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Summary and Fiscal Note
1. Legislation Summary
Department: Seattle Department of Human Resources
Title: An ordinance relating to City employment; authorizing execution of a collective bargaining agreement between The City of Seattle and Seattle Parking Enforcement Officers’ Guild; and ratifying and confirming certain prior acts.
Background: 
This legislation authorizes the Mayor to implement a collective bargaining agreement between The City of Seattle (“City”) and the Seattle Parking Enforcement Officers’ Guild (“SPEOG”). The collective bargaining agreement is a two-year agreement on wages, benefits, hours, and other working conditions for the time period January 1, 2024 through December 31, 2025. The previous collective bargaining agreement between The City and SPEOG expired on December 31, 2023. This legislation affects approximately 94 regularly appointed Parking Enforcement Officer (PEOs) classifications in the Seattle Police Department (SPD). These employees are primarily funded by the General Fund. 
The collective bargaining agreement includes the following financial provisions:
1. A retroactive annual wage increase (AWI) of 4.5% plus an additional 1.5% retention wage adjustment for a total of 6% for 2024
2. A retroactive AWI of 4% plus an additional 1% retention wage adjustment for a total of 5% in 2025
3. A one-time $1,000 retention bonus for employees active on payroll as of June 3, 2026 
4. A new Scofflaw/Booting and Abandoned Vehicle specialty squad premium equal to 2% of the employees’ base hourly rate applied to all regular and overtime hours effective June 3, 2026 
5. A new Field Training Officer classroom trainer premium equal to 4% of the employees’ base hourly rate applied to all regular and overtime hours effective upon agreement implementation (This item is replacing the status quo compensation for those classroom trainers.) 
6. An increase in the swing shift premium from $1.00 per hour to $1.25 per hour and the graveyard shift premium from $1.50 per hour to $1.75 per hour, retroactive to the beginning of 2025
7. An increase in the footwear reimbursement from $200 per year to $350 per year, retroactive to the beginning of 2024. This is consistent with what most other unions received for the same time period. 
The 2024 and 2025 AWI are consistent with those received by most other unions in the same years. The ongoing retention wage adjustments and one-time retention bonus are designed to increase retention of current staff and future filled vacancies. Staffing numbers decreased significantly in 2020 and have not sufficiently recovered. Maintaining staffing for this unit is critical to The City’s ability to enforce parking regulations and provide support for special events. SPD exiting employee data showed that a significant portion of the non-retirement separations since 2020 have been PEOs who left for higher-paying work.
The Scofflaw/Booting and Abandoned Vehicle specialty squad premium is designed to address three issues:
1. Incentivizing PEOs to volunteer for these specialty squads, which have been understaffed. 
2. Creating a formal mechanism by which The City can fully staff the specialty squads when there are insufficient volunteers. 
3. Resolving a grievance related to their shift selection and specialty squad selection process.
The Field Training Officer Classroom Trainer premium is part of the restructuring of the PEO field training program. This premium replaces the existing status quo compensation for field trainers, a voluntary overtime-based program. The restructured program is designed to encourage PEOs to become Field Training Officer Classroom Trainers, increasing the unit’s capacity to train new hires and provide ongoing training to existing PEOs. Currently, the unit has only two Field Training Officer Classroom Trainers, which limits the training of new employees. This premium provides another mechanism to retain experienced PEOs, impart that experience to other PEOs, and promote the unit's long-term stability. 
The collective bargaining agreement also sets forth other working conditions consistent with other City union contracts settled from 2023 to 2026 that were not previously applied to this group. They include changes to vacation accrual rates based on service hours retroactive to 2025 and increased bereavement leave for future needs. 
The collective bargaining agreement includes other changes that are not expected to have a quantifiable budget impact: 
1. Juneteenth and Indigenous Peoples’ Day holidays were legislated in a Memorandum of Understanding, Ordinance 126806.
2. Updates to the Office of Police Accountability and Equal Employment Opportunity investigation procedures
3. Updates to overtime assignments 
4. Formalizing the practice of new hires receiving two personal holidays
5. Compensatory time accrual and use
6. State and City law compliance concerning: 
a. overtime and breaks
b. correcting overpayments
c. sick leave
d. workers' compensation
e. service credit
7. Redefining the compensation rule for working out-of-classification in a lower-paid classification
8. Grievance timelines
9. Shift assignments and specialty unit assignments
a. Includes withdrawal of SPEOG’s related grievance 
10. Facilitating the restructuring of the Parking Enforcement Office Field Training Officer program
11. Minor changes such as updates to capture existing practices, language clarifications, and accessibility formatting
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2. Capital Improvement Program (CIP)
Does this legislation create, fund, or amend a CIP Project? 
☐ Yes
☒ No

3. Summary of Financial Implications
Does this legislation have financial impacts to The City? 
☒ Yes
☐ No
a. Expenditure Change to General Fund
	2026 est.
	2027 est.
	2028 est.
	2029 est.
	2030 est.

