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AGREEMENT BY AND BETWEEN
THE CITY OF RIDGEFIELD
and
RIDGEFIELD POLICE OFFICERS’ ASSOCIATION

Effective Dates:
January 1, 2025 through December 31, 2027

THIS AGREEMENT is made by and between the CITY OF RIDGEFIELD POLICE DEPARTMENT, a
municipal corporation of the State of Washington, hereinafter referred to as the Employer, and
Ridgefield Police Officers’ Association, hereinafter referred to as the Association.

1.01

1.02

2.01

2.02

2.03

ARTICLE 1 - RECOGNITION

The Employer recognizes the Association as the exclusive bargaining unit for all full-time
employees within the following classifications:

Police Officer

Police Sergeant

A regular full time employee shall be defined as an employee who has been certified by the
Ridgefield Civil Service Commission and hired by the City to a position listed in Article 1.01. A
regular full-time employee is further defined as an employee who regularly works a full time
work schedule of a minimum of forty (40) hours per week on a continuing basis

ARTICLE 2 - MAINTENANCE OF MEMBERSHIP

RPOA will notify the Employer of its initiation fees and dues. Upon the written authorization of
an employee the Employer shall deduct from the wages of each employee initiation fees and
dues once each month and shall deliver such sums to the Association’s Secretary-Treasurer
with a list of those employees involved. The Employee shall return the authorization form to
Human Resources within 30 days of the date of hire. If any employee is not to receive a wage or
the wage is not a sum sufficient to satisfy the assignment, no collection shall be made from the
employee for said month.

An employee may revoke his or her authorization for payroll deduction of payments to RPOA by
written notice to the Employer. Every effort will be made to end the deduction effective on the
first payroll, but not later than the second payroll, after the employer’s receipt of the employee’s
written notice. The Employer will notify RPOA of the revocation.

The provisions of this Agreement shall be applied equally to all employees in the bargaining unit
without discrimination as to all protected classes, unless there is a bona fide occupational

qualification.

(a) Wherever words denoting a specific gender are used in this Agreement, they are intended
and shall be construed so as to apply equally to either gender.

(b) The Employer shall not discharge or discriminate against any employee because of their
membership in or activities on behalf of the Association.
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2.04

2.05

2.06

2.07

2.08

2.09

2.10

The Association shall hold the Employer harmless from any claims filed by any employee
arising out of the Association’s enforcement of membership provisions of this Agreement.

The members of the Association negotiation committee shall be granted leave from duty with full
pay for all meetings between the Employer and the Association for the purpose of negotiating
the terms of a contract, when such meetings take place at the time during which such members
are scheduled to be on duty. The Association negotiation team members that will be granted
leave from duty with full pay shall be limited to one individual. All other members of the
Association team will be required to use compensatory time, or vacation leave if scheduled for
duty during negotiations.

A member authorized to represent the Association shall be granted reasonable release time
from duty with full pay for the purpose of employee representation and processing grievances,
when such activities take place at a time during which such members are scheduled to be on
duty; provided, however, should any emergency arise during such activities, release time shall
be suspended until the emergency is resolved.

Duly authorized representatives of the Association may visit the work location of employees with
48 hours notice to the Employer provided that such visitation does not interfere with the
performance of duties by employees. Such representative shall limit his activities during such
visitations to matters relating to this Agreement.

The Employer shall provide space for an Association bulletin board, to be located conspicuously
at the Police Department.

Provisional or temporary employees shall not be subject to the terms of this agreement.
Further, provisional or temporary employees shall not be eligible for membership in the
Association. The City agrees to limit the use of provisional or temporary employees to only
those times when there is a vacancy in a permanent position and there is no valid civil service
new hire or lateral hiring list.

The parties recognize that efforts will be made to hold official union meetings during employees’
non-working hours or, if during working hours, during the on-duty employees’ scheduled lunch
period. If it is not possible to schedule the meeting during nonworking hours for all union
members, the following actions will be taken:

(a) The union and employer will act in good faith to agree upon a time for the meeting that best
suits both parties taking into account the City’s operational requirements.

(b) Any officer attending the meeting who is on-duty shall remain call responsive.

(c) The union must give the Chief and/or Lieutenant notice of the date, time and expected
length of any union meeting as soon as the meeting date is known.

(d) With limited flexibility, the union will assure that the meeting involves a maximum of one
hour of on-duty (non-lunch period) time.

(e) The meeting will be scheduled within City limits.

(f) Work must resume as soon as practicable after the meeting.
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3.01

3.02

(g) No maximum number of meetings is established. However, the parties understand that
there should generally be no more than one meeting per month involving an officer(s) who is
on-duty (not during a scheduled lunch period). The parties further understand that there will
need to be some flexibility with this condition during contract negotiations.

ARTICLE 3 - MANAGEMENT RIGHTS

It is understood and agreed that the Employer possesses the sole right, authority, and
responsibility to lawfully operate the agency and to command and direct the employees of the
Police Department. These authorities and responsibilities include, but are not limited to the

following:

(a) To exclusively determine and execute its mission, policies, and all standards of service
provided to the public.

(b) To plan, direct, schedule, command, and control the service operations furnished by the
members of the Employer.

(c) To recruit, hire, train, assign, transfer, test, evaluate and promote members within the
Department. (Provided that evaluations may be subject to the Grievance procedure outlined
in Article 11 only if the evaluation is used as an underlying reason for future disciplinary
action.) Additionally, if there are any adverse ratings or comments written on the evaluation,
the Association member will have seven (7) days to provide a written response to the
adverse rating or comment. The written response will be attached to the evaluation and
retained for the same period of time the evaluation is retained.

(d) To suspend, demote, discharge or take other disciplinary actions for just cause. Provided
that probationary employees are not subject to the “just cause” provisions of this Agreement.

(e) To set standards of service, including quantity and quality of work to be performed and the
responsibility to maintain the efficiency of operations.

(f) To command and direct the workforce including taking whatever actions are necessary in
emergencies in order to assure the proper functioning of the Department.

(g) To establish, publish, and enforce lawful rules and regulations which govern the routine
functions of the Employer.

(h) To determine types and usage of all authorized equipment. (Unless otherwise specified in
this Agreement.)

(i) Nothing in this Agreement shall be interpreted to detract or circumscribe the trust placed in
the City Government and the rights and obligations owed to the electorate; provided, nothing

herein shall be construed to waive the Employer’s obligation to bargain over changes in
mandatory subjects or the impacts thereof.

(i) Nothing in this Article shall be interpreted to detract or waive the rights of the Association to
bargain over changes in mandatory subjects or the impacts thereof.

Provided, the terms, conditions and practices established under this agreement regarding
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3.03

4.01

4.02

4.02

tenure and eligibility for continued employment shall remain in full force and effect regardless of
the adoption of subsequent City policies, procedures or Civil Service Rules.

Access to Personnel Files. All employees have the right to view their entire personnel files.
Employees wishing to view said file shall give the Department and City Clerk 5 calendar days
advanced notice and establishing an agreed time and place. An employee shall be permitted to
read any disciplinary material affecting his/her employment before it is placed in a personnel file.
The employee shall be allowed to rebut such statements in writing (such rebuttal will be
attached to the file copy of statement). The Employer will notify employees before any additions
of disciplinary or negative performance are made to the individual's file.

ARTICLE 4 - HOURS OF WORK AND OVERTIME

Assigned Work Shifts for Police Officers. The normal patrol work shift shall be 11 hours, with set
starting and stopping times and normal interruptions for rest periods. Work shifts shall be four
consecutive days on shift, followed by four consecutive days off shift, for an 8-day workweek.

The shift configuration shall consist of four, 11-hours shifts:
Early Day (ED): 6AM — 5PM

Late Day (LD): 8AM — 7PM

Early Grave (EG): 5PM — 4AM

Late Grave (LG): 7PM — 6AM

L

Training. In instances where there is not adequate coverage due to an officer attending training
or other duties, the procedure outlined in Article 5, Providing 24/7 Coverage, will be followed to
provide continuation of 24-hour law enforcement coverage.

Officers on this work schedule shall have an additional day of training consisting of 11 hours
that shall not be considered overtime six times per year and not more than one training day will
be scheduled in a calendar month. Management will identify mandatory training days that will
not be included in the bid process prior to the date scheduled for shift bid; for other training
dates management will attempt to schedule training days by January 1% for the upcoming year
and efforts will be made to provide thirty (30) days’ notice to the officers unless circumstances
prohibit doing so. This training day will result in officers working five consecutive days that
week, each consisting of 11 hours either preceded or followed by, three consecutive days off.

For an officer to attend training outside of normal shift bid hours, not including mandatory as
outlined in this Article, the Chief has sole discretion to approve flex time or payment of overtime
or a combination of both.

