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COMPREHENSIVE MEMORANDUM OF UNDERSTANDING
BETWEEN
THE REPRESENTATIVES OF MANAGEMENT
FOR THE CITY OF RIVERSIDE
AND RIVERSIDE FIRE MANAGEMENT GROUP

PREAMBLE

Representatives of Management for the City of Riverside (hereafter "City") and
representatives of the Riverside Fire Management Group (hereafter "Group") have met
on a number of occasions and have conferred in good faith exchanging proposals
concerning wages, hours, fringe benefits and other terms and conditions of employee-
members represented by the Group.

The City management representatives and the representatives of the Group have
reached an understanding as to certain recommendations to be made to the City
Council for the City of Riverside and have agreed that the parties hereto will jointly urge
said Council o adopt one or more resolutions which will provide for the changes in
wages, hours, fringe benefits and other terms and conditions of employment contained
in these joint recommendations.

THEREFORE, the representatives of City management and the Riverside Fire
Management Group agree as follows:

The parties hereto shall jointly recommend to the City Council of the City of Riverside
that one or more salary resolutions be adopted setting forth the following salaries,
fringe benefits and other terms of employment for the employees represented by the
Fire Management Group for the period beginning January 1, 2023 and ending at the
close of regular business hours December 31, 2025. This Comprehensive
Memorandum of Understanding (MOU supersedes the Comprehensive MOU between
the parties covering the period between July 1, 2016 and December 31, 2022).

SECTION 1
SALARIES

A. All represented RFMG City employees as of the date payment is made will
receive a one-time non-PERSable stipend of $10,000 to be paid with the first pay
period after City Council approval

B. Effective the first pay period following July 1, 2023, all members of the bargaining
unit will receive a five percent (56%) increase to their base salary.




C. Effective the first pay period following July 1, 2024, all members of the bargaining
unit will receive a three percent (3%) increase to their base salary.

D. Effective the first pay period following July 1, 2025, all members of the bargaining
unit will receive a three percent (3%) increase to their base salary.

SECTION 2
LENGTH OF SERVICE REQUIREMENT FOR STEP PROGRESSION

The City shall provide a merit step increase upon each 12 months of service for
satisfactory job performance until the employee reaches the top step of the range.

SECTION 3
PROBATIONARY PERIOD

All new hires and those promoted to classifications covered by the Group shall serve a
probationary period of twelve {(12) months.

SECTION 4
RECLASSIFICATION POLICY

The City reclassification policy shall require a salary increase to the next higher step
upon upward reclassification.

SECTION 6
SALARY DIFFERENTIALS/CERTIFICATION BONUSES

A. All employees certified for Emergency Medical Services (EMS) as an EMT by the
Riverside County Health Department shall receive a two percent (2%) EMS bonus
calculated as a percentage of base pay. As of October 1999, this stipend has been
included in the base pay as the EMT cettification is a requirement of all incumbents in
the classification of Battalion Chief.

B. The City will provide one (1) stipend equal to five point thirty-four percent (5.34%) of
base salary for each of the following certificates and/or degrees, not to exceed the
maximum aggregate of sixteen percent (16%):




1. State of California Fire Marshal/State Board of Fire Services. Fire  Chief,
Executive Chief Fire Officer, Chief Fire Officer, Chief Officer, Company
Officer, Fire Marshal, Fire Prevention Officer, Fire Inspector I, Instructor IIl.

2. Center for Public Safety Excellence. Chief Fire Officer (CFO), Chief Training
Officer (CTO), Fire Marshal (FM), Fire Officer (FO), Public Information Officer
(PIO). '

3. National Fire Academy. Executive Fire Officer.

4. Accredited University or College.

a. Fire Science/Technology Certificate or equivalent Associate Degree.

b. Bachelor's or Master's Degree in a job related area based on the same
criteria used to determine eligibility for tuition reimbursement, provided
that all individuals who posses a Bachelor's Degree at the time the
certification program takes effect shall be entitled to the bonus,
irrespective of the area of study.

5. Fully Qualified CICCS/NWCG Position Task Book. Division/Group Supervisor
(Q), Strike Team Leader {Q), Safety Officer (Q).

6. California Task Force 6 (USAR). Rostered and deployable member.

C. Stipends shall be counted as base pay and reported to CalPERS as pensionable
income.

D. Certificates earned by the date of the signing of this contract shall be retroactive to
July 28, 2006. Subsequent certifications earned shall begin with the pay period following
the date of certification.

E. The City and the Fire Management Group agree that instruction, training,
investigation, inspection and Fire Marshall duty time, as described in their job
descriptions, can be reported to state certifying boards for certification requirements as
validated by the Fire Chief.

F. In the event there are title changes for the certificate programs, the stipend
provision shall continue to apply.

SECTION 6
MEALS

The City shall continue to require that all affected sworn personnel assigned to the 24-
hour shift schedule shall eat all on-duty meals together. This provision shall not obligate
the City to purchase or provide the food for those meals. Nor shall this provision apply
during emergencies.




A.

SECTION 7
VACATION

Group members shall be entitled to utilize earned vacation benefits on the date
or dates selected by the unit member subject to the following conditions:

The Group member must:

Give at least twelve (12) hours advance notice;

Secure approval from their supervising Chief;

Utilize the time off in one or more four (4) hour blocks;

Procure a replacement in the same classification to fill in during his/her
absence; and

5. Maintain all required certifications and satisfy all departmental mandated
training requirements.

PON

a. When a training session is designated as mandatory, the department will
hold three (3) training sessions per shift; one at the beginning of the month,
one at the end of the month, and one in the month following the training.

b. Employees are required to attend one of the three (3) training sessions
offered while on duty. If an employee cannot attend one of the three (3)
sessions offered on their assigned shift, said employee shall attend a training
session offered on another shift on their own time.

c¢. Mandatory Training sessions are: EMT-Refresher training, HazMat training,
Confined Space training, Respiratory training, and any other training deemed
appropriate by the Training Division.

The exercise of privileges under this section shall not apply to emergency
situations or similar conditions where the needs of the Fire Department require
employee availability; the exercise of privileges under this section is subject to
existing vacation accrual limitations.

An employee may not volunteer to work overtime on his/her own shift while
utilizing vacation benefits. An employee may work to cover an absence caused
by his/her vacation upon the condition that the employee be compensated
therefore at his/her regular hourly rate of pay. When such occurs, vacation time
shall not be counted as “hours worked” for purposes of the Fair Labor Standards
Act during the affected pay period(s).

Department management and Group representatives will periodically review the
operations of section 7 to avoid abuses.




F. Annual vacation benefits for represented employees shall be 200.2 hours per
year for members assigned to a day assignment. Annual vacation benefits for
members with ten (10) or more years of service shall be 306.54 hours per year
for members on twenty-four (24) hours shift assignment.

SECTION 8
HOLIDAYS

A. Annual holiday benefits equal to the value of 156 hours for suppression
employees will be compensated by a cash payment during the last pay period of
November of each year. This holiday compensation shall be reported to
CalPERS as compensation earnable for employees in the suppression
assignments only (Battalion Chief S) in accordance with Government Code
Section 20160 and California Code of Regulations, Section 571(a)5 Holiday Pay.

B. Authorized holidays are as follows:

January 1st - New Year's Day

Third Monday in January - Martin Luther King Day
Third Monday in February - President's Day
Cesar Chavez Holiday

Last Monday in May - Memorial Day

June 19 - Juneteenth

July 4th - Independence Day

First Monday in September - Labor Day

Second Monday in October - Columbus Day
November 11th - Veteran's Day

Fourth Thursday in November - Thanksgiving Day
The day following Thanksgiving Day

December 25th - Christmas Day

C. Annual holiday for non-shift employees (Battalion Chief D), holiday time
shalf be credited based on scheduled shift hours that the employee would
have worked on that holiday.

For all members in this bargaining unit, when a holiday falls on the employee's
normal day off, the employee may be compensated in one of three ways:

a. The employee may elect to take the holiday off on another day within that
same pay period; or

b. The employee may receive cash payment equal to the value of the
holiday; or




c. The employee may bank the holiday, deferring receipt of compensation
until the last pay period in November.

Holiday compensation shall be reported to Cal PERS as compensation earnable for
employees in accordance with Government Code Section 20160 and California Code of
Regulations, Section 571 (a)5 Holiday Pay.

SECTION 9
TIME EXCHANGE

Each employee shall enjoy unlimited time exchange privileges subject to existing
procedures.

The unit member must:
1. Give at least twelve (12) hours advance notice;
2. Secure approval from the supervising Chief;

3. Procure a replacement in the same classification to fill in during his/her
absence; and

4. Maintain all required certifications and satisfy all department mandated
training requirements.

a. When a training session is desighated as mandatory, the department will
hold three (3) training sessions per shift; one at the beginning of the month,
one at the end of the month, and one in the month following the iniial training.

b. Employees are required to attend one of the three (3) training sessions
offered while on duty. If an employee cannot attend one of the three (3)
sessions offered on their assignhed shift, said employee shall attend a training
session offered on another shift on their own time.

c. Mandatory Training sessions are: EMT-Refresher fraining, HazMat training,
Confined Space training, Respiratory training, and any other training deemed
appropriate by the Training Division.

SECTION 10
HEALTH AND DENTAL INSURANCE

The City will pay the monthly premiums on behalf of each employee and eligible
dependent(s) under the medical insurance programs available through the City. The
City’s 2023 contributions to the available medical programs are listed in Attachment D.
Contribution amounts are subject to change annually based on actua! medical plan
premium changes.




Any increases in health insurance premiums each plan year will be divided equally
between the City and employees. This provision shall not apply to individuals with
employee only coverage until the premium exceeds the amount of the City’'s monthly
contribution.

Effective the first paycheck in December 2023, the monthly City contribution for
employee + one dependent will increase by eighty dollars ($80). The monthly City
contribution for employee + family will increase by one hundred and forty dollars
($140).

Effective the first paycheck in December 2024, the monthly City contribution for
employee + one dependent will increase by forty dollars ($40). The monthly City
contribution for employee + two or more dependents will increase by seventy dollars

($70).

The City shall contribute thirty-five dollars ($35) per month toward the payment of
premiums, on behalf of each Group employee participation, in the City’s dental plan.

The City and Association will work collaboratively, through the Citywide Health Benefits
Committee comprised of representatives of all labor unions, to study and provide
recommendations on health care coverage for retired City employees, who are
currently covered under the City's health care plans.

SECTION 11
HEALTH INSURANCE WAIVER STIPEND

A. Employees who do not elect to participate in the City’s health insurance program
and receive the contributions described above in Section 11A and can show proof of
insurance, shall receive a stipend of no less than $2,000 the last payroll period in
November.

B. Employees must be employed through the end of the last payroll period in
November to qualify for this benefit.

C. Current employees on payroll through November who did not work the entire 12-
month period shall earn the stipend on a pro-rata basis.

D. This can be paid in deferred compensation through payroll, not to exceed annual
IRS deferred compensation limits.

SECTION 12
LIFE INSURANCE




The City shall provide term life insurance in the amount of twice each employee’s salary
plus $1,000 adjusted every January 1.

SECTION 13
RETIREMENT SYSTEM/CONTRIBUTION

The City offers a defined retirement benefit plan through the California Public
Employees’ Retirement System (CalPERS) and there are three (3) tiers depending on
date of hire which define the various retirement levels for the members retirement
formula, final compensation calculation and employee contribution/cost sharing as
follows:

A.

Tier 1 - Employees hired prior to June 11, 2011.

The retirement formula is 3% at 50 years of age. Final compensation is based on
the single highest year (highest consecutive 12 months) pursuant to Government
Code Section 20042,

The City shall continue to pay the Employer Paid Member Contribution (EPMC).
Those employer paid member contributions shall be credited to the employee’s
account with PERS. In addition, those employer paid member contributions shall
be reported to PERS as pensionable income in accordance with California
Government Code Section 20636(c){4). In no event shall the EPMC exceed nine
(9% of pensionable income for public safety members of CalPERS.

As soon as administratively possible after the approval of the MOU, represented
employees in Retirement Tier 1 (CalPERS Classic Tier 1 & 2) shall pay an
additional portion of the required employer contribution equal to two percent (2%)
of pensionable income pursuant of the cost sharing provisions set forth in
California Government code section 20516 so that the total amount of the
employer contribution paid by the employee shall equal ten percent (10%) of
pensionable income.

Effective the first pay period, following July 1, 2024, represented employees in
Retirement Tier 1{CalPERS Classic Tier 1 & 2) shall pay an additional portion of
the required employer contribution equal to one percent (1%} of pensionable
income pursuant of the cost sharing provisions set forth in California Government
code section 20516 so that the total amount of the employer contribution paid by
the employee shall equal eleven percent (11%) of pensionable income.
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Effective the first pay period, following July 1, 2025, represented employees in
Retirement Tier 1 (CalPERS Classic Tier 1 & 2) shall pay an additional portion of
the required employer contribution equal to one percent (1%) of pensionable
income pursuant of the cost sharing provisions set forth in California Government
code section 20516 so that the total amount of the employer contribution paid by
the employee shall equal twelve percent (12%) of pensionable income.

Tier 2 — All employees hired on or after June 11, 2011, but prior to January 1,
2013, or employees hired by the City on and after January 1, 2013, who meet the
definition of a classic member as stated by the CalPERS rules or have worked
for an agency whose retirement system has reciprocity with PERS, within six (6)
months of a break in service.

