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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 to 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 (5%) increase to their base salary. 
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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. 

SECTION4 
RECLASSIFICATION POLICY 

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

SECTION 5 
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 certification 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%): 
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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 11, Instructor Ill. 

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. 

5 



SECTION 7 
VACATION 

A. 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: 

B. The Group member must: 

1. Give at least twelve (12) hours advance notice; 
2. Secure approval from their supervising Chief; 
3. Utilize the time off in one or more four (4) hour blocks; 
4. 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. 

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. 

C. 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. 

D. 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 lime 
shall not be counted as "hours worked" for purposes of the Fair Labor Standards 
Act during the affected pay period(s). 

E. Department management and Group representatives will periodically review the 
operations of section 7 to avoid abuses. 
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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 19th - 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 
shall 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 
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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 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 initial 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. 

SECTION 10 
HEAL TH AND DENT AL 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 actual medical plan 
premium changes. 
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Any increases in health insurance premiums each plan year will be divided equally 
between the City and employees. This provision shall not apply lo 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. 

8. 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 
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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 SYSTEMICONTRIBUTION 

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 member's 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. 

B. 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 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 three percent (3%) of pensionable income. 

C. Tier 3 - Employees hired on or after January 1, 2013, and who are defined by the 
Public Employees' Pension 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; 

• 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. 
If 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 401 a 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 ). 

A SICK LEAVE 

SECTION 17 
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 ½) 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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1. 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. 

2. All hours worked beyond the regularly scheduled hours of work in a pay 
period shall be paid at one and one-half (1 ½) times the employee's 
regular hourly rate of pay. 

3. 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. 

4. 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. 

5. II 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. 

C. 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 ½) 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. 

15 



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 been 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 (6) 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 be 
developed by the Fire Chief in consultation with the Group. 

SECTION 21 
FLEXTIME 

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 ½). 

SECTION 23 
COURT TIME 
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Employees will be compensated at the rate of one and one-half (1 ½) 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 lime 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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D. 

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. 

PROCEDURE: 

Responsibility 

Department, Grievant 1. 

Action 

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. 

Grievant 2. 

Department Head 3. 
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Presentation of this grievance shall 
be made within ten (10) working 
days from the dale the grievant 
knew or should have known of the 
act or occurrence giving rise to the 
grievance. 

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. 

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



Grievant 4. 

Hearing Officer 5. 
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(5) working days after the meeting. 

Step Two: If 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 
or 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. 



SECTION 26 

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. 

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 established right of employees to appeal 
any such discipline. 

20 



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. If 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, all 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 

A. 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. 

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

C. 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. 

D. 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. 

E. 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. 

F. 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 remitted 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 Internal 
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 alternative 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 shall 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 

Bereavement Leave 
Industrial Accident Leave 
Leave of Absence 
Military Leave of Absence 
Witness Appearance Compensation (Civilian) 
Jury Duty Compensation 
Automobile Allowance and 
Reimbursement for Expenses 
Retirement Benefits 

Section 7, 
subsections a, d, f and h 
Section 9 
Section 10 
Section 11 
Section 13 
Section 14 
Section 15 

Section 16 
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 Umited to 
salaries, wages, benefits, hours and other terms and conditions of employment. 
Therefore, ii 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 I, 
Sections 4 and 5, and Article Ill Section 1 B of Resolution No. 15079, or its 
successor, if any. 

25 



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 shall 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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MANAGEMENT REPRESENTATIVES 
CITY OF RIVERSIDE 

Michael Moore/Fire Chief 

By ~ ~ ~A.ci,j<l.,£..f· -¥-=l = - :::;.__-

Kristie Thomas/CFO 

By ~~al~ Dir 

DATED ~ /J 3) ioz3 
--=---+--7+---'-------

Ar i: ~~ 
DONESIA GAUSE . 