Should the need arise for the Department to change the established starting and stopping time,
the parties agree to immediately meet regarding the changes. In situations where an officer
attends training or similar work-related activity, the Chief or designate shift scheduling
supervisor, shall have the discretion to schedule rest time for the officer while still achieving the
44-hour/8-day work period without incurring overtime.

Assigned Work Shifts for Police Sergeants.
Upon promotion, sergeants will be assigned to the following shifts for training: Early Days for six
sets, with three sets on A-side and three sets on B-side.
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4.03

4.04

With four Police Sergeants, the assigned work shifts following the training period shall be:
Early Days (A and B side)
Early Graves (A and B side)

Sergeants will have the ability to flex normally scheduled work shift on a temporary basis based
on job duties. If a sergeant is required to adjust his/her work shift with less than 24 hours’ notice,
the sergeant will be entitled to overtime compensation for the hours worked outside of the
normal scheduled work shift.

Sergeants shall have mandatory training days consistent with training days for officers as
outlined in this contract.

Work Week. The parties agree to a non-standard work period under Section 7(k) of the Fair
Labor Standards Act unless specifically outlined differently in this agreement.

The work week for employees attending the Law Enforcement Academy is defined as the period
between 12:01AM Monday through 12PM midnight the following Sunday. Overtime
compensation is not determined by working beyond a regularly scheduled shift as outlined in
Article 4.07. The employees will be compensated at an overtime rate of one and one-half times
the regular hourly rate of pay for all hours worked in excess of forty (40) in the work week.

Shift Bid and Rotation Process.
(a) A new shift rotation will begin January of each year and employees will be given an
opportunity to bid for these shifts.
1. Shift bids will be made based on seniority in class beginning on the date of hire for
officers and date of promotion for sergeants.
2. Sergeants will complete their shift bid separately from and prior to the officers bid
process.
3. The Association will complete the bid process by November 20 and the following year
schedule shall be finalized and posted by November 30.
4. Officers may trade shifts assigned through this shift bidding process due to extenuating
circumstances, subject to the Employer’s approval. Shift trades may only be made upon
approval of the Chief.

(b) Employees will be eligible to bid if they have successfully completed FTO and any other
required training and are able to fill the shift on January 1. If an employee is unable to bid,
the Chief shall have full discretion to assign them to a shift when they have successfully
completed the FTO and other required training.

(c) Officers and Sergeants will remain in this shift for six (6) months. At that time, shifts shall
rotate as follows:

1. For Officers:

Early Days to Early Graves
Late Days to Late Graves
Early Graves to Early Days
Late Graves to Late Days

2. For Sergeants:
e Early Days to Early Graves
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4.05

4.06

4.07

4.08

e Early Graves to Early Days

For Officers Only: Rotations will not occur IF two officers mutually agree that they would prefer
net to rotate and all of the following occurs:
1. The officers are on the same side (A-side or B-side);
2. The lack of rotation only impacts the two officers;
3. The officers make a joint request to the Chief to remain in their shift without rotating; and
4. The Chief (or designee) provides approval.

If the Chief (or designee) does not approve the request, he/she will articulate the reason for
denying the request and the officers will rotate. The Chief retains sole discretion to approve or
deny a request.

Officers may trade shifts assigned through this shift bidding process due to extenuating
circumstances, subject to the Employer's approval.

In extenuating circumstances such as termination, employee development or training, long-term
disability or other long-term leave, the Chief may reassign an employee’s position in the
rotation.

Shift Transition. One time per year, due to the shift bid, officers may transition from A side to B
side, or vice versa. Due to the transition, some officers have been scheduled to work eight (8)
consecutive days and other officers have been scheduled to be off for eight (8) consecutive
days.

To alleviate this problem, the Department has agreed to the following:

1. The transition process will start at the first A side/B side break after the new year.

2. The officer(s) who would have been scheduled to work eight (8) consecutive days in a row,
will be given the 5" and 6" days off.

3. The officer(s) who would have been scheduled to have the eight consecutive days off, shall
be scheduled to work the 5" and 6™ days of the transition period. The officer(s) will be paid
an overtime rate of time and one-half his/her regular rate of pay for hours worked on the 5™
and 6™ days.

4. After the transition period, the officers will resume their regularly scheduled shifts as bid.

Breaks. Employees shall be afforded two 15-minute breaks and 1 hour paid meal break each
shift.

Overtime Hours. Overtime shall be compensated at the rate of one and one-half times the
regular hourly rate of pay using an assumed annual average of 2,080 hours worked for all full-
time employees. Employees will be paid at the overtime rate for all hours worked outside of a
scheduled shift. The mandatory training days outlined in Section 4.01 are scheduled shifts and
will not be considered overtime. Under no circumstance will overtime accrue for hours paid that
are not actually worked. When possible, overtime must be pre-approved.

Call-back or Call-In Pay. Call-back or Call-in pay (other than a continuation of a regular shift)
shall be for a guaranteed minimum period of two (2) hours at one and one-half times (1 %) the
regular hourly rate.
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4.09

4.10

(a) Officers shall not be assigned additional duties beyond those that occasioned the original
call in when an officer is required to appear in court either as a witness in a matter arising
from the employee’s work or as required in assisting with another employee’s case. Any
such employee shall be guaranteed two (2) hours compensation at one and one-half time (1
Y2) the regular hourly rate. Provided, the minimum call-back compensation shall apply in
instances where a subpoena is not cancelled twenty-four (24) hours prior to the scheduled
appearance.

(b) Prescheduled meetings (except Court or court related) ) with twenty-four (24) or more hours’
notice shall not be considered call-back and shall not be eligible for the call-back premium.
Prescheduled meetings with less than twenty-four (24) hours’ notice shall be considered
call-back.

Qut-of-Class Pay. Should an employee be required by the City to work out of his/her
classification in the capacity of a Supervisor for one full shift or longer, the employee shall be
paid at the rate of pay for such higher classification for all hours worked in the higher
classification. Any overtime worked in any of these capacities shall be paid at the overtime rate
of the higher classification. The employee that is assigned the higher classification position may
also be required to assume the shift assignment of the position.

An employee working out-of-class in a supervisory position will be paid the great of either:

1. The step in the supervisory salary range closest to and greater than 5% of the employee’s
then current rate of pay, not to exceed the top of the salary range, OR
2. The first step of the supervisory salary range.

Compensatory Time. Employees shall have the option to receive compensatory time off for
overtime worked, provided, however, the compensatory time earned must be used in
compliance with federal and state law. Officers may not accrue more than one hundred-twenty
(120) hours of compensatory time. Any overtime worked once an officer has accumulated one
hundred-twenty (120) hours of compensatory time will be paid directly as overtime earned.
Should the employee be unable to take compensatory time off within the time frame set forth by
federal and state law, the employee shall receive pay for all compensatory time not used.

Members may, upon 31 days’ notice to the City, “cash out” accrued but unused compensatory
time.

ARTICLE 5 - PROVIDING 24/7 COVERAGE

The parties share an interest in providing effective law enforcement services for the citizens of
Ridgefield and having a Ridgefield police officer on-duty 24/7. To do so, the procedure outlined in this
Article will be followed when an officer is unable to report for duty for his/her scheduled patrol shift for a
time period between a partial shift and up to but no longer than two sets:

5.01

When the need for coverage is two (2) hours or less:

The Chief or designee has sole discretion to determine how and whether the two hour period
will be covered. For example, the hours may be covered by flexing or extending the shift of an
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5.02

5.03

officer regularly scheduled for duty; by an officer volunteering to provide the coverage; by the
sergeant, lieutenant or chief of police providing coverage; or by another police agency.

If an officer or officers’ shifts are “flexed” and/or “extended” up to two (2) hours before or after
their shift bid hours. The hours worked outside of their shift bid hours will be compensated at the
rate of one and one-half times the regular hourly rate of pay as defined in this labor agreement

Flexing and/or extending may include assignment to 12-hour shifts. The 12-hour shifts will be
6AM to 6PM and 6PM to 6AM.

If the need for shift coverage is longer than two (2) hours:
The shift will be filled using the following procedure, in the order listed:

(a) The shift opportunity will be offered on a voluntary basis:

1. Officers will be contacted to voluntarily report for duty in the order of department
seniority, with the most senior officer being contacted first.

2. Sergeants will be contacted to voluntarily report for duty in the order of department
seniority, with the most senior sergeant being contacted first.

3. The detective will be contacted to voluntarily report for duty.
(b) If no one agrees to voluntarily report for duty, an eligible officer will be ordered to report for
duty using a rotating overtime list as outlined in section 5.03 of this article.

(c) If no officer is eligible to report for the assignment, sergeants shall be contacted and ordered
to report for duty using a rotating overtime list as outlined in section 5.03 of this article.