The retirement formula for bargaining unit members in this tier is 3% at 55 years
of age pursuant to Government Code Section 21363.1. Final compensation is
calculated as the average of the three (3) highest consecutive years pursuant to
Government Code Section 20037. Employees in Tier 2 pay the entire member
contribution, which is nine percent (9%) of compensation.

As soon as administratively possible after the approval of the MOU,
represented employees in Retirement Tier 2 (CalPERS Classic Tier 3) shall pay
one percent (1%) of pensionable income towards the required employer
contribution pursuant to the cost sharing provisions set forth in California
Government code section 20516.

Effective the first pay period, following July 1, 2024, represented employees in
Retirement Tier 2 (CalPERS Classic Tier 3) shall pay an additional portion of
the required employer contribution equal to one percent (1%) of pensionable
income pursuant to the cost sharing provisions set forth in California
Government code section 20516 so that the total amount of the employer
contribution paid by the employee shall equal two percent (2%) of pensionable
income.

Effective the first pay period, following July 1, 2025, represented employees in
Retirement Tier 2 (CalPERS Classic Tier 3) shall pay an additional portion of the
required employer contribution equal to one percent (1%) of pensicnable income
pursuant to the cost sharing provisions set forth in California Government code
section 20516 so that the total amount of the employer contribution paid by the
employee shall equal three percent (3%) of pensionable income.

Tier 3 - Employees hired on or after January 1, 2013, and who are defined by the
Public Employees’ Pensiocn Reform Act (PEPRA) as new PERS members.

The retirement formula is 2.7% at 57 years of age. Final compensation is
calculated as the average of the highest thirty six (36) consecutive months
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pursuant to Government Code Section 7522.32(a). Employees in Tier 3 pay fifty
percent (50%) of the normal cost to CalPERS which is currently 12.25% of
compensation.

Final tier determination and reciprocity eligibility is made by PERS according to the
membership eligibility requirements in the CalPERS Law.

New Member Definition:

A new member is defined in the California Public Employees’ Pension Reform Act of
2013 (PEPRA) as any of the following:

+ A new hire who is brought into CalPERS membership for the first time on
or after January 1, 2013, and who has no prior membership in any
California public retirement system;

« A new hire who is brought into CalPERS membership for the first time on
or after January 1, 2013, and who is not eligible for reciprocity with
another California public retirement system;

s A member who first established CalPERS membership prior to January 1,
2013, and who is rehired by a different CalPERS employer after a break in
service of greater than six (6) months.

Note: CalPERS refers to all members that do not fit within the definition of a new
member as “classic members.”

The City shall provide the one half widow's continuance option to all employees in the
Group.

The RFMG does not waive the claim that employees hired between January 1, 2013
and June 30, 2014 were unlawfully placed as new members under PEPRA.

SECTION 14
LONG-TERM DISABILITY

The City shall contribute ten dollars ($10.00) per month per Group member towards a
long-term disability program maintained by the Riverside City Firefighter's Association.
[f not elected to be used for this purpose, the contribution for long-term disability
insurance for the Group member will be added to the city provided deferred
compensation contribution as set forth in Section 14 below.

SECTION 15
DEFERRED COMPENSATION
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A. The City shall make available to Group members its 457 and 401 a deferred
compensation programs. The plans are subject to rules and limits established by
plan administrators or the Internal Revenue Service.

B. The City shall contribute two-hundred and fifty dollars ($250) per month to Group
members’ 457 or 401a deferred compensation plans.

SECTION 16
SUPERVISION RATIO AND MINIMUM STAFFING

The City and Group members agree to a manager to subordinate ratio not to exceed ten
to one (10:1). This supervision ratio provision may be waived if a full time safety
aide/assistant is assigned to the Group member. For consecutive periods of eleven (11)
hours or less, the Fire Department may operate at levels other than those prescribed
supervision ratios because of temporary absences. The minimum number of Chief
Officers will be eleven (11).

SECTION 17
SICK LEAVE

A. SICK LEAVE

Group members working fifty-six (56) hours per work week shall earn sick leave credit
at the rate of twelve (12) hours per month of employment. All other employees in the
Group shall accumulate eight hours of sick leave credit for each full month of
employment or major portion thereof. Such sick leave credit may be accumulated
without limitation, except as provided elsewhere.

B. FAMILY SICK LEAVE

Sick leave for family illnesses will be allowed only for the sickness or injury of the
spouse, child, mother, father, registered domestic partner or child of the domestic
partner of the employee. All family sick leave must be approved by management in the
department and a doctor's certificate may be required in the case of sick leave for family
illnesses in excess of one and one-half {1 ) shifts. For illnesses that qualify under
FMLA, the procedures set forth in Section 17 shall apply.

C. SICK LEAVE PAYOUT

Accumulated unused sick leave at the time of retirement, or disability retirement, or
death of an employee shall be paid to the individual or his beneficiary in accordance
with the following formula:
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1. More than five (5) years but less than ten (10) years of continuous service will
be paid twenty-five (25%) of unused accumulated sick leave.

2. More than ten (10) years of continuous service will be paid fifty percent (50%)
of unused accumulated sick leave.

3. Upon completing twenty-five (25) years with the City Fire Department, Group
members are entitled to fifty percent (50%) sick leave payoff upon any honorable
separation from the department. Honorable separation includes retirement from a
non-work related injury, work related injury, voluntary early retirement or
resignation providing conditions were honorable as previously indicated and not
in lieu of termination.

SECTION 18
FMLA and FRA

A. The City shall apply provisions of the Family and Medical Leave Act of 1993
(FMLA) and the Moore-Brown-Roberti Family Rights Act (Gov. Code, § 12945.2) (FRA)
to eligible Group members.

B. To be eligible for this benefit, the Group member must have at least twelve (12)
months service with the City and have worked at least 1,250 hours for the City in the
preceding twelve (12) months.

C. Pursuant to FMLA and FRA, eligible Group members may use accrued vacation
leave to care for a child, spouse or parent suffering from a serious health condition. If
the leave is because of the employee’s own serious health condition, accrued sick leave
shall be exhausted before utilizing accrued vacation leave.

D. Family care and medical leave shall be counted against and run concurrently
with such accrued vacation leave or sick leave as described in section C.

SECTION 19
HOURS AND OVERTIME

A The workweek of affected employees [excepting forty-hour (40) per week
employees] shall be adjusted to fifty-six (56) hours per workweek, to be implemented in
increments of twenty-four (24) hour shifts.

B. For all employees represented by the Group who are assigned to fire
suppression duties and work shifts of twenty-four (24} hours duration (fire suppression
employees), overtime shall be defined as all time worked in excess of the regularly
scheduled work shift or in excess of 182 hours in a twenty-four (24) day work period
commencing April 4, 1986. For all other employees the work period shall be seven (7)
days commencing Friday midnight and extending to the following Friday midnight.
Employee shall receive overtime compensation therefore as follows:
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For the purposes of administering this policy, in accordance with the City's
fourteen (14) day pay period, the City shall pay fire suppression
employees 112 hours per pay period as follows:

a.  The first 106 hours shall be paid at straight time.

b.  The last six (6) hours shall be paid at one and one-half times the
employee’s regular hourly rate of pay. To the extent permitted by
the Public Employees' Retirement System (PERS), earnings, if any,
for these six hours shall be separately reported to PERS as
"compensation earnable" for purposes of retirement calculations.

All hours worked beyond the regularly scheduled hours of work in a pay
period shall be paid at one and one-half (1 1) times the employee's
regular hourly rate of pay.

For purposes of calculating eligibility for overtime compensation, the City
shall continue to count as hours actually worked all paid leave time
including, but not limited to, holiday, vacations, sick leave, industrial
disability leave and compensatory time off.

With respect to fire suppression employees, hours worked because of a
shift trade shall not be counted as time worked for purposes of calculating
eligibility for overtime compensation; however, hours scheduled to be
worked but not worked because of a shift trade shall be counted as time
worked for purposes of calculating eligibility for overtime compensation.

It is the present intent of the City and the administration of the Fire
Department to maintain the current practice regarding overtime
assignments provided, however, that this agreement shall in no way be
interpreted or applied to limit, abridge, restrict or modify the City's rights
including, but not limited to, its pre-existing obligation to minimize overtime
compensation.

Under the Fair Labor Standards Act (FLSA), the Battalion Chief position assigned
to day shift (Battalion Chief D} is to be considered exempt. Employees in the
classification of Battalion Chief (D) (Day shift) shall be entitled to overtime
compensation at the rate of one and a half (1 '2) times their hourly rate, outside their 40-
hour workweek, for emergency call back, backfill for Suppression, City events, local,
State or Federal incidents/deployments.

D. The priority for constant staffing fire suppression vacancies will be given to those
Battalion Chiefs assigned to suppression.
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E. Long term vacancies of ninety (90) consecutive days or more in the position of
Battalion Chief may be filled, at the discretion of the Fire Chief, with a temporary
appointment in an acting capacity of a qualified person from the current Battalion Chiefs'
promotional list.

F. Except as provided above, no Group member shall be permitted to work more than
ninety-six (96) consecutive hours. Any such employee who works ninety-six (96)
consecutive hours may not commence a new assignment until he/she has heen off work
for a minimum of twenty-four {(24) hours. Exceptions to these requirements may be
granted at the discretion of the Fire Chief or his designee. (Refer to the department’s
new policy).

SECTION 20
COMPENSATION TIME

Members may choose compensatory time off (CTO) in lieu of cash payment for
overtime hours worked. Members are limited to a maximum accrual of one-hundred
(100) hours.

Members shall also have the option to receive premium overtime compensation for all
overtime worked in the form of Compensatory Time Off Personal (CTOP), subject to a
maximum accrual limit of one-hundred (100} hours. CTOP is allowable from two (2) to
six (8) hours without creating the need for the Fire Department to replace the absent
employee. In addition, the CTOP may be approved for up to ten (10) hours to pursue
Fire Department sanctioned educational courses without creating the need for the Fire
Department to replace the absent employee. Implementation procedures shall he
developed by the Fire Chief in consultation with the Group.

SECTION 21
FLEX TIME

Group members assigned to “Day Shift” are eligible for a flex work schedule, subject to
Fire Chief and City Manager approval, consisting of a four-ten {4/10), nine-eighty (9/80)
or substantially equivalent two-week work period.

SECTION 22
CALLBACK

Any Fire Battalion Chief {S) who has been "called back" to duty to perform services for
the City shall receive minimum overtime compensation of two (2) hours pay at the rate
of time and a half (1 %2).

SECTION 23
COURT TIME
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Employees will be compensated at the rate of one and one-half (1 %%) times their regular
hourly rate for actual time spent outside their duty shift standing-by or testifying in Court
related to their official duties, provided that, with respect to required Court appearances,
employees shall receive a minimum of four (4} hours compensation at their regular
hourly rate of pay, including automatic earnings.

SECTION 24
ON-CALL

The Fire Management Group and the City agree that effective first pay period following
August 1, 2023, the On-Call additional four percent (4%) will be added to the base
salary range of the Fire Battalion Chief (D) (Day Shift) and removed as “additional pay,”
while also updating the job description to include On-Call as part of regularly assigned
duties.
SECTION 25
GRIEVANCE PROCEDURE

A. PUPOSE:To provide regular public safety employees with an orderly procedure for
processing a grievance. The current M.O.U. for the bargaining unit should
be referenced as to specific language.

B. DEFINITION: A grievance is an allegation by an employee that the employee has
been adversely affected by a violation, misinterpretation, or misapplication
of the specific written provisions of a Memorandum of Understanding, the
City's salary and fringe benefit resolutions, or the City's written personnel
policies and procedures.

C. POLICY: Regular employees in the Fire and Fire Management and Police and
Police Management Units shall use the hereinafter prescribed procedure
for grievances arising out of the administration of ordinances or regulations
dealing with personnel, salary, or other benefits, any alleged improper
treatment of an employee, or any alleged violation of commonly accepted
safety practices and procedures.

1. Representation - An employee may be represented at all stages of the
grievance procedure by himself/ herself or, at his/her option, by a
representative.

In this grievance procedure, any reference to grievant means grievant, his/her
representative, and/or a bargaining unit.

2. Time Limits - The time limits herein are maximum time limits; however, time
limits may be extended by mutual agreement.

a. In the event the grievant fails to meet a time limit, such failure shall
constitute a waiver of the grievance.
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b. In the event the City fails to meet a time limit, such failure shall
allow the grievant to proceed to the next level of the grievance
procedure.

3. Arbitration Costs and Selection - The cost of the hearing officer/arbitrator
shall be borne equally by the City and the Association. If the parties are
unable to agree upon a hearing officer or arbitrator, hearing officers and
arbitrators shall be selected from a panel submitted by the California State
Conciliation Service; each party shall alternately strike names until there is
one remaining. If the Association is neither the grievant or the grievant's
representative, the cost of the hearing officer/arbitrator shall be borne
equally by the City and the grievant.

D. PROCEDURE:
Responsibility Action

Department, Grievant 1. Informal Step: As a general policy,
attempts shall be made to ascertain
all facts and adjust all grievances on
an informal basis between the
grievant and a supervisor in the
chain of command up to and
including the Division Head.

Presentation of this grievance shall
be made within ten (10) working
days from the date the grievant
knew or should have known of the
act or occurrence giving rise to the
grievance.

Grievant 2. Step One: If the grievance is not
adjusted to the satisfaction of the
grievant within five (5) working days
after presentation of the grievance,
the grievant may submit the
grievance in  writing to the
department head within the next ten
(10) working days.