City Clerk 

APPROVED AS TO FORM: 

BY: ~ ~~ 
ASSISTANT CITY ATTORNEY 

RIVERSIDE FIRE MANAGEMENT 
GROUP 

B~ _ 

ByToFm:J" 

Scott Wilson/RFMG Trustee 

By ~r,/4-.~ j_g 

8

~ ta~ G Negotiator 

Brian Guzzetta/RFMG Negotiator 

By __________ _ 

By __________ _ 

DATED __ ..c....,b/'--l_3_,__/2_ 0_ 2-._3_ 



ATTACHMENT A 



J'll,'dl<i' j/;_.)i/ SOI' I L' 
J;.; 1•1-;c,i IL)!l 1i 

l'lWCElltlRE 

ATTACHMENT A 

COMPLAINT l'Ol ,lCY 

I The, D"part111c111 recognizes 1hc Hrdightcrs' Procc,lurnl Bill uf Rights nnd will provide rights 
ar11f proleelious afJbrrJe,l lo employees by lhis legislation 

A. DEF/MITIONS 

l. Complnin1· Any allegntion or po,,, s1:rvicc nr miscnnrluc1 m:idc by a citizen or 
c111ployce against n membet(s) urtlie Dcparlmc•111 is a co111plai111. 

, Compluinls of misco11d11c1: Mos1 allcuc I! violation of law, Riverside Fire 
Dcpartmc111 Policy, Procedure or Order or C:ily f'olicy nr Procedure. 

, Complaints lodged by citiicns will be classified as citizen cmnplaints, 
, Co111plai111s lodged by employees/supervisors will be dassified as intenml 

cumplainls 

2 Examples of' c1m1plair11s r.nnlcmpintc,I by !his p<Jlicy indude, bn1 are noi limit~d to, 
1he following: 

Sexuaf Harnssmc-nt/Di~crimitution 
Criminal Con<lu,1 
R11tial/e!1mic sl,ur, 
Pnor service 
Disco11rtesy 
lmjlroper f'roc.,dure 
Conduct Unbecoming (CUilO) 

J, Each alkgailon in a complain! shall have one oflhr. following FINDINGS, 

Unfounded: The alleged acl did not occur 
Exonerntcd: The alleged act occuned bur wasjus1ilicd, lc·gal and proper. 
Not Susloincd: The investigation produced insufficicnl information 1n 
prove or disprove ihe allega1ion, 
Suslnio«l: The Department member comrni11cd all or part of the alleged 
acts of misconduct m poor service. 
Miscou<lucl Noted: The Depanmcn1 mernbcr violated a section of 1hc 
Dcpar1me111 Policies, R1Jles or Prncedl!rcs 1101 origi1ully alleged in the 
complain: 



Mnnag('nH.'!lt & Adminis1rnllon 
Title t'o111plain1 Policy 801': 1.12 
Ulectil't·: I ?/00 
Revised· 08110 

,1 lnqoi!J'' IL during tile inVt!sliJpllion. it i.., dt'lt.•n11i1H'1t !hat a citizen is tncrcl1 
requesting dMifirn\ion of a policy 01 JHUCt'thire, that u11nplniot, with the 
rnncmrencr of !he Opr.wlio11s DPpoly Chi<'f, may be ron,idcietl an Inquiry. The 
Ope,aliom Deputy Chief, '" his <icsign,·i,, sh:111 lw 1csJHmsiblc fo1 inquiry 
tt'!;punscs 

ll. COMPLAINT RECEPTION AND IWU IJN(i 

Non-s11perl'isory employee,; shall imrncdiatdy refor rnmplainls 111 an O!Hluty 
supervisor (Le,, Fir~ Cnplain, Hatta lion ( '.ldt:I). Bupc:rvisorn shall nccc-pt complniuts 
in w1iting, in pcrson1 nr by lC'lephon,: or from mionymnus pcl'SOll!i. ThC' purpor1e for 
this is II-' rnc<.'lltrage d!izcns or cmploycc!< !O bring forward lcgltimalc grievat1ces 
rt;-garding poor service or rntscunduc! hy Di!partrnenl tHemhcrs. Citizens and 
nwmhcrs of the Dcp;ir-tmen1 will nul be- tfotcrn.1rngi:d In any 1rnumer from making a 
comp!aittL 

'J Supervi,ors shnll im111ed1atcly tccord cumplni111s on n Crnnplaiin Control Form, 
Supervisors may rc:m1ve minor cornpluirt1!• with a11propriate conecl'ivc: action 
including non~disdplillary counseling nnd lrnining. Supervi5ors shnll r~porl all 
<:omplailus to !he 011,du1y Baltalion Chief as soon r1s possibk. The Ballalion Chief 
shall dire cl !he supe-rvism rn fiH uut .:t Cumplaiul Conu ol T;onn 