(d) If no officer or sergeant are eligible to be ordered to report for the assignment, a detective
may be ordered to report.

(e) If no officer or sergeant is able to cover the assignment (for officers or sergeant overtime),
the Chief has sole discretion to determine how and whether to cover the shift. For example,
by the lieutenant, chief or another police agency.

Rotating Overtime List Procedure:

(a) Creating the Lists. Two rotating overtime lists will be created in the order of seniority from
least to most senior. One list will include sergeants and the second list will be officers (not
including sergeants).

1. For the Officers list. Officers’ names will be added to the list on the date of hire. Any
officer assigned to a detective position will not be on the list.

2. Forthe Sergeants list. Sergeants’ names will be added to the list on the date of
promotion.
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(b) Maintaining the Lists. The lists will be updated following a mandated overtime assignment
as follows:

1. Any “skipped” sergeant or officer will remain in the same order on the list.
2. The name of any sergeant or officer who is ordered to and reports for an overtime shift,
regardless of length, shall be moved to the bottom of the list.

Using the list to mandate overtime assignments.

If an officer or sergeant does not have the qualifications for the overtime assignment, their name
will be skipped. For example, the officer has not yet completed FTO and is not qualified to
provide shift coverage on their own.

i The Chief, Lieutenant or Sergeant shall use the officers list
and contact the officer at the top of the list to report for duty. If the officer is called and does
not answer or is not eligible for overtime, that officer will be skipped and the next officer on
the list will be called until an officer is eligible. The eligible officer will be ordered to report to
the overtime assignment.

2. If no officer is eligible to report for the assignment,
sergeants shall be contacted and ordered to report for overtime using the same process as
described above.

3. If no officer or sergeant are eligible to be ordered to report
for the assignment, a detective may be ordered to report.

For overtime assignments for sergeants only: The Chief or Lieutenant shall contact the sergeants
using the same process as described for officers.

If no officer or sergeant is able to cover the assignment (for officers or sergeant overtime), the
Chief has sole discretion to determine how and whether to cover the shift. For example, by the
lieutenant, Chief or another police agency.

(c) The rotating overtime list procedure as outlined in this section 5.03 is effective for the 2025
calendar year (or at least 12 months depending on ratification of the contract) and either
party may reopen for bargaining within thirty (30) days before or after the 12-month period. If
neither reopens for bargaining, it shall remain in place until the expiration of the contract.

5.04 Eligibility for Mandated Overtime. An officer or sergeant is NOT eligible to be ordered to report
to duty under any of the following circumstances:

(a) With more than 48-hours’ notice and the need for coverage is longer than two (2) hours:

1. He/She is away from work on a protected leave including FMLA, ADA accommodation,
administrative, or bereavement.

2. He/She is unable to make child-care arrangements.

3. He/She would suffer a nonrefundable economic loss of $150 or more.

4. He/She is scheduled for pre-approved vacation.
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5. Working the shift would result in him/her working more than 16 consecutive hours in a
24- hour period.

6. Any other situation when the Police Chief or designee determines that the officer is not
eligible to report to duty.

(b) With less than 48 hours’ notice:

1. He/She is unable to perform the essential duties of the police position due to iliness,
injury, or fatigue.

2. He/She is under the influence of drugs or alcohol at a level that would prohibit him/her

from working.

He/She is away from work on a protected leave including FMLA, ADA accommodation,

administrative, or bereavement.

He/She is more than one hour travel time away from Ridgefield.

He/She is unable to make child care arrangements.

He/She would suffer a nonrefundable economic loss of $150 or more.

He/She is scheduled for pre-approved vacation.

Working the shift would result in him/her working more than 16 consecutive hours in a 24

hour period.

9. Any other situation when the Police Chief or designee determines that the officer is not
eligible to report to duty.

£l

@~N®o A

If no officer or sergeant is able to cover the shift, the Chief of Police or designee will determine
shift coverage.

5.056 Long Term Shift Coverage. In the event of a long term need for shift coverage, the Chief of
Police or designee may choose to reassign an officer or officers shift(s) to assure 24/7
coverage. If an officer’s shift is reassigned under this circumstance, the reassigned shift will be
considered the “regular shift bid hours” for determining eligibility for overtime.

When the need for assignment arises, as determined by the Chief of Police, officers on the impacted
side will be given the opportunity to volunteer for reassignment. If there are no volunteers, the Chief will
determine the officer or officers to be reassigned. In making the decision, the Chief will consider,
among other factors, the seniority of officers and reassignment that will impact the least number of
officers.

The first date of the reassignment shall be when the shift becomes vacant. If there is not sufficient
notice, the reassignment shall be made as soon as possible following the date that the shift becomes
vacant.

When the need for reassignment ends the reassigned officer will return to their original shift bid hours.
If the reassigned shift is vacated during the assignment, the officer may choose to remain in the
reassigned shift or return to their original shift bid hours.

For the purposes of this Section 5.04, the following definitions will apply:
1. “Long term need” shall be more than two consecutive sets.
2. “Shift Bid Hours” is the shift an officer selected during the yearly shift bid process.

The reassigned officer shall retain the authorization to take the vacation days that were selected during
the vacation bid process outlined in Article 7.02 of this labor agreement. If this situation would require
the officer to use more vacation hours than they would have been required to use prior to the
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reassignment, the City will not deduct the additional hours from their accrued vacation hours. If the shift
rotation as outlined in Article 4 occurs during the reassignment, the officer shall rotate as required in the
reassigned shift.

If the shift rotation as outlined in Article 4.04¢ occurs during the reassignment, the officer shall rotate as
required in the reassigned shift.

5.06

5.07

5.08

6.01

6.02

6.03

6.04

6.05

The terms of this Article do not apply when:
(a) An officer's hours are flexed or extended to attend training, or
(b) An instructor’s hours are flexed or extended to provide training inside or outside the agency.

Unless specifically addressed in another section of this labor agreement, the following
procedure shall apply: The Chief has the sole discretion and ability to modify shift scheduling
and retain flexibility in extenuating circumstances arising from training, vacations, compensatory
time, and other non-scheduled events. This flexed schedule would be at the Chief’s discretion.

Definitions: The following definitions shall apply for the purpose of this Article 5:
(a) Flexing: Shifting an officer's work hours before or after their shift bid hours.
(b) Extending: adding hours to an officer’s 11-hour shift.

ARTICLE 6 — HOLIDAYS
The following days shall be recognized as holidays by the Employer:

New Years Day (January 1%

Martin Luther King, Jr.’s Birthday

Washington's Birthday (Third Monday in February)
Memorial Day (Last Monday in May)

Juneteenth (June 17)

Independence Day (July 4"

Labor Day (First Monday in September)

Veteran’s Day (November 11th)

Thanksgiving Day (Fourth Thursday in November)
Day After Thanksgiving Day

Christmas Day (December 25')

One Floating Holiday

To be eligible for holidays and/or holiday pay the employee must be a full-time employee as
outlined in Article 1, Section 1.02.

On the November pay period of each year, police officers shall be paid a lump sum payment
equal to 96 hours at the employee’s regular base hourly rate of pay in lieu of holidays off.

If an officer actually works the holiday, they shall be paid at the rate of 1 ¥ times their normal
hourly rate for actual hours worked on the holiday.

Any police officer who is either hired or leaves employment during the calendar year shall be
paid for all holidays that have occurred during his/fher employment with the City.
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6.06

6.07

7.01

7.02

Each full-time employee shall receive two (2) scheduled shifts off subject to the scheduling with
the Department. This shall not be carried over into the following year and must be used within
the calendar year.

If a holiday occurs on a regular scheduled work day while an employee is attending the Law
Enforcement Academy, the Chief or designee will determine whether the employee should
report to work. If the employee works the holiday, he/she will be paid consistent with Article
6.04. If the employee does not work the holiday, he/she will receive their regular salary and will
not be required to use accrued paid leave hours. The same procedure shall be followed if the
Law Enforcement Academy is closed on a regular scheduled work day that is not listed as a
holiday in Article 6.01.

ARTICLE 7 - VACATION ACCRUAL AND ACCESSIBILITY

All full-time employees, as outlined in Article 1, Section 1.02, shall accrue vacation hours on a
monthly basis to equal the following:

After 1 year service
After 2 years’ service
After 3 years’ service
After 4 years’ service
After 5 years’ service
After 6 years’ service
After 7 years’ service
After 8 years’ service
After 9 years’ service
After 10 years’ service
After 11 years’ service
After 12 years’ service
After 13 years' service
After 14 years’ service
After 15 years’ service

99 hours vacation
115 hours vacation
123 hours vacation
131 hours vacation
139 hours vacation
147 hours vacation
155 hours vacation
163 hours vacation
171 hours vacation
179 hours vacation
187 hours vacation
195 hours vacation
203 hours vacation
211 hours vacation
219 hours vacation

Vacation Bid Process. The Association will begin the vacation bid process on December 1 for
the following year, and complete the process on or before December 31. Officers and sergeants
will bid for vacation.