Department Head 3. Meets with the grievant within five
(5) working days of receipt of the
written grievance and communicates
a decision to the grievant within five
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Grievant

Hearing Officer
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(5) working days after the meeting.

Step Two: [f the grievant is not
satisfied with the decision of the
department head, the grievant may,
within ten (10) working days after
receipt of the department head's
decision, submit in writing the
grievance and request for a hearing
to the Assistant City Manager for
review.

Hears case and makes recom-
mendation according to the type of
grievance.

a. Non-disciplinary  grievances:
Heard by a hearing officer
who shall make advisory
recommendations to the City
Manager. The City Manager's
decision shall be final.

b. Disciplinary grievances for
regular employees who are
suspended for ten (10) days
of more [three (3) shifts or
more for Fire Department
personnel assigned to work
more than 40 hours per
week], are demoted in rank, or
are terminated. Appeals to a
hearing officer whose decision
is final. Either party may seek
review of the hearing officer's
decision pursuant to Code of

Civil Procedure  Section
1094.5.
C. Other disciplinary grievances

for employees who receive
discipline other than that
which is indicated in b. The
matter may be appealed to
binding grievance arbitration.




The arbitrator's decision and
award shall be final and
binding on the parties and
may be reviewed only pur-
suant to Code of Civil
Procedure Section 1285 et
seq.

SECTION 26
DUTY STATION ASSIGNMENTS

All employees in the classification of Fire Battalion Chief (D) (Day shift) shall serve in
that capacity at the discretion of the Fire Chief. Those employees serving at the
discretion of the Fire Chief may be assigned by the Fire Chief to serve in the
classification of Fire Battalion Chief (S) (Suppression) without the necessity of
establishing good cause and without any right to appeal.

SECTION 27
BEREAVEMENT LEAVE

In addition to bereavement leave specified in the Human Resources Policy and
Procedure Manual, one (1) day of paid bereavement leave shall be allowed for
purposes of attending the funeral in the event of the death of an uncle or aunt.

SECTION 28
TRAINING

All outdoor training scheduled when in the "Danger” level of the Heat Index on the
OSHA-NIOSH Heat Safety Tool shall not be held and may be rescheduled at another
time.

SECTION 29
ABANDONMENT OF POSITION

The City's disciplinary policy shall be modified to provide that absence without
authorized leave for two consecutive working shifts creates a rebuttable presumption
that the employee has voluntarily abandoned his/her position. This presumption may be
rebutted by the presentation to the Fire Chief of a satisfactory explanation for the
absence. Absent an explanation that satisfies the Fire Chief, the abandonment may be
grounds for disciplinary action, subject to the estabiished right of employees to appeal
any such discipline.
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SECTION 30
SALARY AND BENEFIT RELATIONSHIP WITH THE FIRE UNIT

The following language is carried forward from the 1989 Memorandum of
Understanding between the parties: “The City and Fire Management Unit agree that in
subsequent years, salary and fringe benefit increases for Fire Battalion Chiefs will be at
least equal to those received by the Fire Unit, if any. [f classifications which are
represented by the Fire Unit should, through the meet and confer process, receive a
reduction of salary and/or fringe benefits, it will be presumed that a corresponding
reduction also applies to the classifications which are represented by the Fire
Management Group. However, the City agrees that prior to implementing such
reduction in salary and/or fringe benefits, it will meet with representatives of the Fire
Management Group to discuss such reductions. It is understood and agreed that if,
following discussions between the City and Fire Management, it is agreed not to
implement such salary and/or benefit reductions, that a subsequent restoration of such
salary or benefits to the classifications which are represented by the Fire Unit will not
trigger a corresponding increase in salary and benefits for the classifications which are
represented by the Fire Management Unit.”

Salary matching increases from the Memorandum of Understanding between The City
of Riverside and The Riverside Firefighters’ Association, Inc. January 1, 2023 -
December 31, 2025:

A. Effective the first pay period following July 1, 2023, the existing differential
between top step Captain (S) to bottom step Fire Battalion Chief (S} and top step
Captain (D) to bottom step Fire Battalion Chief (D) will continue for the term of
this contract.

B. Effective the first pay period following July 1, 2023, all members of the bargaining
unit will receive a three and one-half percent (3.5%}) increase to their base salary.

C. Effective the first pay period following January 1, 2024, all members of the
bargaining unit will receive a one and one-half percent (1.5%) increase to their
base salary.

D. Effective the first pay period following July 1, 2024, ali members of the bargaining
unit will receive a three and one-half percent (3.5%) increase to their base salary.

E. Effective the first pay period following January 1, 2025, all members of the

bargaining unit will receive a one and one-half percent (1.5%) increase to their
base salary.
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SECTION 31
ESTABLISHMENT OF RETIREE MEDICAL. TRUST FUND

. The City shall make a defined contribution each month toward the retiree medical
trust fund established by the Riverside City Firefighter's Association an amount
equal to one hundred dollars ($100) for every employee in this unit of
representation who is in a paid status.

. The trust shall be administered by a “third party administrator” selected by the
Southern California Firefighters Benefit Trust Board of Trustees.”

. The Trust shall provide post-retirement medical benefits in compliance with
ERISA and the Internal Revenue Code according to the Medical Expense
Reimbursement Plan (“Plan”) of the Trust, only to individuals who have met the
eligibility.

. The Association agrees to provide a copy of the annual audited financial
statements of the Trust upon request of the City, and the Association agrees to
request authorization from the Board of Trustees for the City to audit the books
and records of the Trust at the City’s request.

. Upon service retirement, medical retirement, or death of an employee in this
Group of representation, the City shall make pre-tax (to the extent permitted by
the Internal Revenue Service) defined contributions to the Southern California
Firefighters Benefit Trust (or such other Trust as the RFMG may designate from
time to time) in the amount equal to seventy-five percent (75%) of the value of
the sick leave payout entitled the employee pursuant to Section 16C of this
Memorandum of Understanding (MOU} based upon the employee’s rate of pay
immediately preceding retirement. The remaining twenty-five percent (25%) of
the sick leave payout entitlement shall continue to be paid in cash to the
employee upon retirement. These contributions shall only be used to pay retiree
health insurance premiums or health services expenses, in accordance with the
terms of the Trust. The employee shall not have the option to receive a cash
contribution for the value of the sick leave benefits contributed to the Trust fund
in lieu of making those contributions.

. The City shall remit the above defined contributions and/or accrued leave
payments directly to the Trust for the duration of the Memorandum of
Understanding. Those contributions shall be remitied bi-weekly, in one
aggregate payment, (e.g. ACH transfer or wire) directly to the custodian of the
Southern California Firefighters Benefit Trust within 30 days of the date the
payment would have been payable to the employee. In addition, the City shall
submit a monthly report of the contributing employees, in the format requested by
the Southern California Firefighters Benefit Trust, that the City can reasonably
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develop, to the Trust office and to the Secretary-Treasurer of the Riverside City
Firefighters Association.

a.The City shall also remit, on behalf of the employees of the Riverside
City Firefighters Association, a defined contribution each month in the
amount equal to one hundred dollars ($100). The employee contribution
will be withheld, pre-tax, from each member’s paycheck bi-weekly. The
withholding will be identified as a line-item, on each members pay stub,
under Current Deductions, “FD RETMD.”

G. The City’s obligation to provide pre-tax deposits would remain subject to [nternal
Revenue Service rule as they ma be revised in the future. Should the Internal
Revenue Service later determine that these contributions are no longer
permissible on a pre-tax basis, the parties shall meet and confer in good faith to
pursue aiternative approaches for providing comparable benefits. If the parties
are unable to reach an agreement, the retiree shall receive the entire sick leave
payout in cash pursuant to the provisions of Section 16C of the MOU.

H. The Riverside Fire Management Group agrees, to the fullest extent permitted by
applicable law, to indemnify and hold harmless the City and each of its agents,
officers, and employees against all costs, expenses, liability, and damages
resulting from any misrepresentation, negligent action or inaction, or breach of,
the Trust, or any rules, policies, or procedures established by the Trust's Board
of Trustees.

I. The City provides no guarantee to Fire employees regarding the ultimate length
of retiree medical benefit payout. Employees who participate in the Trust
assume the entire risk from any investment gains or losses associated with these
funds or other decline in value. Nothing contained in this MOU shall constitute a
guarantee by the City that assets of the Trust will be sufficient to pay any benefit
to any person or to make any other payment during an employee’s life
expectancy after retirement. All City payments to the Trust are defined
contributions only. Payments to be paid from the Trust are limited to the
remaining assets in the Trust and governed by the Board of Trustees and the
current Plan. -

The parties understand that the above provision shall in no way obligate the City
to incur any additional costs or obligations beyond those already set forth in the
MOU.

SECTION 32
FIRE COMPLAINT POLICY

The Fire Complaint Policy is SOP #1.12 and is found in its entirety in Attachment A.
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SECTION 33
REASONABLE SUSPICION DRUG TESTING POLICY

The Reasonable Suspicion and Post-Accident Drug and Alcohol Testing Policy for
Group members is SOP # 1.13 and is found in its entirety as Attachment B.

SECTION 34
UNIFORM MAINTENANCE ALLOWANCE

Group members shall receive $108.80) per month Uniform Maintenance Allowance. The
uniform maintenance allowance shall not be intended to be used for any fire resistive
clothing or safety equipment. The monthly allowance shall be increased by the
percentage of any future salary increases afforded to the Group as follows:

a. First pay period following July 1, 2023 — Members shall receive $120.55 per
month Uniform Maintenance Allowance.

b. First pay period following January 1, 2024 — Members shall receive $122.36 per
month Uniform Maintenance Allowance.

c. First pay period following July 1, 2024 — Members shall receive $130.44 per
month Uniform Maintenance Allowance.

d. First pay period following January 1, 2025 — Members shall receive $132.40 per
month Uniform Maintenance Allowance.

e. First pay period following July 1, 2025 — Members shall receive $136.37 per
month Uniform Maintenance Allowance.

SECTION 35
BODY ART

During the term of this Agreement, the Fire Department shall prepare a Policy
addressing tattoos and other body art after meeting and conferring in good faith with
authorized representatives of the Association. The Policy shall identify which tattoos
and body art must be covered while the employee is on duty and the manner in which
any covering shalt occur, taking into account heat stress and other safety factors.

SECTION 36
LABOR RELATIONS LEAVE TIME

Up to 144 hours per year will be available collectively for the designated Association
members during this agreement to attend California Professional Firefighters, the

International Association of Firefighters and the International Association of Fire Chiefs
functions.

Leave time must be requested in advance and the requesting employee must arrange
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for a replacement on a rank-for-rank basis.

SECTION 37
TERMS AND CONDITIONS

The following wages, hours and other terms and conditions of employment of Fire
Group Members are described and set forth in the following sections of the City of
Riverside FRINGE BENEFITS AND SALARY RESOLUTION:

Vacation Accrual Section 7,
subsections a, d, fand h

Bereavement Leave Section 9
Industriaf Accident Leave Section 10
Leave of Absence Section 11
Military Leave of Absence Section 13
Witness Appearance Compensation (Civilian) Section 14
Jury Duty Compensation : Section 15
Automobile Allowance and

Reimbursement for Expenses Section 16
Retirement Benefits Table 12

The contents of those provisions of the City of Riverside FRINGE BENEFITS AND
SALARY RESOLUTION as they existed on August 25, 2006 are incorporated by
reference herein and shall remain in full force and effect during the entire term of this
agreement unless amended by mutual agreement of the parties.

SECTION 38
PROVISIONS OF LAW

A. It is understood and agreed that the specific provisions contained in this Agreement
shall prevail over all prior written agreements and all contrary practices and
procedures. Any amendments to this agreement shall require approval by City
Council adoption.

B. It is understood that existing ordinances, resolutions and written policies of the City
cover matters pertaining to employer-employee relations including, but not limited to
salaries, wages, benefits, hours and other terms and conditions of employment.
Therefore, It is agreed that all such ordinances, resolutions and policies, including
the Employer-Employee Relations Resolution are hereby incorporated herein by this
reference and made a part hereof as though fully set forth and except as provided
herein shall remain in full force and effect during the term hereof. The parties hereto
agree that northing in this MOU shall in any manner abridge, restrict or modify the
rights and prerogatives of the City and its employees as set forth in Article |,
Sections 4 and 5, and Article 1l Section 1 B of Resolution No. 15079, or its
successaor, if any.
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C. The City and the Group agree that for the term of this Agreement, each party waives
its rights and each party agrees that the other party shall not be obligated to meet
and confer with respect to any subject or matter pertaining to or covered by this
Agreement except as expressly provided for in this Agreement and as to meeting
and conferring over the renewal or continuation of this MOU at its expiration date in
accordance with said Employer-Employee Relations Resolution.

D. It is understood and agreed that this MOU is subject to all present and future
applicable federal or state laws or regulations and the provisions hereof shall be
effective and implemented only to the extent permitted by such laws and regulations.
If any part of this Memorandum of Understanding is in conflict with such applicable
provisions of federal or state laws, or otherwise held invalid or unenforceable by any
tribunal or competent jurisdiction, such part of provisions shall be suspended and
superseded by such applicable laws and regulations and the remainder of the MOU
shall not be affected thereby and shali remain in full force and effect.