3. The supervisor acccpling a c:mnplainl in pt:rson !:vbnlf give a copy of !he Complaint 
Comrnl Fmm l'1 the complainanL ·1 h,: original shall be forwarded to the 
Operations Deputy Chief via !he Baitalion Chief <lit uuty. In the cas~ of a 
c:nmplaint or sedo1rn misconduct of a i.:rimlnal 11nhm\ the Opcratiuns Deputy Chief 
or lhe Fire Chief slrnll be notilicd i111media1cly by the on-duly llallalion Chief 

4. Upon re<.:eipl of the Compltrint Control f'omr, the Opcralions Dcpu1y Chief will 
no1ify 1he cornplainanl in wriling that the complainl has been received and Iha! an 
iuvcstigution lias been initiated (or othi.~r appropriate correi:tivc attion ha£ been 
Iaken) A copy of the Complain! Control hm11 will ulso be mailed tfl the 
complainant if ii lrns not rlircady he,:n provided to him or her by the accepting 
sttpt!n·isor, 

5 The Opcralinns Deputy C'hid will be rcspmrniblc for assignmcn1 of the complaint 
for inve;t.igalion. The Operation; D1:pllly Chief shall retain lhe ongin11I Complain, 
Control f'onn for tracking flUIJioscs A copy or the Complain! Con1rol Form "ill 
be forwarded lo 1he investiga1or ,1ssigned t,, investigate 1lrt cumplainl. A copy of 
the Complninl Control Fom1 shall he given to the Depanmen: memher(s) againsl 
whum the cornplainl w,_, lodg<:d This shuuld be dune within a reasonable ~nd 
appropriate time. as determined l,y ihc Operations Deputy Chief. The Cornpkdn: 
Control Form shall be lim1ishcd to the subjecl employee prior 10 interview by the 
i nve:nigator(s ). 



\l:ir1ngr:nw111 l ,\d1i:n1i~ti.alu111 

I 11k: C11ir1pbii1: Poli::} 
Fl}:·~·1ive, I )/i,n 
!:r 1•it:(,'-;! o:{!) I_; 

(; fk i;1v1;;.•,!1g;-::t11;(~-) ::H) cii~.i:,,1i1 11,111; :h-:• 1\1'-1•H hnt!:;ri:'.a!im; l}ni1 1Lv ln :l1tit 

:-ifh.'ciali1.t•/ Ininh•t-: w im':.;,;\l/;i;i-,11..;; Ir: inn1plai1Jl~ .a;?;m: 11r::;on i!:\'\~::i:ig,:hns. Hit 
hrt· Chidsltal! ;Hs!L:,1 ll;,: ii,,'ci:li1,,,H.r=r 

7. The Op1:1a1ions Dcpuly Chief shnll be rl'·sprl!lsiblc for 110l ifying the erm1plaina111 in 
wri1i11g hy registered mail within thirty (lO) days of the disposition ,1f 1he 
complaint Addi1lo1rnlly, the Opcrntions Dcpuly Chicl or nssigncd invcsligalor will 
11oli()', in wriring, llw Dqwr1me111 fll<'mbe1(s) ng11ins1 whmn lhe complaint was 
lr1dgcd nrnl the rncmlm 's ,mpcrvising officer or 1hc di,:posilion of the co111plai111 

·1 he lelle1 sen! 10 ihc complainanl will only include the l'ollowing infornmtion: 

• Finding(s) of ihe investigalion A defmilion of ihe ftnding will be 
pnwided. 

• Detini1ions me I isled in section 1\3 abov,i. 
• Name nf1lw investigator who investigated !he cornplainl. 

Jr tlfl allegation rcsuiled in a finding of "Sustained", the leuer will stale that 
'·Hppmpriale co1rec1ivc/disdplina,y action will be taken against !he involver] 
Department member". The name of l!tc involved Department memlm(s) nnd 1hc 
specific action to be laken will not be included in the lc11er. 