Officers will compete within their own squad for vacation accessibility. Only one officer may be
on vacation at a time. This one officer and the sergeant may be on vacation at the same time.

Sergeants will compete with the sergeant on the same side (A-side or B-side) for vacation
accessibility.

Seniority in class will be the determining factor for the following vacation scheduling process.
Seniority in class begins on the date of hire for officers and date of promotion for sergeants.

(a) The officer or sergeant with the most seniority will identify up to four sets of four days that

he/she wishes to take leave/vacation. When bidding, all sets must be scheduled for a full
work week except for one set. One set (or fewer days than one set) may or may not be a full
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7.03

7.04

7.05

work week. The sets may or may not be consecutive weeks but cannot be four consecutive
weeks of one day each.

(b) Officers and sergeants will only bid for vacation days that they will have accrued by the date
the vacation is scheduled.

To provide sufficient law enforcement services on dates that may create a higher risk or need
for coverage, the following procedures apply:

(2) Blocked Dates: Dates that are not included in the vacation bid process.
The Fourth of July and mandatory training days will not be included in the vacation bid
process. In extenuating circumstances, the Chief will have discretion to exclude other dates
from the bid process. The Chief will identify all dates that will not be included in the bid
process prior to the date scheduled for shift bid. For the purposes of this section, Fourth of
July refers to the 24-hour period.

(b) Gray Dates: Dates that are included in the vacation bid process, but neither officers nor
sergeants are authorized to schedule vacation on these dates following the bid process.
Gray dates are:

* New Year's Eve from 5PM to 4AM.

¢« For 2025, the opening of In-and-Out Burger.

» For 2026 and 2027, the Chief has sole discretion to identify one additional gray date
each year.

For any additional gray dates, the parties will meet to discuss the need and how to assure
sufficient staffing.

(c) The Chief has sole discretion to mandate officers and sergeants to work if there is
insufficient coverage on a blocked or gray date. The Chief will use the following procedure,
in the order listed, prior to and for mandating officers to work:

1. Provide an opportunity for officers and/or sergeants to work overtime shifts.
2. Mandate officers and/or sergeants to work as outlined in Article 5.03.
3. Offer the shifts to officers and/or sergeants in another police agency.

For this section 7.0, “extenuating circumstances” is defined as: exceptional or unusual
situations/events beyond the Chief's or City’s control that cause the need for additional law
enforcement coverage.

Following the bid process, vacation will be considered on a first come first served basis using
the department established process.

(a) At no time will an officer have the ability to bump another officer's approved/scheduled
vacation.

(b) Written requests for vacation time, if for four (4) days or more, shall be submitted to the
Police Chief at least three (3) weeks before the planned vacation.

Accumulated vacation time shall not exceed two hundred forty (240) hours on the employee’s
anniversary date. Any hours in excess of two hundred forty (240) hours on the anniversary date
shall be lost. If the officer has used reasonable efforts to use the vacation and has been denied,
they shall be allowed up to 90 days to use the excess vacation hours.
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7.06

7.07

7.08

7.09

The Chief, or his/her designee, has discretion whether to approve or deny any vacation request
during the probationary period for a new officer.

Any accrued and unused vacation time shall be paid upon termination of employment. However,
any member who leaves employment prior to the end of the probationary period is not eligible
for payment of vacation hours.

Employees on a four day on/four days off work schedule must use a minimum of forty-four (44)
hours of accrued vacation each year. Employees on a standard forty (40) hours work schedule
must use a minimum of forty (40) hours of accrued vacation each year.

Patrol Shift Swaps. Two or more officers or two or more sergeants may arrange to work each
other's patrol shifts (full or partial) through a shift swap in lieu of taking paid time off. The
substitute shall assume all duties of the regularly assigned employee as follows:

(a) An officer's request to swap shifts must be submitted to the officer's sergeant at least two
shifts in advance of the swap. A sergeant’s request to swap shifts must be submitted to the
lieutenant at least two shifts in advance of the swap.

(b) Officer shift swaps must be approved by both sergeants and sergeant shift swaps by the
lieutenant, via an interoffice memo or email. The request must include the dates of the
swaps and must be completed within 60 days of the first swap. The Chief of Police will be
notified of all swaps through channels. The Sergeant, Lieutenant and Chief have sole
discretion and authority to approve or deny the request. Once a swap is approved, it will be
treated the same as an employee that is on approved vacation.

(c) A sergeant’s request to swap shifts must be submitted to the lieutenant at least two days in

advance of the swap. Shift swaps must be approved via an interoffice memo or email. The
request must include the dates of the swaps

(d) Shift swaps must not by their existence, automatically trigger overtime for either member.

Overtime will occur if a member is required to work past the normal hours of the shift they were
covering.

(e) Shift swaps are limited to no more than two consecutive shifts.

(f) Shift swaps must not cause a member to work back to back shifts, (24 hour shifts).

(g) Only employees in the same classification can swap shifts with each other.

(h) In the event an employee is unable to fulfill their swap obligation due to illness or other

unforeseen factor, they should immediately notify the employee originally scheduled to work
(the person who asked for the swap) of their inability to fulfill the swap and arrangements should
be made for the member scheduled to work to report for duty or to swap with another employee.
Following these efforts, in extenuating circumstances only, the employee may request that the
employer fill the shift per “Article 5, Providing 24/7 Coverage” of the collective bargaining
agreement. If arrangements are not made to fill the swap by the employee, vacation leave hours
will be deducted from the employee originally scheduled to work prior to the swap.

The section does not authorize the Employer to request or force a swap for any reason.
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() Employees will complete their time cards as if a swap never occurred. Swaps will be

documented on the department schedule and the shift swap request.

(k) Shift swaps in return for monetary compensation between employees are not permitted.

(I) Employees on Family and Medical Leave or a reason that would qualify for Family and Medical

Leave are not allowed to work for other employees.

Shift swap is an ancillary privilege of employment. Abuses of the shift swap system will be judged on an
individual basis and can result in the privilege being revoked.

8.01

8.02

8.03

8.04

8.05

8.06

9.01

ARTICLE 8 — LEAVE

Sick leave shall be accumulated at the rate of 11 hours per month to a maximum accumulation
of 1,200 hours.

Requests to utilize sick leave shall be made pursuant to Department policies.

Upon death or retirement from service, employees shall be compensated for 50% of
accumulated sick leave over 720 hours. Upon line-of-duty death, employees shall be
compensated for 100% of accumulated sick leave.

Bereavement leave — When an employee is absent from work on a scheduled work day
because of a death in his/her immediate family, he/she shall be allowed leave with pay for such
time up to a maximum of four work days if on a four on/four off schedule or five (5) working days
if on a standard five day work schedule;

(a) Immediate family shall mean: spouse, mother, father, sister, brother, son, daughter, mother-
in-law, father-in-law, step-parent, employee’s grandparents or co-habitive partner.

Family Leave — Employees are covered under the Family and Medical Leave Act
per City Policy 701 Family Medical Leave Act (FMLA).

The Association and the Employer recognize the benefit of returning an injured employee back
to work as soon as possible through the use of a “light duty” assignment. The scope of the light
duty assignment and the work schedule during the light duty assignment is within the discretion
of the Employer. Light duty assignments shall end at any point during the assignment where
the attending physician certifies the employee can successfully carry out the essential job
functions of the employee’s regular position, or the Employer has determined the employee is
no longer capable of performing the essential functions of their position.

ARTICLE 9 - HEALTH AND WELFARE

The Employer shall provide substantially similar benefits to those currently provided. The
employer shall pay 100% of the employee-only premium for medical and dental. For employees
covering dependents, the employer shall pay 90% of the medical and dental premium for such
dependents and employees will pay 10%. Employee contributions shall be on a pre-tax basis.
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9.02

8.03

9.04

10.01

10.02

10.03

10.04

10.05

11.01

11.02

11.03

11.04

11.05

It is understood and agreed that if there is an increase in contributions needed to maintain the
present benefits of the coverage listed above, the Employer agrees to maintain such benefits in
an amount determined as necessary in Section 9.01.

A “wellness period” is included into the workday for officers and sergeants assigned to patrol as
outlined in Appendix F.

The Employer shall provide a group life insurance policy covering all its employees in the
amount of at least $10,000. A copy of such policy shall be made available to each employee.

ARTICLE 10 - LEAVE OF ABSENCE

The Employer may grant leaves of absence for compelling personal reasons without affecting
an employee’s seniority. The employee will not accrue nor maintain benefits during the leave.