	$3,213,800
	$1,374,600
	$1,374,600
	$1,374,600
	$1,374,600



	Estimated Cost Per Year
	2024
	2025
	2 Year Total
	2026 
	2027

	2024 Actuals - Baseline
	$9,242,000
	$9,242,000
	$18,484,000
	$9,242,000
	$9,242,000

	2024 - 4.5% AWI plus 1.5% Retention
	$555,000
	$555,000
	$1,110,000
	$555,000
	$555,000

	2025 - 4% AWI plus 1% Retention
	$0
	$490,000
	$490,000
	$490,000
	$490,000

	One-Time $1,000 Retention Bonus (2026)
	$0
	$0
	$0
	$90,000
	$0

	2% Scofflaw/Booting and Abandoned Vehicle Specialty Premium (Effective 2026)
	$0
	$0
	$0
	$26,000
	$52,000

	4% Field Training Officer classroom premium (Effective 2026)
	$0
	$0
	$0
	$40,000
	$79,000

	Shift Differential $0.25 Per Hour Increases (Effective 2025)
	$0
	$11,000
	$11,000
	$11,000
	$11,000

	Boot allowance $150 Increase (Effective 2024)
	$15,600
	$15,600
	$31,200
	$15,600
	$15,600

	Vacation Leave Accrual Change (Effective 2025)
	$0
	$130,000
	$130,000
	$130,000
	$130,000

	Bereavement Leave Benefit Change (Effective 2025)
	$0
	$42,000
	$42,000
	$42,000
	$42,000

	Total Annual Increment
	$570,600
	$1,243,600
	$1,814,200
	$1,399,600
	$1,374,600



One note on the above table, since positions are budgeted to departments for total expected annual costs, changes related to vacation and bereavement leave do not affect the total budget of a department. These figures represent the cost of increase vacation or bereavement usage per year under the new provision.
Actual budgetary needs for the Seattle Police Department will be confirmed by the City Budget Office. Appropriations for retroactive, current, and future payments related to this legislation will be included in the 2026 Year-End Supplemental, and the 2027 and 2028 Proposed Budget as appropriate. 
3d. Other Financial Impacts
a. Does this legislation create any other financial impacts for The City of Seattle, such as direct or indirect costs, one-time or ongoing, that aren’t mentioned above? If yes, please explain these impacts.
The Seattle Department of Human Resources and Labor Relations are not aware of other impacts not mentioned above. The City does not have other like employees that would be affected by the provisions in this agreement. 
b. If the legislation has costs that can be covered within the current budget, explain how. Does the department have extra resources in its budget to handle these costs? Or does the department need to shift resources away from other work to handle these costs?
It is not expected that this legislation will be covered with existing resources. Current, Seattle Police Department appropriations did not anticipate these expenditures in prior budget planning. Associated budgetary needs have been held in General Fund Financial Plan reserves. 
c. What financial costs or other impacts might happen if this legislation is not implemented?
Legislation is required to implement bargained-for wages and changes to union members’ working conditions. There may be other implications and legal risks if this legislation is not authorized.
d. How might this legislation affect other City departments besides the one that proposed it?
There are financial and operational impacts to Seattle Police Department where Seattle Parking Enforcement Officers’ Guild members are employed.

4. Other Impacts
a. Does this legislation require a public hearing? 
☐ Yes
☒ No
b. Does this legislation require a notice to be published in The Daily Journal of Commerce and/or The Seattle Times?
☐ Yes
☒ No
c. Does this legislation affect a piece of property?
No.
d. Race and Social Justice Initiative impacts:
1. How does this legislation affect vulnerable or historically disadvantaged communities? How did you come to this conclusion? Please consider both impacts within City government (like employees and internal programs) and in the broader community.
This collective bargaining agreement includes enhancements to pay and working conditions for union members, some of whom are BIPOC and women. 
2. Please attach any Racial Equity Toolkits or other racial equity analyses used to develop or assess this legislation.
Not applicable. 
3. What is the Language Access Plan for communicating with the public about this legislation?
Not applicable. 
e. Climate change impacts:
1. Emissions: Will this legislation significantly increase or decrease carbon emissions? Attach any studies or materials that inform your answer.
No. 
2. Resiliency: Will this legislation make Seattle more or less able to adapt to climate change? If it reduces resiliency, explain what can be done to lessen the impact.
No. 
f. If this legislation creates a new program or expands an existing one, what are the long-term, measurable goals? How will this legislation help achieve those goals? What methods will be used to track progress?
Not applicable. 
g. Does this legislation create a non-utility CIP that involves shared funding with a non-City partner or organization?
No.
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