C COMl'LAINT INVEST!GATION 

1. The st1pcrvisor accepling the complaim ~hall be 1csponsible for accorately and fully 
co111ple1ing lhc Complain! Con/ml Form. The supervisor shall <Jhlain preliminary 
statements from the cumplainam amt uny immcdialely available wi111esses 
Additionally, the supervisor shall rnllccl and preserve any physical evidence that is 
readily available or rnay be time or weather scnsitiw: 

2 ln the eusc of complaints of a mtnor nalurc (non-disciplinary), the Battalion Chief 
shall lrnvr. the discretion of assigning n complainl m the Captain level for 
invcsligation or npproprin:e correc11ve aclion (i.e., training, non-disciplinary 
rnunseling, e1c ) 

J Alkga!ions that a Depnrtment niembcr violnted a criminal law (felony or 
misdemeanor) shall be invesligated by ihc Riverside Police Deparlment m the 
appropriate outside law enforccme111 ilgency. The internal administrative 
investigation will be con<luetc<l conrnrrcnt with or after the completion <>f the 
criminal invcstigati<>n, at the discretion or the Fire Chief or his/her desigrtee 
Supcrvixors becoming awon.: of a criminal invcsligation involving a Department 
member who may be suspected of rnmmiuing a misdemeanor or felony crime shall 
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Mt1rn1genw111 1~ Admi111!-i1ratinn 
lit!<·· Complaint Poliq' 
Effot tive, I 2100 SOP: Lil 

Heviml: 08/10 

irnmedrnte-!y e1 1mple1c ;:i Crnnpl11i11! Cnatrnl Form am! f0\1le ii lo llw Optrn lion:-~ 
Deputy Chief thrnuih !he 0!Hlt1I)' Ba11alwn Chief. 

•I l{j(,I I rs OF SUBJECT 01· INVES rlGAllON: 
ff it is de!crrninc:d i11 thl! co11tst" of 1111 inve~aign0011 that un employee could be 
11uhjcc1 10 punitiv£> nctl0111 prior to (1h1.ai11iv1g n ~talcmcn1 from _Ille cmp_loy~e. \he: 
emplc,yee will be in!i::mned nf the 1ta!ure of tlw i11ve,1igntio11 nncl gh·e11 n11 
i.Adrnunitio11 Fmm" c:.,plaining his/hc1 fight~ as on iiwastig,1tiou subject. Tht 
Arson h1vcstiga1<>1 Arlmonilioo Fotm ;,, atwched lo this Policy as Appendix A. The 
Fi,r Unit/Fite Ma11agenm1\ Adrno11itiu11 of Rights fo,111 is nllached to this Policy as 
Appendix n. Aho nttadwd is a prnp.res,ivc di,ciplinc overview as Appendi;: C. 

Jl, COMPLAINT INVESllUATION REVIEW ANIJ APl'ROVAL 

C1.Hnplc1crl C(>mplainl invcstiga1ions will be w111cd 1hrouvJt the chain of comrnand 
to the Opcraiirrns lleputy Chief, wlw ~hall review tlte completed inl'estiga1ion and 
provide a written statc.mef!l of concurn,;•nt'c 01 dl'S,agrccmeru \li'ilh lhe conclusions 
and findings nf1he invc.stig;11or. 

2. Verbal or written disclosure or any in!nmmion coneemiog the cnnc!IJsions and 
findings of a cnmpbint invcs1ig11tion 10 the invulvcd Deparlmenl member slmll be 
m,1de by the Fire Chief or the Opern1iom llcp111y Chic[ Assigned investigator.; 
shall only discus, wirh or disdosc to the Fire Chief or the Operations Dcp11ly Chid' 
!heir preli mimiry conr!usions or findings, 

:1. Once the completed investigation is approved hy the Operations Depuly Chief, he 
,,, she, or his m her designcc, shall review the invrnigation with the involved 
Depmlmcnt rnember(s), The Dcpan111en1 member will rend and sign a copy or the 
iMcsligalion. Department members will be provided wirh a copy of the 
investigntion ifil is w;cd us n lm~i~ fo-rdist:iplinnry nc1ion 

E. COMPLAINT INVESTIGATION FILES 

I. The Operations Dcp1,ty Chiefwill be rospon,ible for maintaining a comprehensive 
fik ofnlf complaints and investigations. 