Leaves may be granted to an employee for a period of up to ninety (90) calendar days without
affecting an employee’s seniority if the employee has been employed for 60 consecutive
months. An employee’s anniversary date for seniority and step increases will be adjusted to
reflect time taken off if employed for less than sixty (60) consecutive months.

Only regular full-time employees who have been employed for over 12 consecutive months are
eligible for leave without pay.

Employees do not accrue vacation, compensatory time or sick leave during a leave without pay.

Employee’s may retain health care, disability and life insurance benefits during a leave without
pay so long as the employee remits the total monthly premium to the City no later than the 25"
of the month during the period when the employee is on leave.

ARTICLE 11 — PROBATIONARY PERIOD

Entry level employment is subject to a probationary period from the date of hire, during basic
academy training and continuing for twelve (12) months actual service from the date of
graduation from basic academy training.

Lateral entry employment is subject to a probationary period of twelve (12) months actual
service from the date of hire.

Employees promoted to the position of sergeant shall serve a probationary period of 1900
working hours (actual service). The 1900 working hours must be completed in 18 months or
less.

The Chief shall have the discretion to extend the probationary period for any officer who is away
from work for more than 44 hours. In this case, the probationary period would be extended by
the length of time equal to the number of hours that the officer is away from work.

If the sergeant does not work 1900 hours within the 18-month period, he Chief shall have the

discretion to extend the promotional probationary period and to determine the length of time for
the extension.
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1201

12.02

12.03

ARTICLE 12 - PROMOTIONS AND ASSIGNMENTS WITHIN THE BARGAINING UNIT

The parties acknowledge that promotions within the bargaining unit are mandatory subjects of
bargaining. Therefore, the City agrees to notify the Union of any changes in a promotional
process to the position of Sergeant. If the Union makes a timely demand to bargain, the parties
will meet as soon as possible to negotiate any mandatory subjects.

Qualification Requirements. Qualification requirements for a Ridgefield Police Officer to test for
a promotion to Police Sergeant are:

(a) Five years of experience as a police officer and/or sergeant including completion of two
years as a Ridgefield Police Officer.

(b) No disciplinary action within 12-months prior to the closing date for submitting applications.
For the purposes of this Article, disciplinary action is considered final during a grievance

procedure.

During an active internal affairs investigation, an officer may submit an application and
participate in the testing process for promotion to Police Sergeant but is not eligible for
promotion. The officer will remain on the eligibility list until the internal affairs investigation is
complete and a disciplinary decision is made or until the list expires, whichever occurs first.

Eligibility Lists for Sergeant. A promotional eligibility list shall be valid for 12 months. The Chief
has sole discretion to extend the list for up to an additional 12 months.

ARTICLE 13 — SENIORITY, LAYOFF, REDUCTION-IN-RANK AND REINSTATEMENT

13.01 An employee will accrue seniority time with the Employer from the date of continuous

13.02

13.03

13.04

employment as a full-time employee in the bargaining unit as outlined in Article 1.02.

Layoff: The City may lay off employees by classification due to lack of work, reorganization,

reduction in force or shortage of funds in the following order:

(a) Temporary employees.

(b) Probationary employees.

(c) Regular employees in the order of their seniority, the one with the least seniority being laid
off first. Seniority for police officers shall be defined as time in the department. Seniority for
police sergeants shall be defined as time in the position.

Reduction in lieu of layoff: At the time of any layoff, a police sergeant will be given an
opportunity to accept reduction to police officer if he/she previously held that position in
Ridgefield. Police Lieutenants will also be given an opportunity to accept reduction to police
sergeant or police officer if he/she held that position in Ridgefield. Sergeants and Lieutenants
shall have bumping rights over any employee in the lower classification with less seniority.
Seniority shall be defined as time in the rank or any higher rank.

Reinstatement Lists: Names of employees who are laid off or who accept reduction to a lower
classification in lieu of layoff shall be placed on a reinstatement list for the classification from
which the layoff took place. Individuals will remain on the reinstatement list for a period of twelve
(12) months. Laid off employees who are offered reinstatement will receive a conditional offer of
reinstatement. The offer will be conditioned on successful completion of a background
investigation covering the period of time between the date of layoff and date of proposed
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1805

13.06

13.07

13.08

13.09

reinstatement, medical and psychological examinations and a drug screen.

Responsibilities of Individuals on a Reinstatement List: Each individual on a reinstatement list
has the responsibility to:
(a) Inform the City, in writing, of any changes in home, mailing or email address; telephone
number; or name.
(b) Inform the City, in writing, of any changes in availability for employment.

Definition of Seniority: For purposes of reinstatement, seniority for police officers shall be
defined as time in the department. Seniority for police sergeants and police lieutenants shall be
defined as time in rank.

Removal from Reinstatement List: An individual's name may be removed from a reinstatement
list if the individual engaged in any of the following activities following the time his/her name was
placed on the list:

(a) Was convicted of any felony, or misdemeancor involving moral turpitude;

(b) Loses the ability to obtain and/or maintain any certification, commission, or license required
by law or these rules as a condition of employment for the position held;

(c) Was dismissed or resigned in lieu of discharge from any position, public or private, for any
cause which would be a cause for discharge from the City of Ridgefield,;

(d) Fails to respond to a call from the City for ten (10) calendar days;

(e) Refuses to accept appointment to the job from which he/she was laid off;

(fi Requests that his/her name be removed from the list; or

(g) For other material reasons.

Voluntary Reduction in Rank. An employee promoted to Sergeant or Lieutenant may request
reduction to their previous rank. The employee will have bumping rights over any less senior
employee in the rank only during his/her probationary period. Following the probationary period,
the promoted employee may only be reduced in rank if there is a vacant position. If there is no
vacancy, he/she may be placed on a reinstatement list.

Disciplinary Demotion. An employee who is reduced in rank due to disciplinary action will have
the same rights and responsibilities as described in this article for an employee who is reduced
in rank due to layoff.

ARTICLE 14 - GRIEVANCE PROCEDURE

14.01 The parties agree that it is ideal to resolve issues at the lowest possible level in a collaborative

manner. However, a grievance procedure is necessary in the event that informal discussions do
not result in a resolution.

A “grievance” is hereby defined as a question or challenge raised by an employee or the
Association as to the correct interpretation or application of this Agreement by the Employer. It
is the purpose of this clause to provide the employees and the Association with an orderly and
effective means of achieving consideration of any grievances, which may arise during the life of
this Agreement. For this purpose, the following steps are agreed upon and the appropriate
order of contact.
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14.02 Initiation of the Grievance. A written grievance shall be presented by the employee to his or her
first level supervisor outside of the bargaining unit within 30 days of the occurrence or

knowledge of the alleged violation.

The written grievance shall include the following information:

(a) A description of the grievance and how the employee(s) was/were adversely affected.

(b) A statement of the section(s) of the agreement allegedly violated and the nature of the
violation.

(c) The date of the incident(s) grieved.

(d) A description of the remedy sought by the employee(s).

(e) Identity of the employees affected.

(f) Specification of whether the grievance procedure should begin at step 1 or step 2. For a
grievance that involves discipline imposed by the Chief, specification of whether the
grievance procedure should begin at step 1 or step 3.

The written grievance shall be signed by the employee or a union representative.

14.03 Resolution of the Grievance.

Step 1. For step one only, the parties will use an interest based problem solving process to
resolve the issues identified in the grievance. The process will include all individuals necessary
and with authority to reach a resolution. Any resolution of the grievance will be in writing and
signed by the parties. If the parties agree that they are unable to resolve the grievance, the
parties will outline the areas of disagreement in a memorandum. The employee may advance
the grievance to the next step by delivering the memorandum to the Office of the Chief at any
time within 21 days of filing the grievance.  If the grievance is not resclved in 21 days, the
grievance will automatically advance to step 2.

Step 2: If the grievance remains unresolved following step 1, the chief of police shall meet with
the employee and his or her Association representative. The chief shall make a decision on the
grievance, in writing, within 14 days of receipt of the grievance.

Copies of the chief's decision shall be mailed and delivered to the employee and to the
Association.

Step 3: If the grievance remains unresolved after the chief's decision is rendered in step 2, the
employee may deliver the grievance in writing to the city manager, with a copy to the chief,
within fourteen (14) days after receipt of the decision reached by the chief in step 2. The city
manager shall meet with the employee and Association representative, the chief of police, and
other directly involved individuals as determined by the city manager to be appropriate. The city
manager shall render his decision, in writing, within fourteen days of receipt of the grievance.
The city manager shall mail or deliver copies of his decision to the employee, the Association,
and the chief of police.

Step 4: If the grievance remains unresclved after the decision is rendered in step 3, the
Association shall decide whether to refer the grievance to binding arbitration. The Association
will provide the city with a written notice electing a final step within fourteen (14) days after the
mailing or hand delivery of the decision.