Upon ratification by the membership of the Group and by the City Council this

Memorandum of Understanding shall be effective through December 31, 2025, and
for the duration of any agreed upon extension.
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ATTACHEMENT A
COMPLAINT POLICY
PROCEMIRE
I The Department 1ecopnizes the Firefighters” Procidural Bl pf Rights andd will provide riphts

and proteativng afforded 1 employees by this legi slation,
AL DEFINTTIONS

b Complaime Any allegation of poor service or miscondue made by a citizen o
ctployee spainst o member(s) ol the Dlepartment is a Canplaint,

v Complainis of misconduct:  Must allege & violation of taw, Riverside Fire
Departiment Policy, Procedure or Crder or City Poliey ot Procedure,

o Uomplainis lodged by eitizens will by elassifled us eitizen complainig,

* Complaints lodged by employees/supervisors will be chssilied a5 intemal
cumplaints

2. Exdmples of complaims eenteenpinted by this policy inchude, but are npt limited o
the foltawing:

T

Sexual Harassmeat/Miserimination
Uriminal Condact

Racialfethiic sfues

Poar servige

Disconrtesy

Impeoper P rovedure

Canduct Unbeeoming (CURD)

3. Each allepation in g complaint shail have one of the [oHowing FINDINGS:

Unfounded: The allegad ael did nos oceur.

Exonerated: The aleged act nceurred but was justified, legal and proper.
Not Sustained: The investipation produced insufficient information
prove or disprove the allegation.

Sustained: The Department member commitied all or parl of the alteged
acts ol misconduct or poar serviee,

Misconduct Noted: The Department member viglsted o section of the
Bepastmemt Policies, Rules or Pracedures nat oripimally alleged in the
vomplain:.

Twy ol Bevtitnlde f e Uregrarvaecal Stae g ugdd Uperitng Proerdurs




Management & Athmnistiation

Titje: Complaing Polivy BEH 142
Bltective: 12400
Revised: DpRAG

A bgquity: H, during Use investipation, it i detenmined thal a citizen is tmerly
requesting clarifistion of 2 policy o pocedure, that compening, with the
cancarente of lhe Opmiations Deputy Chief, may be considered an lgiry, The
Operations Deputy Chief, or s designee, shall be tespomsible for inguiry
Ty THESIY

B COMPLAINT RECEPTION AND ROUTENG

I Non-supervisory employees shall inmudiately refer complaints In ag oun-duty
supervisar (iLe., Fire Caplain, Rattalion Clief). Supervisors shall ncrept complatus
it writing, in person, or by telephone or from ahonymous peisons. The purpose for
this s to cacourage citizens or corployees o bring forward legitimate geievanzes
regarding poor service or nisconduct by Department wmembers.  Citizens and
members of the Department will not he discouraged i any manner from making a
complaing.

7. Supervisors shall imnediately record compirints o a Complalin Control Forn,
Supervisors may resulve minor complains with afipropeiate corrective action
ineluding non-disciphinary counseling and waining,  Supervisors shall cepont al
complaings o the on-duly Baltalion Chief as sooi s possible. The Batalion Chiel
shall direed the supervisor o 6 yut o Complaint Coatiol Form

3. The supervisor aceepling a complaint in purson shall give r copy of the Complaint
Contol Py 1o (he complainanl.  The original shall be forwarded © the
Operations Depmy Chief via the Batalion Chiel on duty,  In the case of a
camplaint of serious misconduct of & ceiminal votre, the Operations Depuly Chigf
o the Fiee Chief shall b notified immediztely by the on-duty Basalion Chief

4. Hpon receipt of the Complaint Control Form, the Operations Deputy Chief will
notify the complatoant in writing hat the complaint has been received and (bat an
investipation has been initiated {or other appropridte corrective action has been
taken}. A copy of the Complaint Control Furm will also be mailed 1q the
complainant 1F & has not already baen provided o him or her by the accepling
supervisot,

wn

The Opecations Reputy Chiel will be responsible for assiprunent of the complaint
for investipation. The Operations Deputy Chie? shall ralain the orginal Complaint
Coatrol Form for teacking puiposes. A capy of the Complainl Conteo! Form will
be torwarded 1o the investigatos assipned Lo investigate the comylain, A copy of
the Complaint Control Fanm shall e given o the Bepartimen member(s) against
whorn the somplaim wax todged  This should be done within 2 reasonable and
apprapriate tire, as detennined by the Operations Dapaty Chiel The Complain
Control Form shalt be furmished 1o the subject eroplayee priof (o intervigw by the
investigatan(s),

Uy af Riverads Foe {apataens Stapddard Upntraing Feseduee




Sanageinent & Adminisyation

Fitte; Cnmplale Podicy ooy
Eftraiive, L2
Hewisgd it

G Evestipnted ) ey by ol S e Araon Invesnpation Unil due 1a i

aprviahized ratnivg B investieatioms i Cosplants spaiadt erson fnvestipstors, U
Fire Cliel shall assija the fercenfipati

7. The Operations Depaty Chief shall be vesponsible for notifying the complainan in
vaiting by registered mail within thiny (30 dags of the disposition of the
complainl. Additonally, the Operations Deputy Chivl or assigned investigator will
nolily, in writing, the Depuriment member(s) against whon the complaint way
lodged ani the member's supervising offiees of (e disposition of U complait.

The fetter sent to the compluinant will only include the {ollowing information;

« Finding(s) of the investipgation A definilion of the finding will be
providad,

s Definitions are listed in seetion A2 shove,

«  Namie of the reestipator who investipmed tip cempla,

H an allegation resulted da o fnding of "Sustatned”, the feller will state that
“appropriste correctiveMisciptiary action will be taken against the involved
Breparioient membet™. The name of the involved Department member(s) and the
specific action to be aken will not be included in the leiur

€ COMPLAINT INVESTIGATION

1. The supervisor secepting the comphaint shall be responsible for accurately and fully
completing the Complaimt Contral Form, The supervisar shall olain preliminary
stlements Trom the complainant and iy immediniely available witnesses.
Additionally, the supervisor shall collect and preserve any physics) evidence that is
readily available or mny be tine or weather sensitive.

A In the cuse of complaints of a minor nature (ron-disciplinary), the Battalian Chief
shall have the discretion of assigniog » complainl to the Captain level [or
investigation or npproprinie comective uctinn (i, training, non-disciplinary
counseling, ere )

3 Allegations that a Department member vialaed s criminal law {felony or
misdemeanor) shall be jnvestigated by the Riverside Folice Department or the
approptiafe ouside law  enforcement ppency. The iotzrpal  administralive
irvestigetion witl be eondusted concurrent with o after the copletion of the
erimninal dnvestigotion, at the discretion of the Fire Chiel or tushar designee.
Supervisors becoming aware of & criminal investigation involving o Department
rember who may be suspected of conmiting a misdemeanor of felony crime shal)

Ly ol Riveide Faez Bepaument Ssdn Upeaning Preceduie




Managemueit & Administation

Title Complaint Palicy SGF- 11
Effective:; 1200
Rewviswl; ORAG

hemediately complete o Complains Control Ferm and roule it o the Opurations
Pegity Chief throvgh the on-duty Batalion Chicf,

A RIGHTS OF SUBIFCT OF INVIES FRIATION:

IFiv i detenmined i fhe cowse of an nvestigation that an employee could be
subject 1o punitive netion, priec to obtaining & stalement from the employee, the
employee will be inforned of the natwe of the investigation and piven ag
"Admanition Form™ explatining histher ghts as an investigation subjecl.  The
Arson Investigater Admenition Form is attsched to this Palicy as Appendix A. The
Fire Unit/Five Management Admaonition of Rights furm i atiached 1o'this Palicy sy
Appendix B. Also attached is o progressive discipline vverview as Appendix €.

.

LOCOMPLAINT INVESTIGATION REVIEW AND APPROVAL

I Compleled complaint investigations will be rouied through e chain ol comimand
b the Opeeations Deputy Chief, who shall ceview the completed investizaton ant
provide a wrillen statsment of conenrrence of thsagreement with the conclusions
and findings of the investigalor,

2. Verbal or written disclosure of any Information concerming the conélusinns and
fimdings of a complaint investigation w tie invelved Plepartment member shall be
made by the Fise Chief or the Operations Bepuly Chiel.  Assipred investigators
shall oaly discuss with or diselose to the Fire Chief or the Operatitng Depaty Chicf
tieir pretiminacy conclusions o findings.

1 Duee the completed investigation is approved by the Operations Deputy Chicf, he
or she, or his or her desipnee, shall review he investipation with the involved
Depantment membar(s). The Depatiment member il rend and sign a copy of the
invesligation.  Department membes will he provided with & copy of the
mvestigation if it is used as 8 basis for diseiplinary acton.

E. COMPLATNT INVESTIGATION FILES

t. The Operations Deputy Chief will be responsibie for inaintaining & comprehensive
file of all complaints and investigations.

4. For Depanmental purposes, complaint files will be stored under the following
cafegories:

7 Complaims Directed it Individual Conduet
Citizens' complaints incloding allepations of use of racialfethnie siurs,
serious discourtesy, excessive fprce, or false arrest,

b, Complainis Direcied 5 Group Conduet
Chtizeas® complaints alleging poor serviee of procedural violations by a
group of employees,

¢ Inturmat Coraplaints

Doy af ftverde Fare Depariment Sntond Cpootng Pracedure




Managemest & Adiinndation

fule. Cumnplivsd Palicy L) L I
Hitective Fan
Rovisd (R

Fanploves Adgenso vinplines of imsendin 4

Compdalin files relited (o the tondust of mxon Hvestigses shall be mointnined foy
o period af five years. Afier five yesrs Wy will be dostrayed AN ather cumpliin
Bles will b mabistained Tog g peind of bew years. After two yeurs they will he
destroyer. Files g by rewined lwigges i the subject mutter of the Tk is the
subiiect of pending itipation

Complaint files wail not b sioved i the emplayee's personel files Only
dissiplinary docuraents which resilt m sustaingd firdings of miseonduet shal) te
storzd i the gmployee's personnel fife

FoREBUTTAL TO INVES TIGATHON

o Deparment member who is the subject of g investigation cisaprees with the coment
i tindings of the investigation, helshe nwiy subroil g wiiiten rebutal within ihiny £i0)

Jays.

Phe Operations Depury Chief shall review the retunial and, iF apsropriate, nrder the

maler 4o be reopened o sdditionsl vestpation  The bttt will be fited with the
cennpleted ivestinuion

i PITCHESS MOTIONS

s secton onby apntios o comsliints mvalving wens mvestigators
P ?} J,'.I P

i

DEFTNTT{OINS:
Mone

A Pitchess Moton is a mation for diseovery of peace oftice personpel rectnds
where the defense counse) is sltemptiag (o establish o castony, habit or practice af
exeessive force, untutbfuboess or frlse arest Bpains e peace offiver,

1 a Pitehess Motion is recenved by the Department, the City Atlorney's Office will
he particted immediziely for advice s response

Uity of Ravirvdz Bacy Departineet Standand Uiperabing Peogzdure
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e Comiplsing Policy SO 11
Effective, 1240
Hevised: i i

... P e ecnrtnin

RIVERSIDE FIE DEPARTMENT
PEALT OFFICER ADMONITION OF JUGHTS (FORARSON INVESTIGATORN (INLY)
Animvestigin ion is bring conducted -

Dage:

Thne: R o
Location: o e
Hreseut: o o

i peferonee i

Wharean the ssture of the tavestigation focuse, oy

Oy of Revaesids Fire Creparmmznt Stardard Oguriiing Provedure Apgendiy A




Marageinent & Adninistialion

Fites Compdaint Polisy S0P 1%
Tiffective. 12
Reviged: ORAG

As g prace uflicer under Bection 83837 of the Penal Code and a frieelpghier under Section 3253 of the
Clovernment Code, you have the [ullawing rghis;

Vo You bave the right to lave nny interrogation eondugted a a reasanable howr, with a representive
al yout own chuosing present. Praleably, the intermgation wild ke place ut s ime when you are
o duty, or turing your pormal waking hours, unless the serinasness of the investigation requires
otherwise,

2. You have the right Lo he eompensated for fine spent in interogations tat e condueted i your
ol duty time at the noral rate Jor the Department. You shall not e released from employment
for any work you nnssed.

1, You have the right te be informed of the namy, rank and sommand of te offiees in chiarge of a0
interrogation, the inerropating officer(s), and all persons 1o be prosenst during the interrogation, in
ndvence of the interrogativn

4. You have the right 1o hive all guestions directed 1 you trough no moee than twe inlerrogators o
uie time.

5 You have the right to have the inserogation session lniied 1o 8 reasonable parind, tking into
considenion the gravity and complexity of the issue being investigated.

G You have e dght, dueing inlerropations, 10 be aliewed 1o stiend 10 your awvn personal pliysical
aecessities.

7. Yoo have the tiphtnot (o be subjected to offensive Tanpuage o thremlened with punitive netion,
An ginployes refusing to wspond o guestions or submil e intztragation shall be ieformed that
failuze 10 answer questions directly related 1o the investigation or interropation may result in
punitive action. No promises of reward shall be made as o indicement fo answering any
yuestions.