2. For Depanmcnlill purposes, complain{ lilcs will be s1orcd under !he [oflowing 
categotit.!s: 

a Complaims Djrected al lndivid11al Co11duc1 
Cihzens' complaints including allegations of use of rncial/ethnic slurs, 
serious. discourtesy, excessive force., or false arrest. 

h. C'.onmJainls .ffirected 01. Group Conduct 
Citizens' complain!s alleging poor !-i~tvice m procedural vinlation~ by a 
group of employees. 

c ![11errwL Cornplajnl,s 



~vbr1<11!,Nnec, X Ad:i1i11r~!1i:lit1n 

i1ilt· (:11:nphwi: 11oiirr 
U1,•, 1,, ,. lt/dll S1Jf' l.!l 

0~' lll 

:: Cn:opli1i111 iiles r.ch:k:d t;.1 tli•:t:mhhi,:I {d :w,n11 iin·c-,aigato1s ~;hail t:\·11:ilfnlaim.!d fp1 

u period tirthc ,'tilfi. 1\fo~r fivt' yC';m. lhty will bi: di•slroyNl Al! nthn compluinl 
fth•S" will hi.' 1nat111,1inl't! f'oi a 1w1l11d t.if lwu )'t'ilf;>J J\He:t lv.u yc~sr;:; lht.:y will Ix: 
dP~tri:i-ycrl. Files IIH) lli.' 1ctai11c1l h.111gl"1 if l!ll' ~ulijec{ mnllci or tht' fik (5; tlw 
!-,;11l~iect (1f pending litiga1im1 

1
1 Cumph1iw l'ile1 W!jj mit ht· s\(m•d iu tin· cmployce·.'i perKom1cl files Only 

<list.:iplinary dvcurw.'nls whid1 n;~nlt 111 su::.tnim.:d fimli11g~ of misc:n11duc1 sh.all he 
stnr?ci in flw ernploye(•1s 1wrsnn11d file 

I'. H EBlJf I AL TO INVl·:S !1(11\TJON 

ff ii lkpttrtmcnl mcmher who is tfu.~ sul~jrd oI n11 iuvc~tigatinn d15ttBrees with !he cun1cnt 
·H fi11dlng¾ oi tlic invi·stig-1!wn, he/,:;llc 1~rny .Sl.ilirnil JJ \Vlitt-tn rebttt!al wi1h111 ibirty (JO} 
days 1·he Operations. llep1Hy Chi~( 5hall ri.:vinv tlw rebuttal flnd, if' appropri;lte, nrdc1 the 
:natter tf, bt i-eopt..!ncd fo1 addiiirnrnl iH\'Cst1gation lb: ri:htHt,11 will be filed wi\11 the 
cm11rile!l.:d 11wf.!stigation 

D!·:FINITIONS: 
t:l.nnc 

/\ Pih.:hcs\ Mo:ion is a motitH1 for {l1scovcry of rwace of1kc1 rwrsonnd rccnaJs 
where the defense roiwscl is- an~mpting tr, csl,~hlish a cmaom, habit or practicf of 
excessive force, u ntnnhfoim:ss <H fohie am:st 11gainq a fh.'a\e of 11\:cr. 

2 If u Pirchess Morion is rcce:vcd by ilu: D~pnr1mcn1, lhc C11y Al!orncy'.s Office will 
h~· cunlm .. ·ted immediately fo1· advic.c mid 1-t:spon~<-· 
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Al'l'J;NIHX "J\" 

RIVLl,tSIUE J'if{f IJiJ'ARTMl'.NT 

l'EAC:L O!TIC:F,R l\l!,'v10NIT!ON 01 !(IOI I rs (FOR l\l(SON INVESTIUI\TOltS ONLY) 

An i11vr:s1tga1 iu11 i;>, i.ir:ing r.:onduc(cd till: 

I )ale.· 

'Jimc: 

L{1cntio11: 
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As 11 p,•ac1: ufl,cer t11Hk1 s.,c1io11 i:10,3·1 nftlw !'e11:1I Co,k 111111afilcf!gh1c111nde1 '1ec11n11 :12'> I of the 
(ktvcrn~1wnl Code, y.ou ha vi: the fo)lowlng rights; 