If the grievance is submitted to arbitration:
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For a grievance involving disciplinary actions, discharges or termination from employment, the
parties will request that the Public Employment Relations Commission (PERC) appoint a
qualified person to act as an arbitrator pursuant to state law.

For a non-disciplinary grievance, the parties shall attempt to mutually agree on a disinterested
third party to serve as arbitrator. In the event the Employer and the Association are unable to
agree on an arbitrator, the arbitrator shall be selected by the process of elimination from a panel
of 11 arbitrators from the Public Employment Relations Commission (PERC). The request to
PERC shall state the general nature of the issues raised by the grievance and ask that the
nominees be qualified. The parties shall promptly strike from the list received. The first strike
shall be determined by the toss of a coin.

14.04 The arbitrator shall consider and decide only the specific issue(s) submitted by the Employer
and/or the Association at the hearing, and shall have no authority to make a decision on any
other issue not so submitted. The arbitrator shall have jurisdiction and authority only to interpret,
apply or determine compliance with the agreement and shall not have jurisdiction to add to,
detract from or alter in any way the provisions of this agreement. A decisicn within the
jurisdiction of the arbitrator shall be final and binding upon all parties. The expenses and fees
incumbent to the services of the arbitrator shall be divided equally between the parties. Each
party shall be responsible for compensating its own representatives and witnesses. Either party
may cause a verbatim recording of the hearing to be made, provided it pays the cost of the
record. If the other party desires a copy, the cost and the recording and preparation of a
transcript shall be shared equally.

14.05 The parties may modify the timelines established in this grievance procedure by written mutual
agreement.

14.06 Should the affected employee wish to appeal disciplinary action the employee may file a petition
with the Civil Service Commission in accordance with the rules of the Commission. Such
petition to the Civil Service Commission waives all rights of appeal through the grievance
procedure.

14.07 Absent an agreement otherwise, failure of the Association to elevate a grievance acts as a
waiver of their right to continue the grievance. Failure of the City or Department to respond to a
grievance acts as an elevation of the grievance to the next step of the procedure.

ARTICLE 15 - DISCIPLINARY ACTION AND RECORD RETENTION

15.01 The City may suspend, demote, discharge or take other disciplinary actions for just cause.
Provided that probationary employees are not subject to the “just cause” provisions of this
Agreement.

15.02 The City of Ridgefield recognizes that every discipline situation is different and that an
employee's actions and history may worsen or improve the overall picture of misconduct.
Therefore, the City will consider the mitigating and aggravating circumstances when determining
the most appropriate level of discipline. Aggravating and mitigating circumstances may include,
but are not limited to, the following:

(a) Documented incidents of outstanding performance and service.
(b) The length of time since the last corrective and/or disciplinary action.
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15.03

15.04

15.05

16.01

16.02

(c) Seniority including length of time with the department and length of time as a police officer
weighed against the behavior in question for factors such as experience, training, and
knowledge.

(d) Employees of higher rank may be held to a higher standard of conduct and knowledge.

(e) The specific circumstances of the incident.

(f) Culpability — whether the employee acted intentionally or with knowledge that the behavior
amounted to a violation of the law, City or department policy, or job expectations; whether
the employee recklessly disregarded factors that a reasonable person would have
considered; or did the employee act negligently.

(g) Employee Attitude — Discipline can only be effective if employees understand why their
actions resulted in corrective and/or disciplinary action and accept responsibility for
continually striving to conduct themselves within the guidelines of the law, policy and job
expectations.

(h) Information in performance evaluations.

(i) Whether the employee has been warned and/or disciplined for similar behavior.

Records of corrective and/or disciplinary action may be removed from an officer’'s personnel file
under the following the conditions:

(a) The officer requests that the documentation be removed from his/her personnel file; and
(b) The Chief of Police and City Human Resources Manager approve the request according to
the following retention schedule:
1. For a verbal warning, records may be removed only after twelve (12) months without a
reoccurrence of similar conduct which gave rise to the warning.
2. For a written reprimand, records may be removed only after three (3) years without
reoccurrence of the same conduct which gave rise to the reprimand.
3. For a suspension of 1-5 days, records may be removed only after five (5) years without
reoccurrence of the same conduct which gave rise to the reprimand.
All personnel records, including records of corrective and/or disciplinary action, will be retained
for the period required by law.

Documents will be removed from the personnel file and maintained in a separate confidential
file. The records may be subject to disclosure under state public records law.

Internal Affairs investigation files shall be maintained consistent with the minimum retention
period outlined in the Local Government Common Records Retention Schedule (CORE)
approved and issued by the Washington Office of the Secretary of State in accordance with
RCW 40.14.070; or in any other applicable law.

This article does not apply to retention of performance evaluations.
ARTICLE 16: INTERNAL AFFAIRS INVESTIGATIONS AND
PRE-DISPOSITION SETTLEMENT AGREEMENT

Disciplinary investigations shall be conducted in accordance with the department's internal
investigation program and the provisions of this contract.

A Pre-Disposition Settlement Agreement (PDSA) is an alternative method to a full investigation
when conditions are right, especially when an employee readily acknowledges their error, and
wants to conclude the matter promptly. The following procedures will be followed for a PDSA:
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(a) A member of the RPOA may request a PDSA at any time following the incident that caused
the need for an investigation and up to 24 hours following the time of their interview during
the investigation. The investigation process will remain open until the PDSA is agreed upon
and signed by the Chief of Police. However, upon a tentative offer to enter into a PDSA, the
case investigation may be suspended pending execution of the PDSA as noted in item 4
below.

(b) The affected employee’s Lieutenant may suggest a PDSA at any time prior to
implementation of discipline.

(c) An offer to enter into a PDSA must be approved in advance by the Chief of Police. A signed
PDSA must have the approval signatures of the subject employee, the RPOA and the Chief
of Police.

(d) The subject employee will be informed of the level of discipline that will be imposed prior to
entering into the agreement. The subject employee has 48 hours to respond, accepting or
rejecting the offered discipline after being informed.

(e) The subject employee must accept responsibility for their actions, which will result in a
sustained finding and must agree to waive their right to grieve the discipline issued through
the PDSA. The RPOA may represent the affected employee in these processes through the
execution of a PDSA and will not grieve the discipline pursuant to a PDSA on behalf of the
subject employee or the RPOA.

ARTICLE 17 — SALARIES

17.01 “Monthly salary” means the monthly rate of pay so identified and set forth in Appendix “A” of this
Agreement. ;

17.02 Officers and sergeants regularly assigned to early graves or late graves shall be paid a shift
differential at a rate of 2% of his/her regular base wage.

17.03 Tuition reimbursement will be afforded per City Policy — 805 Tuition Reimbursement.

17.04 The City will increase the monetary salary of each employee who has attained an associate
degree by 2% of base pay and each employee who has attained a bachelor degree by 4% of
base pay.

17.05 The City will pay $750 per year to each officer who meets the three components of the CJTC
fitness testing requirements. In the event that an officer does not successfully complete all four
components, he/she shall receive one third of the $750 for each component that is successfully
completed. Fitness testing will occur once a year in July and will be announced two weeks in
advance by the Chief.

ARTICLE 18: SPECIALTY ASSIGNMENT

18.01 The employer has established the following specialty assignments:

(a) Detective: As outlined in Appendix D.
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(b) Field Training Officer (FTO)

(c) Emergency Vehicle Operations Course (EVOC) Instructor
(d) Active Shooter Instructor

(e) Patrol Tactics (PTI) Instructor

() DT/Taser Instructor

(g) Firearms Instructor

18.02 Certain duties that are police related are assigned to a Code Enforcement Officer as outlined in

18.03

18.04

Appendix C.

Sworn officers who are assigned to work in one of the following specialty positions will be
compensated an additional 5% of base pay for all hours worked performing instructor duties:

(a) Emergency Vehicle Operations Course (EVOC)
(b) Active Shooter
(c) Patrol Tactics Instructor (PTI)

Sworn officers who are assigned to work in one of the following specialty positions will receive
an additional 5% of base pay for the period of time they are assigned to the position:

(a) DT/Taser Instructor
(b) Firearms Instructor

18.05 Sworn officers who are assigned to work as an FTO instructor will be compensated an additional

18.06

19.01

19.02

5% of base pay for all hours worked performing FTO duties.

Specialty pays shall not be stacked or combined with one exception: FTO may be combined
with DT/Taser or Firearms Instructor.

ARTICLE 19 — UNIFORMS

Uniform Cleaning Allowance. Police officers will receive an eighty ($80.00) per month uniform
allowance for maintenance and cleaning of clothing and/or purchase of equipment used in
connection with duties performed for the city. Uniforms shall be replaced on a wear-and-tear
basis.