No sistement which you make doring intemrogation veder duress, coevcion, o threat of panitive
wetion shall be admissible in any subscguent civil proceeding. This protection is subject 1o the
following gualilicstions:

a. This protection shall not Hinit the use of statements you make when the Riverside Fire
Department is seeking civif sanctions against any public safety offieer, including
disciplinary action hrought vader Govermnent Code Section 19572,

b This pratection shill not prevent the admissibility of statements nade by you under

interropatian in any civil aclion, including administrative actions, which you or your
egelusive represerdative inBlisle arsing out of s disgiplinary action,

{isy of Raversede Fae Deprsiment Jzadard Operanng Fracedwe Agurndiy A
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Complaist Pelicy 508 113

Effertive; 1200
Revised: LT

10

. Thispuotection shall pol preveat slatements made by you umder Interragation lrom being
used 1o impeach yow westimony sfter anin gameea review o determaine whether the
slatemernts serve o impesch your estimosty.

g This protection slall not otherwise provent the admissibiity of stalements you mske under
imsepropation sfter your death

You hive the right oot Lo b subjecied 1o visits by the press or news media withoul your exprass
consent aor shall your kome address or pholograph be piven w the press or news edia by the
Ieparimest without your express consent,

You shaf) have sceess w oy tape recordingis) of any ol vour erropations ond you shud) have the
cight to use your own lape recorder.

You have the right 1o a transeribed copy of any notes iade by a sienogeaphier, or Lo any repnis or
cormplitits made by investigaiors or other persons, exvep) those which are deemad by the
investigning ngeney o be confidentinl. Mo notes or teports, which are decmed 1 be confidential,
may be entered in your pessonne) file.

You have the right to be infoemed of your constingionat rights iF 1t s deemed that vou may be
vharged wilh 5 crimsinal offenss before the inlerogation starts.

Yot have the right o have a representative peeseat I onnal charges have beew made or iF punitive

uotbom may be tken ns 2 resull of e intecrcgation,

- You have the right not w be temporarily reassipoed, o @ localiog or duly pssignment if 2 member

of the Department wonld nat rormally be seat to that loeation o would nos normally be piven that
duly assipnment snder sinilar iccumstances.

. You shall not be subjecied to punitive action, or denied promotion, or be threatened with any such

reasimnent due o your lowlul exercise of doy dghts onder any administeative grievance procedure.
3

The Fire Chief of the Riverside Fire Department shail not be precluded from ordering youta
cooperate with any other ageneies involved in criminsl investigations, 1F you Bl to comply with
such an order, the Riverside Fine Depacmeni sy offtctdly eharge you with insulwedingtion.

Mo punitive action, nor denial of promotion os grounds othér than meris, shall be undeniaken by
the Riverside Fire Dupartment without proviling you with an epportunity for adninistrative
appeal

. Yo have the ripht not lo have any comment, adverse (o your interest, entered in your personne!

file, or any other file used for sny persoanel purposes by the Department or Chy, withoul you
having first read or signed ihe instrment containing the adverse comment indicating that you ace
aware of such enmment. i vou refuse o sigs the document, it will be so noted and placed in your
file,

City of Revarade Free Bepattmest Jrandaed Opersing Pevcedire Appendic A
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Tile Eromplainl Falicy K0P, 12
Effective, 12
Revised, BaH

1o, You have the right o reTuse o foforn e Depaitmest of infonmaion teganding iems of propedy,
incanie, pssels, sawer af ncune, delits or pessonat oc domestic expenditures and Uiose of your
famity, excopt such information as sequited by State Taw or whichis neeessary {or the Depanment
to nseertoin e dedrabiiity of sssipament 1o spesial opit in which these @5 o strong possibility
thial bibes or othes fndpcements may be offérd.

17 You hve the ripht to bivve vor lusker, of ather spuee Jor storage assipned do you, fiee of search
£xeeTH whe s you are present, or with your conseal, or wnless » walld search warrant has heen
olstainad o0 when yos have been natified that a seurely will be conidugred

H You bave the dipht to have thisty {20} calendar days wathin which o file v weitiep response toaay
adverse comeent eatered by any persoane! Tile and hava i atached w, and aceonipany the agverse
Lot

89 You have e right 1o refuse o subiit 1o 9 polygieph examination No disciplinary setian,

recards, or estimony may be given o tndicats that you refused the polygraph.

1 horve read e received o copy of iy rights ander the PUBLIC SAFETY OFFICERS!
PROCEDUREAL RILL AW RIGHTR ACE (Groveraanent Cade 3360, 01 ¥eq.)

Fy

(}timr Daty

W imcssw Date

Are you taking any medication that could cabise you ta be pnable Lo understand and respond
tutifully and Tully to the guestions that will be asked of you?

Responser Mo Yes

Have you failed to ke any prescribed medication that would assist you o understand sod respond
truthfully and fuily 1o the questions that will be asked of you?
Responze: HNo Yoy

[EESU— O———

Are yousaflering from any meatal or physival condilion that could cause you (o be upable 1o
understand and respond tewthfully and fully to the questions that will be asked of you?

Response: Mo Yes L

City el Rivergedt Fare Viepasinent Sundard Opeontng Provedure Appendiy A
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Tite: Complaint Palicy AOF: 117
Bffective: F2000 Page 100l 18
Rewised: DEAD

The California Supreme Cownt, in in{crprﬂ!in_}; Govamment Code Sections F303(e), 3303(g), and 3304(s)
stated that an officer must be given Miranda Rights when it is appareat that he or she may be charged with
& eriminal offerse.

MIRANDA STATEMENT OF RIGHTS

SPECIFIC WARNING

1. YOU HAVE THE /IGHT T0O REMAIN SILENT.

2. ANYTHING YOU SAY CAN AND WILL BE USED AGAINST YOU IN A COURT OF
LAW,

3. YOU BAVE THE RIGHT TO TALK TO A LAWYER AND HAVE HIM PRESENT WIT)
YOU WHILE YOU ARE BRING OUESTIONED,

A IWYOU CANNOT AFFORD TO HUHLE A LAWYER, ONE WILL BE APPOINTED T
REPRESENT YOU BEFORE ANY QUESTI ONING, IF YOU WISH ONE,

WAIVER

i

DO ¥OU UNDERSTAND EACH OF ‘TYHESE RIGHTS } HAVE EXPLAINEL TO YOUY

RESPONSE:

6. HAVING THESE RIGHTS IN MIND, DO YOU WISHL TO TALK TO US NOW?
RESPONSE:

The foregoing was read nnd fully explained ta;

Full name person grestioned

By

wighature of persan giving advisement Date

The ubove iy true:

T U

Signatyre of person guestioned Late

City of Raversde Fire Pepmitment Standacd Cipesaling Precadure Appendin A
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Revised: G810

Althergli o have o pight o emiin sttent and nw ineosinae yoursell, your stleace e be deemed
sothiredins on andl resadt i adoiststzative disciphme ap to and ehrdiog termination.

Asty statdment Bt you make under compubsion ol thy thies! of such Jiscipline cannot be vsed agninst von
e later cringinl peoceeding

Although nothiee which you sny parsuind o e direet arder nf the Departimient muy be used apainst you
inany futse criminal procecdings, te Deparuvent is legally abligated 1o provide & copy of ihe compelied
Statement upon the demand of any Federal or Blate prosecuiarial agency which may be investipating you
coaduet, Hownver, vou kave the right 1o chadlenge the prosecutonizl sgeacy and the charges by roguesting
o hearing and sequining that the prasecwtor prove thic gl evidenve was oblatned indeperdemty ol not as
# resutl of your compelied statenemt,

Tan beceby npdedng you to answer tomidly and completely questions reling w this interviow or
investigution,

You furve the right to have a represeniative present while being interviewed.
Da you wish o hove a representative present with you?
Response:
Name ol reprosentative present

The foregaing wos read mud fudly exploined to;

At RN 45 b e 4 T R RS L R

Full neme perxon guestinned

Ay

e A e . 4 e ek e b ek o RSETTERR . S s e W R W3 RS MK 0§ ey

Stgoature gf person piving adviseoient fate

The above is troe:

Signature of person guestionsd Latg

ity af Rwernde Fore Bepanment Sizdord Opeearag Progadaore Appeades A
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e Clomaptaing folive
Fliective: LG
Beviand LR

ARRENMIIX “B”

RIVERSIDS FIRE DFPANTMEN |

SOPF 1

EMPLOYEE (FHE UINFEZRIRE MARAGEMENT UINEE) ADMUNTTION OF BIGHTS

An tnvestipstion is bebig conductzd on:

Ehitge

e e e e
[ esat i _

Prasent: R I
L nelvree ~

Wherein e niture of the: favestipation Focsise o

Uity of Risetnids Free Lepeatnent fisndard Uhpergiiog Pensetins

Apipradey B
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Tile: Complaint Policy S0P 1.2
Fffective: V208
Revised: 68110

Yau bave the following vights pustant 1o the Fipe Bghiters’ Procedural Bil of Righs Act:

Lo Youbuve the sight 1o have any interrapation conducted a1 a teasoimable houe, with s represenladive
el your pwn chavsing present, Preferably, the interrogation will ke phaee a1 2 timie whep yous are
e thly, o duthy your nemml waking hours, waless the seriousness of te investipation requires
oflwrwise,

2. Yo have the right 10 be compensated for lime spent in intervogations Wet sre conduciod in your
ol duty time at the noomd rate for ihe Department. You shall not be released from employmen|
for sy work yon missed. '

3 Youheve the right w be informed of the narne, rink und cornmamd of the officer in charge of an
inlecrogation, the interropating offieer(sj, and all persons v be prosent diing the interrogation, in
advanee of the lnwrropation.

1 You hiave the right 1o have ajl yuestions dirceted to you through ng more than (v inlerrogators ar
one Hime,

§. You have the right 1o have the imerrogation session imited 1o & reasonable period, taking inte
vonsideration the gravity and cosplexity of the issie héing investiputed.

6 You bave the right, during intereygations, o be allowed wattend (o Yoy own personal physical
Hevessilies.

1 You have the ripght aot iy be subjected 1o o ffensive fanguage or dueatened with punitive aclion,
An emplayes vefusing to sespond 1o questions vr submil (o interrogation shall be informed 1kt
Failuee lo answer questio s directly related 1o (he investigation or intestagation may resull in
pusitive aetion. Mo prormises of reward shatl be mads as indusement 1o answering any
gestions,

8. You bave the right not 1o be subjected 1o visis by the press or news medis withow! your EXPrESS
consent nor shall your home address o photagraph be glven to the press or news mmedia by the
[epartmem wilhuut your sxpress consent.

9 You shall have access o any tape recarding{s) of any of your intercopations sad yuu ghall have the
right 1o use ysur own tape recorder,

HO You Dave the tight to a transeribed copy of any notes made by a slenogoapher, of (o wy reports or
camplaints iade by investipators or other persons, exeep!t those whick are deemed by the
investigating ngency (o be confidential No notes or sepants, which are deemed W be confidenting,
may be entered in your personne} fite,

1. Yo have the right @ be intomied of your constitutional rights i 1 §s deermiedt that you may be
charged with a eriminal offense before the ierrogation stats

Ciny of Rivessnte Fate Popartmant Simdard Oaeraimg Prosedure Appernddie §
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Title: Complaint Palicy SAM
Effective; 12400
Revised: DR

U2 You have the tigh! to have a sepreseatalive present §f forma) charpes have brea made arif puniitive

action tray be (aken a5 o resull of 1he imterrogation.

3. You have the right no! to be temporarily reassigned, 1o n logation or daty.assignment if o member
Gf the Depaitneint wonld not normally be sent 1o that Focation or would ot aomaily be glven tha
duly assigament under similar ctreumsimices.

14, Y ou shatt ol be subjected 1 punitive action, or dented pramotion, or he theeatened with any such
reatmenl tue 1o your Inwhul exereise of any vights under any administratve prievanee procedure.

The Fire Chiel ol the Riverside e Do partment shall not be preclided from ordering you 1o
conperste with any otler apencies invelved in eriminal investigations. Hyou Fail 1o comply with
sueh an order, the Riverside Pire Department tay officially charge you with insubordinafon.

Mo pusitive sction, nor denial of promotion on grounds other thap meril, shall be undertaken by
the Riverside Fire Departnent without pioviting you with ap; apportunity for admiinisirative
sppeal,

15, You have the right not to have any comuent; adverse ta vour interest, eatered o your personte|
file, areny other file used or By personned purposes by the Departmedy or City, withoul vou
having first read or signed e instrament containing te adverse commen indicating that you are
aware of such comment, [f you reluse to sign Lhe dociument, 3 will be so noted and paced in your
file.

b,

s

Yot Jave the right to reftise o inform the Bepartment al information reganding ilems of property,
incone, assts, source of income, debls pr personal or domestie expenditives and those ol your
fainily, except such infarmation as recuired by Stale law or which is necessary for the Depaciment
e ascertain the desirability of assignment 1 special unitin which there iy 2 strong possibitiny
that biribes o1 piher indusements may be o fered.

V7. You have the right 10 have yow locker, or other space for stovape assigned o you, free of seareh
exvepd when you are present, or wilh your consent; or ualess @ vadid search warrant has Leen
oblained ur when you have been notified that a search will be conducted

[8. You hmve the tight to have thirty (10) calendar days within which to file o writen response W any
ardverse comment entered in any personnel flk and have it sttachierd Lo, and aceumpany e adverse
cortrneat,

19. You have the right to relise 1o submit to a polygraph examination. No disciplinary action,
recorids, or testimony may he given lo indieate that you refused the polypraph,

Comy oF Raversade Fire Departoen Srandard Opseronng Pracedure Appendn B
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Reviged: O8I0

Ehaove pemd and yecoived o coppaf iy viphis:

impﬂmw H ire Unitdire M‘m.lpun(m Hm!} Date

Witnoess Dale

Al you tuking any medication that could canse you ta be unable to understand and resprnd
tthBlly and fully to e questions that will be asked of yuu?

Response: Ny Yes

Have yao failed to take any preseribed medicniion that would essist you 1o understand and Fespend
rulhfuliy and filly 10 the questions thai will be ssked of you?

