of 6.5%.  Premium 
sharing is illustrated in the following tables. 

 
Premium Cost Sharing for Employees: 

 Premium Increase over Prior Year 
 0 to 6.5% Above 6.5% 

Employer:  
Pays its prior year premium 

share plus: 

 
100% of the increase up 

to 6.5% 

 
50% of the increase over 

6.5% 

Employee: 
  Pays prior year premium  

share plus: 

 
0% of the increase up to 

6.5% 

 
50% of the increase over 

6.5% 

 
Premium Cost Sharing for Dependents: 

 Premium Increase over Prior Year 
 0 to 6.5% Above 6.5% 

Employer:  
Pays its prior year premium 

share plus: 

80% of the increase up to 
6.5% 

50% of the increase over 
6.5% 

Employee:  
Pays prior year premium  

share plus: 

20% of the increase up to 
6.5% 

50% of the increase over 
6.5% 

 
  

Plan Coverage Level 
2014 Monthly 

Employee 
Contribution 

Premera 
Core  

Employee Only $61.85 

Employee & Spouse/Domestic Partner $296.77 

Employee & Children $168.64 

Employee & Family $382.20 
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Plan Coverage Level 
2014 Monthly  

Employee 
Contribution 

2014 
Percentage 

Premera 
Affordable  

Employee Only $0 n/a 

Employee & Spouse/Domestic Partner $74.20 25% of Core 

Employee & Children $42.16 25% of Core 

Employee & Family $95.55 25% of Core 

 
 

Plan 
 

Coverage Level 
Monthly 

Employee 
Contribution 

Group 
Health 

Cooperative  

Employee Only $35.57 

Employee & Spouse/Domestic Partner $193.33 

Employee & Children $107.29 

Employee & Family $250.74 
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ATTACHMENT “A” – Parking Matrix 

to the  
AGREEMENT 

by and between  
CITY OF BELLEVUE, WASHINGTON 

and 
BELLEVUE POLICE SUPPORT GUILD 

(Representing the Police Support Staff Employees) 
 

January 1, 2014 through December 31, 2016  
 

 
 

Bellevue City Hall 
Parking Matrix 

Commute Mode 

Parking Cost Per 
Month 

(includes 
9.5% sales tax) 

City Subsidy 
Days of Parking in 
Garage Per Month 

Drive Alone Park 
Free Days Per 

Month 

Drive Alone  
Monday  – Friday  
8 am – 5 pm  

$26.83     0-11 hours  
$53.66     12-22 hours  
$80.48     23-33 hours  
$107.31   34-40 hours  N / A  Daily  N / A  

Transit  N / A  ORCA Card  N / A  2 days  

Carpool (2 Person)¹  $26.83 / each  
Reduced parking rate if 2 
CH employees.  Daily  

Each carpool participant 
receives 2 days.  

Carpool (Non-City or 
Offsite Partner)  $26.83 for CH employee  Reduced parking rate.  12  N / A  

Carpool (3+ Person)  
Free parking if 3 CH 
employees  N / A  Daily  

Each carpool participant 
receives 2 days.  

Vanpool  Free for Vanpool Vehicle  $75 monthly per person*.  Daily  2 days  

VanShare  Free for VanShare Vehicle  Fee for vehicle plus gas.  Daily  2 days  

Walk  N / A  N / A  N / A  2 days  

Bicycle  N / A  
Access to assigned locker 
& showers.  N / A  2 days  

Drop-off  N / A  N / A  N / A  2 days  

Motorcycle  Free  N / A  Daily motorcycle parking.  
2 days parking for  
a full-sized vehicle.  

Daily Parking in 
Visitor Parking 
Garage  $10.95 per day  N / A  N / A  N / A  

 
¹ Carpools with participants who work part-time pay the drive alone monthly rate and must determine on their own how they 
intend to divide that cost. 
 
*Effective January 1, 2015, City subsidy for vanpool increases from $75/mo to $80/mo. 

 

 