Law Enforcement Gear. The City will purchase and provide police officers with handguns,
handcuffs, badges, duty gear, protective vests, all safety gear and uniforms. Officers may elect
either a concealed or external protective vest. A uniform shall consist of two (2) pairs of pants,
two (2) shirts, one (1) hat, one (1) jacket, one (1) shorts, one taser holster, and one (1) jumpsuit.
Employees will be allowed $440 for reimbursement of the purchase of footwear each three year
period. These will become the property of the City and the City will have complete jurisdiction
over this property with authority to determine what to buy and when it is to be replaced. This
equipment must be turned in before the final check is received upon termination, or retirement
from employment.

The City will meet and confer with the Association regarding the purchase of firearms. The final
decision of weapons types, caliber, and ammunition will be at the sole discretion of the Chief.
The City will insure that Officer's are provided firearms that each officer is capable of utilizing
effectively.
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20.01

20.02

ARTICLE 20: TAKE HOME CARS

City Vehicle Assignment. Employees hired as entry level and advanced entry level as defined in
the City’s Civil Service Rules will be issued a city vehicle when they successfully complete the
FTO training program in accordance with this Article.

An employee attending a Law Enforcement Academy outside of the Vancouver metropolitan
area will drive an unmarked car or personal vehicle to/from the Academy as determined by the
Chief of Police. Any employee their personal vehicle will be reimbursed for mileage for travel
to/from the Academy each weekend at the then current rate determined by the IRS.

Employees hired as lateral entry as defined in the City’s Civil Service Rules will be issued a city
vehicle at the time of hire.

Eligibility to Take Assigned Vehicle Home. Employees issued a city vehicle may take it home
only if they live within the geographic area described below and illustrated in Appendix C to
this agreement. The geographic area is determined in part by the ability to respond to Ridgefield
within approximately 30 minutes.

20.03 The boundaries for the geographic area include all of Clark County plus the areas specified

below:

e North to Exit #32 on I-5,

¢ Five road miles east of |-5,

e Two road miles north or south of SR 503 but no farther than the community of Ariel.

The geographic area does not include any location that is outside of the State of Washington.

The geographic area is illustrated in Appendix E to this agreement.

20.04 Start of Work Shift. Employees with a take home car shall be required to be in the city limits at

the start of their work shift. Any employee who has not been issued a city vehicle or who is not
eligible to take home their issued city vehicle will park their personal vehicle or assigned patrol
vehicle at the Ridgefield police station and will be at the Ridgefield police station ready for duty
at the start of their work shift .

ARTICLE 21: INDEMNIFICATION

The Employer will provide liability insurance for RPOA members. Such insurance will defend and
indemnify employees against allegations arising from all acts or omissions occurring within the scope of
the duties and responsibilities of the employee’s job duties. Such insurance will also cover all costs,
including attorney’s fees, connected with proposed or threatened suits and negotiated settlements,
provided that the city need not indemnify or defend the employee for any act found by the department
to be dishonest, fraudulent, criminal or malicious, or for any suit brought against the employee by or on
behalf of the city.
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ARTICLE 22 - PERFORMANCE OF OBLIGATIONS

It is understood and agreed that the services performed by employees are essential to the public’s
health, safety and welfare. Therefore, the Association agrees that it will not authorize, instigate, aid,
condone or engage in any strike, work stoppage or other action at any time, including upon termination
of this Agreement, which will interrupt or interfere with the operation of the City.

ARTICLE 23 — SAVINGS CLAUSE

It is the intention of the parties hereto to comply with all applicable law and they believe that each and
every part of this Agreement is lawful. All provisions of this Agreement shall be complied with unless
any of such provisions shall be declared invalid or inoperative by a Court of competent jurisdiction. In
such event, either party may request renegotiation of such invalid provisions for the purpose of
adequate and lawful replacement thereof, provided however, that such findings shall have no effect on
the balance of this Agreement.

ARTICLE 24 - COMPLETE AGREEMENT
This Agreement represents a complete agreement of the parties; however, this Agreement may be

modified or amended, provided that such amendments are mutually agreed upon by both the Employer
and the Association.
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ARTICLE 22 - DURATION

This Agreement shall be in effect from January 1, 2025 through December 31, 2027.

Dated this 26th day of March 2025

For the City of Ridgefield For Ridgefield Police Officers’ Association
ottn rus

Dep ty Clty ager Pre5|dent
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APPENDIX A: SALARY RANGES AND LONGEVITY PAY

As reflected in the table below:

Effective January 1, 2025, the 2024 pay scale for officers and sergeants will be increased by 3%.
Effective January 1, 2026, the 2025 pay scale for officers and sergeants will be increased by 5%.

Effective January 1, 2027, the 2026 pay scale for officers and sergeants will be increased by 5%.

2025

COLA 3%

Officer § 86,527.30 90,853.67 95,396.35 100,186.17 [ $ 105,174.48 110,433.20
Sergeant 118,196.08 | § 124,105.88 130,311.18
2026 COLA 5%

Officer $ 9085367 95,396.35 100,166.17 105,174.47 | $ 110,433.20 115,954 86
Sergeant 124,10588 [ $ 130,311.18 136,826.74
2027 COLA 5%

Officer

§ 95396.35

100,166.17

105,174.48

110,433.20

$§ 115,954.86

121,752.61

Sergeant

130,311.17

$ 136,826.73

143,668.07

New entry-level employees shall be employed at step 1 until completion of the Basic Law Enforcement
Academy. Upon successful completion of the BLEA, employees shall move to the Step 2 for a period
of (12) months. Employees shall then move through the Step System after each (12) month period,
upon satisfactory performance evaluation approved by the City Manager. If the Chief of Police has not
evaluated an employee in a timely fashion (prior to Academy Graduation anniversary date) the
advancement shall be automatic. If a non-probationary employee does not receive a step increase for
cause, the employee shall have the right to pursue a grievance under Article 11 of the CBA.

The differential between police officer and sergeant shall be 18%.

In addition to the above proceeding salary schedule longevity increases of 2% after six (6) years
seniority, an additional 2% or 4% total, after ten (10) years, and an additional 2% or 6% total, after
fifteen (15) years of service to the City shall be added to the base salary schedule (see above).
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All step increases shall be effective on the 1% or 15" of the month. Any officer whose Academy
graduation anniversary date or sergeant whose promotion anniversary date falls between the 1%
through the 15" shall receive that raise from the 1%t of the month. If their anniversary date falls between
the 15" and the 318!, the employee shall receive the raise from the 15" of the month.
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APPENDIX B: POLICE OFFICER BILL OF RIGHTS

This Appendix is supplemental to the Agreement be and between the City of Ridgefield, Washington,
hereinafter referred to as the Employer, and Ridgefield Police Officers Association, hereinafter referred
to as the Association.

B.1 Police Officer’s Bill of Rights.

All employees within the bargaining unit shall be entitled to the protection of what shall hereafter be
termed as the “Police Officer's Bill of Rights” which shall be added to the present Rules and
Regulations of the Ridgefield Police Department. The wide-ranging powers and duties given to the
Department and its members involve them in all manner of contacts and relationships with the public.
Of these contacts come many questions concerning the actions of members of the force. These
questions often require immediate investigations by superior officers designated by the Chief of the
Ridgefield Police Department. In an effort to insure that these investigations are conducted in a
manner which is conducive to good order and discipline the following guidelines are promulgated:

B.1.1 The employee shall be informed in writing if he so desires of the nature of the
investigation and whether he is a witness or suspect before any interrogation commences, including the
name, address and other information necessary to reasonably apprise him of the allegations of such
complaint.

B.1.2 Any interrogation of an employee shall be at a reasonable hour, preferably when the
employee is on duty unless the exigencies of the investigations dictate otherwise. When practicable,
interrogations shall be scheduled for the daytime.

B.1.3 The interrogation (which shall not violate the employee’s constitutional rights) shall take
place at the Police Station facility, except when impractical. The employee shall be afforded an
opportunity and facilities to contact and consult privately with an attorney of his own choosing and/or a
representative of the Ridgefield Police Officers Association may be present during the interrogation, but
may not participate in the interrogation except to counsel the employee.

B.1.4 The questioning shall not be overly long and the employee shall be entitled to reasonable
intermissions as he shall request for personal necessities, meals, telephone calls and rest periods.

B.1.5 The employee shall not be subjected to any offensive language, nor shall he be
threatened with dismissal, transfer or other disciplinary punishment as a guise to attempt to obtain his
resignation, nor shall be intimidated in any other manner. No promises of rewards shall be made as an
inducement to answer guestions.