Hespowse:  No_ Yes

Are yom suffering from.sny wiental or physieal condition thai could cause you to be unable o
understand and respond tauhifitly and fully 1o the questions that will be asked of yoil?

Respomse:  No_ Yes

ity of Rivesrile Fore Depastimse Standard Dperamg Prazedue Apgendn i
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Thle: Complaint Poiicy S0P )2
Fffective: 12400 Pape TG 0T 18
Revised: SHAT]

The Califossia Supreme Comd, in iterpreting Guvemment Code Sections AHEe), 3303(8), und 3304(a)
stated fhat an offiacs must be piven Miranda Wghts when it ts apparent that ke ot she may be charged with
i erindngl affense,

MIRANDA STATEMENT OF RIGHTS

SPECIFIC WARNING

Lo YOU HAVE THE -IGUY 70 REMAIN STLENT,

2o ANYTUING VOU SAY CAN AND WILL 11 USED AGAINST YOU IN A COURT O
LAW,

Fo VOUBAVE TIR RIGHT TOTALK O A LAWYER AND HHAVE TIM PRESENT Wi
YOU WHILE Y3 ARE REING QUESTIONED,

fo AR YOU CANNOT AFFORD TO HIRE A LAWYER, ONE WILL 8F APPOINTED TO
REPRESENT YOU BEFORE ANY QUESTIONING, IF YOU WISH ONE.

WALVER
5. DO YOU UNDERSTAND EACH OF THESE RIGIFTS | HAVE EXPLAINED TO YOU?

BESPONSE:

6. HAVING THESE RIGHTS IN MIND, DO YOU WISH 10 TALK TO US ROW?

RESIFFONS

The forepoing was read and fully expluined to:

Full name porson questioned

8y

Signoture of person giving advisement are
The ahave is trye:

Sgnattre af person guestioned e

City o Hoversiie Fuee Deparimest Srandong Opersing Procagure Azrewtboy I
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Bifective: 12400
Reviged: QRO

Althougly you have a rigi to rermain si lent and nat incrimingte yoneselt, your sitence can Le ideemed
tnsubordination und result i admindstrative discipline up to snd including tesmination,

Any statement that you malee under campulsion of the theat of such iiseipline cannut be vsed against you
in a later eriming proceeding,

Althiough nothing which you say pursusmnit o the direes order of the Brepartmen may be user against Yol
in any future crimitnal proceedings, the Bleparimentis lagally abligated to provide 2 copy of the eompelied
satement upon the demand of any Federal or State proseeutorial ageney which may be investigaliug youw
eonduct. However, you have the right to challeitge the proseeutarist ngeney and the thai ges by requesting
ahearing ad requiring that tie prosecitor prove tal st evidence wis ohtained independentty and mot og
a result of youy compelied stalemont,

Vam hireby onlering you to answer fruthBully dnd complutely questions elating wrlhis inderviow or
invesligation.

You have the ipht w have a representaive present while being tnterviewed,
Do you wish 1o bave a representative present with you?
Response:

Mame of vepresentative present:

The forepoing was read and fully explained i

Full name person grestioned

Hy

Sigrerture of person giving advisement Haie

Thie abave iy trye;

Signevee of person questioned Dare

oy ol Bt Free Bepaeteens Sitndwrd Opeaing Procedure Appenthy
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REASONABLE SUSPICION AND POST-ACCIDENT
DRUG AND ALCOHOL TESTING INFORMATION FOR
MEMBERS OF THE RIVERSIDE FIRE MANAGEMENT GROUP

The requirements and information should be fully understood by all affected City
employees. Questions should be referred to the Human Resources Department, (951)
826-5508, City of Riverside, 3780 Market Street, Riverside, CA 92501.

Adopted: July 28, 2006
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DRUG AND ALCOHOL POLICY

The City of Riverside has a vital interest in providing its employees with safe and healthful working
conditions and in providing its citizens and visitors with high-quality municipal services that are effective,
safe, and efficient. To this end, it is critical that the City strive to guarantee a workforce free of any
substance or alcohol abuse. The City will not tolerate any drug or alcohol use which may affect the job
performance or pose a hazard to the safety and welfare of the employee, the public, or other employees
of the City. Off-duty illegal drug use, which affects the employee's job performance, or jeopardizes
woikplace and public safety is, under City policy, proper cause for disciplinary action up to and including
dismissal.

Employees have the right to work in an alcohol and drug-free environment and to work with persons free
from the effects of alcohol and drugs. Employees who abuse alcohol and drugs are a danger to
themselves, to other employees, and to the public. In addition, drug and alcohol abuse inflicts a terrible
toll on the nation’s productive resources and the health and well-being of American workers and their
families. Alcohol, for instance, is a depressant which can impair Judgment, reaction times, and reflexes.
Though a legal drug, the possession and use on the job is prohibited and off-hours use is prohibited
within 4 hours of reporting for regular assignment, an overtime assignment, or while on call to provide
public service, in any capacity as a public employee.

The City is committed {o establishing and maintaining a safe and healthy work environment free from the
influence of alcohol and drugs and to preserving public confidence in City employees and maintaining the
reputation of the City. With this objective in mind, the City has established the following Drug and Alcohal
Policy with regard to the use, possession, sale, manufacture, and distribution, of alcohol or drugs.

This policy is adopted pursuant to The Drug-Free Workplace Act of 1988, as enacted by the United
States Congress, which requires the establishment of drug-free workplace policies, and the reporting of
certain drug-related offenses to the appropriate federal agency.

RESPONSIBILITIES

Employees shall receive, read, and sign for a copy of this Policy.

Managers and Supervisors will be held strictly accountable for the consistent application and
enforcement of the Policy. Any Manager/Supervisor who knowingly disregards the requirements of this
Policy, or who is found to deliberately misuse the Policy in regard to subordinates, shall be subject to
discipline up to and including termination, in accordance with the City's disciplinary process.

DEFINITIONS USED IN THE POLICY

The following definitions shall apply for drug and alcohol testing of individuals subject to Reasonable
Suspicien or Post-Accident drug/alcohol testing.

Alcohol - The intoxicating agent in beverage alcohol, ethyl alcohol, or cther low molecular weight
alcohols, including methyl or isopropyl alcohal,

Breath Alcohol Technician (BAT} - A trained individual who instructs and assists individuals in the
alcohol testing process and operates an evidential breath testing device.

Drugs/Controlled Substances - The drugs for which tests are required under this policy are
amphetamines, cocaine, marijuana, opiates and phencyclidine (PCP).

Employee - Any employee of the City,

5 Panel Drug Test - Five categories of drugs established by the federal government which fall under
“controlled substances.” They are amphetamines, cocaine, marijuana, opiates and phencyclidine {PCP).




Medical Review Officer {(MRO) - A licensed physician certified to review and Interpret all drug tests
before they are reported to the Human Resource Director or designee.

Premises - Buildings, property, work areas, vehicles, parking lots and any place the employee happens
to be during the course and scope of City employment.

Prescription Drugs - Any drug or medication prescribed by licensed physician for a medical condition.

Refusal to Test - Behaviors that constitute a refusal to submit to a drug and/or alcohol test include the
following: refusal to comply with an administrative order to take the test; inability fo provide sufficient
guantities of breath or urine to be tested without a valid medical explanation; tampeting with or attempting
to adulterate the specimen or interfere with the collection procedure; not reporting to the collection site in
the time allotted; leaving the scene of an accident without valid reason before the tests have been
conducied; failure to sign DOT required testing forms for urine collection; refusal to remove outer
garments or leave them outside the testing area; and, refusal to empty pockets. A refusal to test will be
considered a positive test and an insubordinate action by the employee, subject to appropriate
disciplinary action.

Reasonable Cause/Suspicion - The employer/supervisor believes that the actions, appearance, speech,
body cdors or conduct of an on-duty employee are indicative of the use of drugs, alcohol, or other
controlled substances.

Safety Sensitive Functions - A work function that utilizes a commercial vehicle and requires the
employee to have a commercial driver's license.

Safety Sensitive Personnsl - Employees holding a Commercial Drivers' License and driving a
commercial vehicle, on a full-time, part-time or intermittent basis.

WHO IS AFFECTED BY THIS POLICY?
All employees of the City of Riverside are subject to the terms of this policy.
TRAINING

Supervisors will receive training on reasonable suspicion {80 minutes total for sighs and symptoms of
drug use/misuse and for signs and symptoms of alcohol use/misuse). Refresher training will take place
every two years, Training shall include the following:

Identification of the contact person, telephone number and office location for drug and alcohol related
questions; the effects of drug and alcohol misuse on an individual's health, work, and perscnal life; the
signs and symptoms of a drug and/or alcohol problem; the available methods of intervening when an
alcohol problem is suspected.

TESTING

The privacy of the employse will be protected, the integrity and validity of the test process will be
maintained for each employee during the testing process. Records will be maintained in confidence,
pursuant to federal and state law.

Drug Testing

In accordance with City policy, an employee must receive authorization to work from their supervisor and
the employee’s doctor prior to taking any legal drug which may cause drowsiness or which may otherwise
impair to any extent the employee’s ability to safely and efficiently perform his/her job. The employee's
doctor may authorize the employee to work while taking a legal drug with a signed authorization which
states to the supervisor's satisfaction that the employee will not be impaired in the petformance of histher
duties as identified by his/her job description.




The use and ingestion of illegal drugs is prohibited af all times. An employee may be tested for drugs
anytime while on duty, subject to reasonable suspicion. Drug testing is a two-stage process. First, a
screening test is performed. If it is positive for one or more drugs, then a confirmation test is performad
for each identified drug using gas chromatagraphy/mass spectrometry (GC/MS) analysis. The GC/MS
confirmation ensures that over-the-counter medications or preparations are not reported as positive
results.
All urine specimens are analyzed only for the following drugs;

Marijuana {THC Metabolite)

Cocaine

Amphetamines

Opiates (including heroin)

Phencyclidine (PCP)

An employee who wishes to dispute the accuracy of a positive test may request that the untested portion
of the split sample be analyzed at his/her own expense.

For information on the Specimen Testing Procedure, employees should refer to page 8.

Alcohol Testing

An alcohol test may be conducted just before, during, or just after the work shift. The following acts are
prohibited:

Having an alcchol concentration of 0.02 or greater as indicated by an alcohol breath test.

Using or possessing alcohol on the job.

Consuming alcohol within 4 hours of reporting for regular assignment, an overtime

assignment, or while on call to provide public service, in any capacity, as a City

employee.

Refusing to submit to an alcohol test.

Using alcohol within eight {8) hours after an accident or until tested.
Two breath tests are required to determine if a person has a prohibited alcohol concentration. A
screening test is conducted first using evidential breath testing devices (EBT) required and approved by
the Federal Highway Administration (FHA}. Any result less than 0.02 alcohol concentration is considered
a negative test. If the alcohol concentration is 0.02 or greater, a second or confirmation test is conducted.
For information on the Testing Procedure, individuals should refer to page 10.

Consent

Before a drug and/or alcohol test is administared, employees will be requested to sign a consent form
voluntarily submitting to the test. Appendix E.

Administrative Order

If the request is denied, and no probable cause exists to seize blood or urine samples for criminal
evidence, the employee will be administratively ordsred to take the test by a supervisor. See Appendix F.
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If so ordered, the employee shall take the test in conformance with this Policy. The sampleftest results
may then only be utilized in an administrative action.
Refusal to Test

Refusal to comply with an administrative order for drug/alcohol testing will be considered a positive test
and an insubordinate action by the employee. An employee's failure to submit to drug and/or alcchol
testing required by the City for any reason may result in disciplinary action, up to and including
termination, according to City policy.

The following behaviors constitute a refusal to submit to a test; refusal to comply with an administrative
order to take the test, inability to provide sufficient quantities of breath or urine without a valid medical
explanation, tampering with or attempting to adulterate the specimen or interfere with the collection
procedure, not reporting to the cellection site in the time allotted, leaving the scene of an accident without
a valid reason before the tests have been conducted, refusal to remove outer garments or leave them
outside the testing area, and refusal to empty pockets.

Where there is a reasonable suspicion that the employee is then under the influence of alcohol or drugs,
employee shall not return to work prior to completing all requirements for return-to-duty. The manager or
supervisor shall arrange for the employes to be safely transported home after testing. An employee shall
not be permitted to transport him/herself.

Reasonable Cause/Suspicion

The possession, transportation, distribution, receipt, sale, purchase or arranging for the sale, purchase or
distribution of alcohol, including medicines containing alcohol {prescription or overthe-counter), is
prohibited while on duty, unless, with respect to medicine, the packaging seal is unbroken.

The use, sale, distribution and/or manufacture of controlled substances is against the law. The use of
prescribed drugs is not in direct violation of the policy; however, the use or prescribed use that may cause
significant impairment, thus creating a safety hazard on the job, is in direct violation of this policy.

Reasonable Cause/Suspicion means that the employer/supervisor believes that the actions, appearance,
speech, body odors or conduct of an on-duty employee are indicative of the use of drugs, alcohol, or
other controlled substances. Indicators of the use of drugs, alcohol, or other controlled substances are
identified in Appendix C of this document, Reasonable Suspicion Checklist, The City shall require an
employee to be tested, upon reasonable cause, for the use of drugs and/or alcohol.

The behavior/conduct of the employse must be witnessed by a supervisor who has received fraining
consisting of at least 1 hour for alcohol and drug use/misuse recognition. The training includes
identification of actions, appearance or conduct which are indicative of the use of drugs or alcohol. The
supetvisor must directly observe and document the behavior and is encouraged, when possible, to
contact the Safety Manager, the Safety Officer, the Public Works Safety Officer, or the Public Utilities
Safety Officer for additional observation and documentation of the suspect behavior. Reasonable
causefsuspicion may not be based upon hearsay.

The documentation of ths employse's behavior/conduct shall be prepared and signed by the supervisor
utilizing the Reascnable Suspicion Checklist within 24 hours of the observed behavior or before the
results of the test are released, whichever is earlier, -

Drug and/or alcohol testing may be performed only if the observations are based on observable behavior
at the job site during, just before, or immediately after the work shift that the employee is required to be in
compliance. An employee may be directed to undergo a reasonable causefsuspicion alcohol test just
before, during, or just after the work shift.

If an afcohel test is not administered within two (2) hours following a reasonable cause/suspicion
determination, the supervisor shall document the reasons for the delay. If not administered within eight
(8) hours, the tast shall nct be conducted. The supervisor shall document the reasons.




An empioyee who has an alcohol concentration of 0.02 or greater must be removed from duty and must
be referred to the EAP.

Once a reasonable cause/suspicion determination is made, it is the responsibility of the supervisor to
assure that the employee under suspicion is evaluated, and when necessary, transported to a specimen
collection site to provide a urine and/or breath sample.

Any employee tested for reasonable cause/suspicion will be denied all work-related motor vehicle driving
privileges until test results are received. If test results are negative, the employee may resume regular
work duties.

Post Accident

A traffic accident is defined as an incident involving a moter vehicle which results in death or serious
bodily injury and which occurs in the performance of his/her duties.

As soon as practicable after an accident, alcohol and drug tests shall be administered to every surviving
employee who receives a moving citation or whose operation of the vehicle cannot be ruled out by the
supervisor as a contributing factor,

The following will apply for all affected employees resulting from accidents, incidents or related
occuirences:

1. Post accident drug and alcohol tests must be given as soon as practicable during the eight {8)
hours following an accident/incident.

2. The employee must be readily available for the test or they will be deemed to have refused the
tast.
3. The alcohol test should be administered as soon as possible. If the test not administered within

two (2) hours of the accident, then the Supervisor must prepare and maintain a record stating
why they were unable to administer the test. If eight (8) hours have passed, the attempts should
be discontinued. The Supervisor must prepare and maintain a record as to why they were unable
to administer the test.

4. If a drug test is not administered within 32 hours following the accident, the test shall not be
administered and the supervisor shall document the reasons.

5. Following an accident, the employee shall ramain available for such testing, or may be deemed to
have refused to submit to testing. This does not require the delay of necessary medical attention
for injured people following an accident, nor prohibit the employee from leaving the scene to
obtain assistance or necessary emergency medical care.

8. An employee subject to post-accident testing may not use alcohol within eight (8) hours following
the accident or before an alcohol test, whichever comes first.

Return-to-Duty

Employees who violate the City's policy and are accepted intc Return-to-Duty and Follow-Up status must
have a negative drug and/or alcohol test. Employees who return to duty are subject to follow-up testing.

Follow-up Testing

1. All employees identified by the Employee Assistance Program (EAP) counselor as needing
assistance will be subject to follow-up testing upon return-to-duty.




Employses will be subject to a minimum of six (6) unannounced tests over the following 12
months or as otherwise set forth in a Last Chance Agreement.

The EAP counselor can terminate the requirement for the follow-up testing in excess of the
minimum at any time, if the EAP counselor determines that the testing is no longer necessary and
is supported by the employer.,

Follow-up testing may include tests for other substances beyond the employee's initial positive
test of alcohol and/or drug when the EAP counselor has reason to suspect other drug or alcohol
use during the follow-up period.

DISCIPLINE FOR WORK-RELATED PROBLEMS

The City may impose disciplinary measures, up to and including termination, for policy violations and
work-related problems, separate and apart from violations of the drug and alcohal policy even if such rule
violations or wark-related preblems result from drug and alcohol abuss.

CONFIDENTIALITY

Confidentiality is an essential element of this policy.

1.

Any employse violating confidentiality shall be subject to discipline and may also be civilly or
criminally liable.

The results of any testing shall be used for employment purposes only. The testing laboratory is
only authorized to release test results to the MRO. The MRO and the BAT are only authorized to
release test resulis to the Human Resources Director or designee.

All records pertaining to drug and alcchol testing of an employee shall be contained in a separate
confidential medical file that will be securely kept under the control of the Human Resources
Director or designee. It shall be separate from the employee's other personnel records.

The employee may request and receive the results of his/her tests.

The City may disclose specific test results without the employee's consent only when:

a. All information is compelled by law or by judicial or administrative process;

b. The information has been placed at issue by the employee in a formal dispute between
the employee and the City;

. The information is necessary to administer an employee benefit plan; or,

d. The information is needed by medical personnel for the diagnosis or treatment of the

patient who is unable to authorize disclosure.

Any positive test results determined by a second test to be negative shall be removed from the
employee's file and destroyed.




RECORD KEEPING

The Human Resources Director or designee will retain the records as follows:

~ RECORD = -~ .| RETENTION PERIOD

Results of an employee's alcohol test which indicates an alcohol 5 years
concentration level of .02 or higher

Result of an employee's drug test which is positive 5 years
Documentation of any employee who refused to submit to a 5 years
required alcohol/drug test

Calibration documentation of evidentiary breath testing devices 5 years
Employee assessments and referrals by substance abuse 5 years

professicnals, as well as records of employee compliance with
EAP recommendaticns, including results of return to duty and
follow-up testing for drug use and alcohol misuse.

Records documenting the collection process for the alcohol and 2 years
drug test and all drug and alcohol education and training records

Results of any alcohol test which is less than .02 2 years
Documentation of any negative or canceled drug test 2 years

FOLLOW-UP FOR POSITIVE TESTING
Emplovee Assistance Program (EAP) Services

The City supports an opportunity for treatment to be made available to affected employees. The City will
provide for an EAP evaluation to assess employses with drug and/or alcohol misuse problems. The
counselor will provide referrals for counseling, treatment programs, or other sources. Employees will be
monitored for successful completion of counseling and treatment programs.

Each affected employee who violates this policy will be given the opportunity to be evaluated to determine
whether the employee needs assistance resolving problems associated with drug and/or alcohol misuse,
and, if necessary, a referral for further freatment. The City has no obiigation to provide or pay for
treatment. This is the responsibility of the employee.

Before returning to duty, each employee identified as needing assistance must: (1) be evaluated again
by an EAP counselor to determine whether the employee has successfully complied with the treatment
proscribed following the initial evaluation; (2) undergo a drug and/or alcohol test to satisfy established
acceptable results for return to duty; and {3) be subiect to & minimum of six (6) unannounced, follow-up
drug and/or alcohol tests over the following 12 months.

SUPERVISORY PROCEDURES FOR DOCUMENTING REASONABLE SUSPICION OF DRUG
AND/OR ALCOHOL USE

BACKGROUND: Reasonable cause/suspicion means that an employer/supervisor believes that the
actions appearance, speech, body odors, or conduct of an on duty employee are indicative of the use of
drugs, alcohol or other controlled substances. The City shall require an employee to be tested upon
reasonable cause for the use of drugs or alcohol.




The supervisor must use the following process to validate the reasons for consideting a drug and/or
alcohol test.  All chserved behaviors must be documented on the Reasonable Suspicion checklist. In all
cases of reasonable cause/suspicion, the Human Resources Director or designee must be contacted.

1.

10.

11.

12.

The supervisor should parsonally ascort the employee to an office or other private area. Another
supervisor should be present as a witness.

The supervisor should state the definition of reasonable suspicion to the employee and give the
reasons the supervisor suspects drug and/or alcohol usage.

Using the Reascnable Suspicion Checklist, the supervisor will question the employee and
document information and behavior. The supervisor will complete the form and following a
conversation with the employee, makes a determination as to whether or not the employee
appears to have used drugs and/or alcohol during, just before or after the work shift the employee
is required to be in compliance. The supervisor shall comply with SOP Number 405 {(Personnel
Complaint Policy).

If the employee does not appear to be undesr the influence of drugs, including prescription drugs,
and/or alcohol, the supervisor should release the employee to perform regular work duties.

if the supervisor belisves that the employee is under the influence of drugs and/or alcohol, the
supervisor notifies the Human Resources Director or designee, who will then refer the employee
to the approved drug and alcchol testing site.

If the employee refuses drug and/or alcohol testing, the Human Resources Director or designee
refers the employee to the Employee Assistance Program,

If the employee consents to drug and/or alcohol testing, the supervisor personally escorts the
employee to the approved drug and alcohol testing site. Another supervisor should be present.

At the collection site, the employee meets with the Collection Site Technician who will conduct the
testing process.

The supervisor remains at the collection site and after the collection process, transports the
employes back to the work site.

If the alcohol test is below 0.02, the employee may return to work with no corrective action,

The supervisor notifies the employee that, until the drug test results are completed, the employee
will be on leave with pay.

If it is believed that the employee is impaired, the supervisor makes arrangement to have the
employee taken home. [f the employee refuses assistance, a witness should verify that the
employee refused assistance. If the employee cannot control his/her acticns and leaves without
assistance, the supervisor must call the Pclice Department immediately to inform them of the
employee's condition and refusal for assistance. The Police Department needs to provided with
the employee's name and description of the vehicle including the license number.

SPECIMEN COLLECTION PROCEDURES

Drug Testing

1.
2.

The employee arrives at the collection site.

If the employee does not arrive at the assigned time for testing, the Human Resources Director or
designee should be contacted for instructions.




10.

11.

12.

13.

14.

15.

186.

17.

The identity of the employee to be tested is verified by examining a photo identification or by
verifying with the employer's representative. If the identity cannot be established, the process
stops.

If the employee being tested requests it, the Collection Technician (CT) should present their
identification as well,

Once the employes identification has besn verified, the first portion of the chain of custody
requisition should be completed.

The CT requests that the employee remove unnecessary outer garments, such as a coat or
jacket, and relinquish any briefcase, purse, or similar item, along with the outer garments for
safekeeping during the collection process. The employee may retain his ot her wallet. If
requested, a receipt for personal items will be provided.

The CT instructs the employee to wash and dry hands his or her hands. Once this is done, the
employee must remain in the presence of the CT. He or she is not to be permitted access to a
fountain, faucef, soap dispenser, cleansing agent, or other materials that could be used to
adulierate the urine specimen.

The CT provides the employee with a specimen boitle and allows him/her fo provide the
specimen in the privacy of a stall or other partiticned and secured area.

If the employee refuses to provide a specimen or otherwise fails to cooperate with the process,
the Human Resources Director or designee is notified and the refusal is documented on the
custody and control form,

The CT will note any unusual behavior on the custody and control form. If the CT suspects
tampering or substitution, the CT will consult with the test site supervisor before requesting a
direct observation specimen collection.

Upon receiving the specimen, the CT will make certain that the sample contains at least 45
milliliters of urine.

In the case of post-accident or reasonable suspicion testing where the employee has difficulty
providing an adequate sample, the CT will request that he or she consume reasonable quantities
of fluids until he or she can provide a sufficient sample or, until 3 hours have passed from the
beginning of the collection process. If the 3 hours have expired without an acceptable sample,
the CT will request guidance from the Medical Review Officer (MRO).

If a second specimen is indicated, the CT makes certain a fresh container is used. The original
inadequate specimen is discarded.

Cnce an adequate sample is provided, the CT allows the individual to wash his or her hands.

The CT tests the specimen for temperature within four (4) minutes of urination. The acceptable
range is 32 degrees - 38 degrees C {30 - 100 F).

The CT inspects the sample for color and any sign of contamination or tampering. Any unusual
signs are noted on the custody and control form. In the case where tampering is suspected, the
collector will consult with a test site supervisor before collecting a second specimen under the
direct ohservation of a testing site person.

The CT keeps the specimen in view at all times prior to sealing and labeling. The specimen also
remains in view of the individual. In full view of the individual, the CT transfers the collected
specimen to the primary and to split specimen containers.




18.

19.

20.

21.

22,

23.

24,

25,

26.

The CT inspects the coliection area to ensure that specimen adulteration did not occur. Any
unusual findings will be noted on the chain of custody form. If adulteration of the specimen did
occur, the CT will conduct an observed collection,

The date of collection is written on the peel-off labels located at the side of the requisition.

The CT peels off one label and places it on the lid of the collection container. The remaining label
is placed on the lid of the split specimen container. The donor initials each label on the
containers.

The CT removes the "laboratory original” copy of the chain of custody requisition and places it in
the outside pocket of the chain of custody bhag.

The individual initials the chain of custody bag in the appropriate locations to document that the
carrect specimen is being sent to the laboratory. The CT signs and dates the same seal.

The CT retains the “collector copy” of the chain of custody requisition and gives the "donor copy"
to the individual. The “company copy” of the chain of custody requisition will be forwarded to the
Human Resources Director or designee. The MRO copy will be sent to the Medical Review
Officer.

The sealed chain of custody bag remains in control of the CT or in a secured area within the
collection site until shipment to the laboratory.

When the test results are received by the MRO, a thorough review of documentation, test results,
and circumstances will be made before making a decision regarding an individual. A final
decision will be made and communicated to the individual within three days unless there are
extenuating circumstances. In all cases where alcohol or drug involvement is confirmed, the
employee will be referred to the EAP.

If the City receives a cancelled test result when a negative result is required (e.g., pre-
employment, return-to-duty, or follow-up test), another specimen will be required immediately.