B.1.6 No employee or officer covered by this Agreement shall be required to take or be
subjected to any lie detector or similar tests as a condition of continued employment.
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APPENDIX C: CODE ENFORCEMENT

Purpose:

Code Enforcement Officers are non-commissioned City employees who provide support to sworn
officers and staff in both office and field settings, allowing for more efficient and effective use of
department resources. Code Enforcement Officer work in the field will allow sworn officers to increase
time spent in problem solving and responding to higher priority calls for service. All of the duties
identified in this MOU have been and remain RPOA bargaining unit work.

Program Description
Following is a general description of the duties a Code Enforcement Officer may perform:

1. Enforce the provisions of the Ridgefield Municipal Code 10.12 and Revised Code of Washington
related to parking, including but not limited to, issuing notices of infraction.

2. Enforce the provisions of the Ridgefield Municipal Code, Title 7 and Revised Code of Washington,

16.08 and 16.52 related to animal control and providing for the shelter and welfare of animals:

e [ssue misdemeanor citations and notices of infraction, pick up, restrain, impound, place or
dispose of animals or give notice for any other acts, duties or functions prescribed by the RMC
relating to pet animals.

o Make a complaint to a law enforcement officer or prosecuting attorney to initiate an arrest and
take into custody any person believed to be violating the RMC or RCW.

3. Enforce the provisions of RMC 10.18 relating to the City’s golf cart zone including regulation of golf
cart use (RMC 10.18.030) and imposing any penalties for non-compliance.

4. Respond to and perform all necessary duties involved with found property calls such as a bicycle,
needle, wallet/purse, license plate or other property of value. ltems that are believed to be

dangerous or evidence linked to suspect information, will not be picked up by the Code
Enforcement Officer and will be referred to a police officer.

5. Provide residents with general and specific information regarding their area of duties.

6. Perform investigations necessary to determine whether a violation has occurred related to animal
control or the golf cart zone regulations.

7. Code Enforcement Officers will not respond to dangerous calls without the presence of an officer.

Code Enforcement Officers work a regular day shift schedule and will respond to calls for service during
those hours. Police officers may perform the duties outlined in this MOU at any time.
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APPENDIX D: DETECTIVE ASSIGNMENT
If a detective assignment is implemented:

(a) The detective position is a specialty assignment with a limited duration. The length of the
assignment will be three (3) years. The Chief or designee has the sole discretion to renew the
assignment for up to an additional three (3) years.

(b) The Chief has the authority to remove an officer from the assignment prior to three (or six) years for
staffing needs, or for performance or misconduct issues. Any decision to remove the detective from
the assignment is subject to Article 15 and 16.

(c) The selection process will include an interview(s) relating to skills, qualifications and other
information relevant to the assignment.

(d) The regular shift will be one of the following schedules based on mutual agreement with the Chief
and the detective. If an agreement cannot be reached, the Chief or designee has the sole discretion
to determine the regular shift schedule. The officer may flex this schedule with prior authorization
from the Lieutenant. All shifts will have a regular start time of 8AM with the following options for
work days: A 9/80 schedule, A 4/10 schedule or A 5/8 work schedule.

(e) Detectives will have the ability to flex normally scheduled work shift hours on a temporary basis
based on job duties. If a detective is ordered to adjust their work hours with less than 24 hours’
notice, the detective will be entitled to overtime compensation for the hours worked outside of the
normal scheduled work shift.

(f) While assigned to the position of detective, the officer shall receive 3% specialty pay as outlined in
Article 17 — Salaries.

(9) For vacation, a detective will only bid against other detectives (if any).

(h) An officer assigned to detective is eligible to work patrol overtime shifts on a voluntary basis as long
as they are available to work their regularly scheduled shift.

(i) The employer may mandate the officer in the detective assignment to work a patrol shift if no other
officers or sergeants are available to be mandated in as outlined in Article ## of this agreement.

(j) The officer in the detective assignment will report to the Lieutenant.

(k) Detectives will receive a $500 clothing allowance on an annual basis to supplement the cost of
appropriate attire. The detective will be required to comply with established personal appearance
policies.

() For mandatory training days, the detective will receive overtime at a rate of time and one-half for
hours worked outside of the regularly scheduled shift.

(m) The detective will receive holiday pay as outlined in Article 6 and overtime pay as outlined in Article
4 of the current labor agreement.
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APPENDIX E: TAKE HOME CARS GEOGRAPHIC AREA

B sk county

PERMITTED AREA OUTSIDE
OF CLARK COUNTY

I ot perumTED
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APPENDIX F: WELLNESS PERIOD

Policy: The City recognizes that the police officer job is demanding and stressful and that it is
difficult to integrate fitness and relaxation into the workday. Therefore, as a supplement to the
City’s Wellness Program, Policy #809, Ridgefield Wellness, this program will provide dedicated
time for physical activity and mental relaxation during the workday by allowing officers to
participate in Department approved wellness activities during their lunch period.

Guidelines:This policy allows officers and sergeants to use up to one one-duty hour to participate
in Department approved wellness activities. This hour includes the lunch period (eating lunch) and
time necessary to change clothes or engage in any other activities to prepare for the wellness
activities or to be prepared for duty following completion of the wellness hours. For the purposes
of this policy, the “hour” is referred to as the “wellness period.”

Program Parameters:

(a) Scheduling and Shift Considerations

The Wellness period cannot be utilized during the first or last hour of a shift to ensure that
officers are available for the start and end of their duties when call volume and operational
needs are typically highest. Officers must begin and end their wellness period at the Ridgefield
Police Department.

Officers may choose to use their Wellness period at any point during the remaining hours of
their shift, subject to operational needs and supervisory approval.

Officers are expected to use the on-duty wellness period solely for its intended purpose and to
engage in exercises safely, minimizing the risk of injury. They are authorized to change into
appropriate exercise attire during this time but must keep their portable radio and department-
issued cell phone with them. Officers should remain available to respond to emergency calls
during the wellness period.

Additionally, officers must document their wellness period in the Wellness Log Book.

(b) Approval and Oversight

Taking a Wellness period requires prior approval from the Sergeant on duty or Lieutenant. This
ensures that the program is implemented smoothly without disrupting operational effectiveness.

Each officer must have another officer on duty and actively patrolling during their Wellness
period. This ensures continuous coverage and responsiveness to calls.

Sergeants will coordinate with each squad member to schedule and facilitate the on-duty
wellness period They are responsible for ensuring that the wellness period is distributed fairly
among squad members while minimizing the impact on patrol staffing needs. Sergeants will
also assess whether an officer needs to be recalled for calls for service during their wellness
period. Additionally, sergeants will oversee the use of the wellness program to ensure
compliance with this policy.

Officers and/or sergeants will not be called to work any overtime hours to allow an officer to
participate in this wellness program including a wellness period
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(c) Call Responsiveness:
During their Wellness period officers must remain call-responsive. This means that while they
can engage in fitness activities or relaxation, they must be able to promptly respond to
emergency calls and other critical tasks as needed.

Implementation:

Fitness Activities: Officers may engage in a variety of fitness activities, including but not limited to,
weight training, HUT (high intensity interval training), running, elliptical machine, defensive tactics,
walking, stretching, yoga, Pilates and yoga. Facilities and equipment will be made available to
support these activities as is possible within budget and space availability.

Mental Wellness: Officers can also use this time for mental relaxation practices such as meditation
or deep-breathing exercises, which can complement physical fithess routines.

Monitoring and Feedback: The program's effectiveness will be monitored through periodic
feedback from officers. Adjustments may be made based on their input and the overall impact on
shift operations.

Considerations:

Participation in the Officer Wellness Pilot Program is voluntary, and on-duty wellness periods are
not guaranteed. The on-duty wellness period may be adjusted or canceled at the discretion of the
on-duty supervisor. Wellness periods cannot be accumulated or carried over; for example, if an
officer misses a wellness period, they cannot make up for it with two hours on another day. Priority
for scheduling wellness periods will be given to officers working a full shift; those with shortened
shifts due to leave are not eligible for a wellness period for that shift.

Reports and calls for service take precedence over wellness periods. Officers cannot use the
wellness period if they are the only available officer to handle calls for service.

Any exceptions to the authorized physical or mindfulness exercises must be approved by the Chief
of Police. Officers requesting an exception should submit a memo through the proper channels,
detailing the requested exercise and how it aligns with the program's goals and criteria.

Officers injured during their on-duty wellness period must report the injury using the current
procedure for work-related injuries.

Trial Period

This program will be implemented for a trial period ending December 31, 2025. During the trial, the
Department will evaluate the program's feasibility, considering its impact on staffing, internal and
community demands, fairness among members, and its effectiveness in supporting officers'
mental, emotional, and physical health.

The program may be revised, suspended, or terminated at any point during the trial period. To
continue the program beyond December 31, 2025, either the City or RPOA may provide notice to
bargain changes to and/or continuation of this PD Wellness Period 60 days prior to its expiration.
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