Alcohol Testing

1.
2.

The employee arrives at the testing site.

If the employes does not arrive at the assigned time for testing, the Human Resources Director or
designee should be contacted for instructions.

The ID of the employee to be tested is verified by examining a photo ID or employer's
representative. If the ID cannot be established the process stops.

If the employee being tested requests it, the Breath Alcohol Technician {BAT) should present
their ID.

Once the employee's ID has been established, Step 1 will be completed on the U.S. Department
of Transportation (DOT) Breath Alcohol Testing Form.

The employee will complete Step 2 on the DOT form, signing the certification. If the employee
refuses to sign the certificate, it is regarded as a refusal to take the test.

The employee and BAT shall read the sequential test number displayed on the Evidential Breath
Analyzer Test (EBT).

The BAT will open an Individually sealed mouthpiece in view of the employee and attach it to the
EBT according to instructions.
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9. The employee will blow forcefully into the mouthpiece for at least 6 seconds of until the EBT
indicates that an adequate amount of breath has been obtained.

10. The BAT completes Step 3 of the DOT testing form.

1. If the test results are less than 0.020 on the screening test, a copy of the form will ba provided to
the employee. One will be forwarded to the employer and one will be retained by the BAT.

12. If the test results are greater than 0.020, a confirmation test will be conducted as follows:
a. The BAT will explain that a confirmation test will be conducted.
h. The employee must stay in the room observed for a 15-minute waiting period. During
this time, they may not eat, drink or put any object or substance into their mouth.
c. The confirmation test will be conducted no less than 15 minutes after the screening test
but within 30 minutes of the completion of the screening test.
d. The confirmation test will be completed according to Steps 1-11 of this procedure.
8. If the result of the confirmation test is different than the screening test, the confirmation
test will be considered the accurate results.
Appeal

Any positive result may be appealed by the employee as follows:

1.

The employee must file a written request for retesting the sample (and/or comparison
testing of the split sample or second sample) in dispute to the Fire Chief within 15
working days of the positive test notification or prier to any pre-disciplinary hearing
(Skelly), whichever comes first.

The retest order must be accomplished within five (5) working days after the notice of
appeal has been approved.

The employee and his or her representative or attorney must coordinate the retest
through the laboratory at the employee’s expense. If the employee wants the test to be
conducted by another laboratory, that laboratory shall be cerified for drug testing by the
U.8. Department of Health and Human Services. In that case, a strict chain of custedy
procedure shall be agreed upon by both the Department and the employee. In addition,
the laboratory shall provide simuitaneous notification of the results to the employee and
the Human Resources Director.

If the results of the retest are negative, the original sample will be considered negative, If
the results are positive, there will be ne further appeal as to retesting.

"




Appendix A

Marijuana Metabolites
Cocaine Metabolites
Opiate Metabolites
Phencyclidine

Amphetamines

Marijuana Metabolites
Cocaline Metabolites
Opiates
Morphine
Codeine
Phencyclidine
Amphetamines

Amphetamine
Methamphetamine

Cut Off Levels Information

Initial Cut Off Levels
50ng/ml
300ng/m|
2000ng/ml
25ng/mi

1000ng/ml

Confirmatory Cut Off Levels
15ng/mi
150ng/mil
2000ng/mi
2000ng/ml
25ng/ml

500ng/ml
500ng/ml




Appendix B

City of Riverside

Collection Sites and Laboratory

Collection Site:

For Employees Who Do Not Use Class A or Class B Licenses in the Course of
City Employment (Fire Engineers are the only Class A or Class B Drivers who are
sent to this collection site):

tnland Empire Occupational Medicine
3579 Arlington Avenue
Riverside, California

Laboratory:

Pacific Toxicology Laboratories
6160 Variel Avenue
Wocodland Hills, California 91367




Appendix C

Reasonable Suspicion Checklist

See following page.




Appendix D

Acknowledgment/Receipt Form

See following page.




ACKNOWLEDGMENT/RECEIPT FORM

| hereby acknowledge that | have received a copy of the City of
Riverside’s Drug and Alcohol Testing Policy for Members of the Riverside

City Firefighters’ Association.

| have read and understand the provisions outlined in the City of
Riverside’s Drug and Alcohol Testing Policy and agree to comply with all
of the requirements contained therein. | understand that disciplinary
action may be taken if | am found in violation of the policy.

Employee Name {Print)

Employee Signature

Date

Witness




Appendix E

Riverside Fire Department Consent to Drug Alcohol Testing

See following page.




RIVERSIDE FIRE DEPARTMENT

CONSENT TO DRUG/ALCOHOL TESTING

| have been requested to submit to a drug and/or alcohol test pursuant to SOP Number

| understand that the sample will be submitted for forensic testing to determine any drug
or alcohol content. | hereby release custody of the sample to be collected for
Department use, and consent to the release of the test resuits to the Department in
connection with its criminal and/or administrative investigations.

! understand that a portion of my sample will be preserved to allow for independent
testing by the laboratory of my choice, at my own expense.

| have read and understand the contents of this admonishment and consent form, and

O consent to provide a blood or urine sample.
O consent to alcohol testing.
[ refuse to provide a voluntary sample of blood or urine or to voluntarily

submit to an alcohol test.

Signature of Employee Date

Printed Name of Employee

Signature of Witness Date

Printed Name of Withess




Appendix F

Administrative Order to Submit to Drug/Alcohol Testing

See following page.




RIVERSIDE FIRE DEPARTMENT

ADMINISTRATIVE ORDER TO SUBMIT TO DRUG/ALCOHOL TESTING

Pursuant to SOP Number __ , you have been requested to voluntarily submit to a
drug and/or alcohol test. It is our understanding that you have refused the request.
Consequently, | am hereby issuing an administrative order for you to submit to a drug
and/or alcohol test. Your refusal to submit may be deemed insubordination and result in
administrative discipline up to and including termination. Since you are acting under
compulsion of the threat of discipline, the test results may not be used against you in
any subsequent criminal proceedings.

| understand that a portion of my sample will be preserved to allow for independent
testing by the laboratory of my choice, at my own expense.

Do you understand this order?

Response

Are you now willing to comply with the order and submit to the test?

Response

The foregoing was read and fully explained to:

Full name of person questioned

By:

Signature of person giving advisement Date

The above is true:

Signature of person admonished/questioned Date




Effective Date: July 28, 2006

SUBJECT: REASONABLE SUSPICION AND POST-ACCIDENT DRUG AND
ALCOHOL TESTING POLICY FOR MEMBERS OF THE RIVERSIDE FIRE
MANAGEMENT GROUP

PURPOSE:

To establish a policy that provides a procedure for reasonable suspicion and post-accident
drug and alcohol testing for members of the Riverside Fire Management Group.

GENERAL BACKGROUND:

The City of Riverside (“the City”) recognizes that its employees are its most important
resource. The City also has a “zero tolerance” approach to employee use and misuse of
drugs/alcohol related to the performance of required duties. A policy for reasonable suspicion
and post-accident drug and alcohol testing for all affected City employees is intended to
accomplish the following objectives:

1. To provide a safe working environment for City employees;

2. To protect the safety of persons and property;

3. To provide the highest quality of public service;

4. To promote efficiency and productivity;

5. To avoid adverse effects on employee health and well-being, as well as to minimize the
City’s related health costs;

6. To prevent loss of public confidence in City employees and damage to the City's
reputation; '

7. To prevent drug-related theft and other empioyee misconduct;

8. To encourage employees to seek voluntary assistance to deal with alcohol and/or drug
use; and,

9. To comply with the Drug Free Workplace Act of 1988 (41 U.S.C. 702-706) and the City’s
Drug-Free Workplace Policy (Personnei Policy and Procedure Manual, [Ii-5),




DEFINITIONS:

Drug abuse is defined as:

1. The excessive use or intentional misuse of lawfully obtained prescription drugs or over-
the-counter drugs when such use impairs job performance, alters behavior, and/or creates
a risk to the health and/or safety of the employee or others; and/or,

2. The intentional use of illegal drugs or controlled prescription drugs obtained unlawfully.

Alcohol use considered in violation of this policy is defined as:

1. Using or possessing alcohol on the job.

2. Consuming alcohol within 4 hours of reporting for regular assignment, and overtime
assignment, or while on call to provide public service, in any capacity, as a City employee.

3. Having a blood-alcohol concentration of 0.02 or greater while at work.

4. Allowing alcohol to impair job performance or cfeate a safety risk.

POLICY:

The consumption of alcohol is prohibited duting a work-shift (including breaks and/or meals),
during an overtime assignment, while on call, or within four hours of a scheduled shift or of
being on call. The use of illegal drugs or the excessive use or intentional misuse of lawfully
obtained prescription drugs is prohibited at any time.

Employees shall be tested for drugs and/or aicohol under the following conditions:

1. When there is a reasonable cause/suspicion that an employee may be impaired by the
use of drugs or alcohol;

2. If an employee is involved in a traffic accident in the performance of his/her duties
resulting in death or serious bodily injury;

3. Upon an employee’s return to duty after testing positive for drugs and/or alcohol;

4. Follow-up testing after it has been determined that an employee has tested positive for
alcohol or drug use.

If a test shows that the employee is under the influence of drugs or alcohol, the employee may,
at the City's sole discretion, be eligible for treatment or rehabilitation. A positive test result for
either drugs or alcohol will result in disciplinary action, up to and including termination. Pre-
employment drug tests are subject to the Personnel Policy and Procedure Drug Test Policy, ll1-
7.




In addition, the following shall apply:

1.

City management will evaluate the circumstances of a positive test to determine if the case
merits the opportunity for rehabilitation in lieu of termination.

Employees who test positive for drugs and/or aicohol and who are given the opportunity
for rehabilitation or who self-identify and seek rehabilitation prior to an incident that
violates policy may use accrued sick leave, vacation, and other benefits while they are
participating in rehabilitation programs prior to being released to return to work.
Employees who have exhausted their sick leave or vacation accruals shall be eligible for a
leave of absence without pay, based upon the City’'s Employee Assistance Program’s
treatment plan.

The City of Riverside is not responsible for the costs of medical treatment for employees
who test positive for drugs and/or alcohol. Employees may use options provided under
their medical coverage, if applicable.

At the City's discretion, an employee who tests positive for drugs and/or alcohol, may be
offered a Last Chance Agreement that mandates compliance with a treatment plan and
assoclated testing. Employees who are permitted to return to work and who subsequently
test positive for drugs and alcohol shall be terminated from City employment.

All affected employees shall be given a copy of this policy.

All Supervisory Fire Department Personnel responsible for the implementation and
enforcement of this Policy shall also comply with the requirements of SOP Number 405
(Personnel Complaint Policy).

PROCEDURE:
Responsibility Action
Human Resources 1. Provides notice to employees of reasonable

suspicion and post-accident drug and alcohol
testing policy. ‘

2. Provides informational programs on the risks
associated with drug and alcohol abuse.

3. Provides drug and alcohol counseling and
rehabilitation programs through employee
assistance program.

4.  Provides Reasonable Suspicion Training
opportunities to all supervisory and
management employees.




Department/Division

Human Resources

Employee

Human Resources

10.

11.

12.

Ensures that every supervisor and manager
takes training in Reasonable Suspicion for
Drug and Alcohol Use no less than every two
years.

Completes Reasonable Suspicion checklist
on any employee whose demeanor or
behavior leads to suspicion that he/she may
be under the influence of drugs or alcohol.

Contacts the Human Resources Department
Safety Division if the use of the Reasonable
Suspicion checklist reinforces the belief that
an employee may be under the influence of
drugs or alcohol.

Safety Division facilitates immediate testing
for drugs and/or alcohol.

Takes the lead role in an appropriate
disciplinary action, up to and including
termination. Disciplinary action may include
mandated participation in a drug/alcohol
abuse assistance or rehabilitation program
approved by federal, state, or local health,
law enforcement, or other appropriate
agency.

Participates in drug/alcohol abuse assistance
or rehabilitation programs, if required as a
condition of continued employment, utilizing
medical coverage and vacation/sick leave or
other approved leave of absence.

Keeps Department/Division informed relative
to the status of an employee’s ability to return
to work.

Monitors an  employee’s  satisfactory
completion of any mandated drug/alcohol
assistance or rehabilitation program.

Attachments: Reasonable Suspicion and Post-Accident Drug and Alcohol Testing
Information For Members of the Riverside City Firefighters’ Association
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ATTACHMENT D

2023 City Health/Vision Contributions

Group/Plan

Coverage Level

2023 Monthly Health/Vision City
Contribution (Maximum)

Fire Management (72) Ertpilnpae| Gl $1,039.99

PLAN: BLUE SHIELD Employee + 1 $1,285.02

£ Family $1,530.91

Fire Management (72) Employee {Only) 887115

PLAN: BLUE SHIELD Employee + 1 $1,149.61

SRR Family $1,378.81

Fire Management (72) Emplogee (Only) $956.47

PLAN: BLUE SHIELD Employee + 1 $1,119.87

Himo 20 Family $1,337.61

Fire Management (72) Emplayes (Coly) $935.33

PLAN: BLUE SHIELD Employee + 1 $1,077.07

i Family $1,278.53

Fire M Employee (Only) $935.96
ire Management (72)

PLAN: KAISER HMO 15 Employeasii $1,078.13

Family $1,274.60

e i —_ Employee (Only) $930.46

ire Managemen
PLAN: KAISER HMO 30 Employae-+d $1,067.03

Family

$1,2569.75