I. You IHl\'t' l11£" fight tu lwvc ony t11knogt1lio111.,'.rn:dt1~tcd at u H!asonnhh: hour, ,vith a rcprescn!Hlivt,~ 
ol'ynw own thunsing present Pre[crnbly, 1he intcnngnlion will 111\w pl11cc 111 n time when you arc 
on du! y, or during your noinrnl waking hnur~ 1 unlcs.s 1he st:rinusnl's~ of tht invesligatinn requires 
n1herwh1:, 

2. You have- rh~ righl lo he rn111pensa1cd for time !1Jlt'nl in intc11ogntions that Htc 1;omh1c1cd in your 
orr dlltl' timc al the nonnnl 111te for rlw Dcpartn,cnL You sltall 1101 he 1ch,.,~ed from e111plr,y,m,n1 
fra any wurk you mili5\!d, 

l, You luwe the dght lo be informed of lhe name, rank a11d 1:om111011d of the officer i11 charge o!' an 
intcrrogt1tio11, lhe in1cnog;1ti11g officer(~). anri all pcrnnn5, to iw prc.sc111 during tlw inlcnag_uHr.m. in 
ndvnnce of the intcrrngath11\ 

tl You have the righl 10 have all qucslimts dlrc:rtrd Hi )1nu lhmt1gh nn more lhan '\wn lntt.~rroga!ors at 
one time. 

S. You ha\'!! the righ! to have Hn~ inrnirog.ition session lirnitcd lo a n:asonnbl~ period, tukmg into 
c:onsidi;:rntio11 die gravily und complexity nf tht~ is!mr being investig~tcd 

6 You huvc the right, durinr, i11terrogmio11s, 10 be ullowcd lO 1111cnd W your own personal physical 
ncccss iii!!$. 

7, Ynu IHwc- 1hc tiglu llfJl lo be subjecttd to offc11sivr hmguattr. or thrcat,1ncd with punitive action. 
An cmploi·ee: 1dusi11g to respond lo questions or submit 10 interrnga1io11 slrnll be informed that 
failure t1J answer queslions directly n:lated lo the invcstigalinn or interrogntion 111ny r~sult in 
punitive aclion No promises of rt?ward shall be madras- an inducement to answering any 
queslions. 

No slt1len1ent which you make dnring interrogation tmdc.r dmess, coc,·cinn, or threa1 of punitive 
action ,hall be admissible in nny subsequent c:ivil proceeding This protection is subject 10 the 
following qualifitlllions: 

a This protection shall no! limit tlw use of Matcnm1ts you mnke when the Rivcr,ide Fire 
Depnrlrncll! is seeking civil sanctions nguinst uuy publie safety o!Ttcer, including 
disciplinary aclion brought u11<le1 Clovemment Code Section 19572 

b. This prntection shall nll\ prevent 1he adrnissibili!y of statemen!S made by you 11111kr 
intcrwgation in any civil ntlinn, including administrative: nctions1 whkh you or your 
exclusive reprcst.;'n1ativc initiale arising out of n disciplinary octiuu. 
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r. This ptol<:clioo !,hall rwt fHL'vcnl sta1e111enls mml!." hy you umfor in1crrngalion frnm being 
us,i;~d ln imptrn.ch yum testim1mJ r,fte, nn iu mmwra·n·ricw lo dt:lcrmirn· whether !he 
::lnl<imcnl!' !it'rv.r,, 111 impeueh yom testimmly, 

d This ptolecdon ;-;h~I! nol 01hcrwib1J pr'i•ven! 1hc i1<lmi!1s-ihility or s,ri:1t:mr11ls you rnnkt· u111kr 
i111crwgat!nn nftu1 your U.cntli 

R You hJVt' the right nut to bt: subjrclt<l io visits hy the press or new~ mer.Ha without ynur express 
cnma:nl nm shnll you, hmm: ndd1c1-m or pholof_~rnph hr ~ivt•11 lo rhe p1css or news rnedin by the 
J)cp.:1rlmr1it without }'Oi..lr c,,prt!ss C{)l\:'icnl. 

9. You sha!I ht1\''' m:tctss to nny lnpl.'.' n~cordi11g(s} of tmy 1.11' yntu iJllt•rmgalions und yuu ~Im\! lmvc the 
righ( to use- your own tapt' rei.::order. 

I 0, You have the riglu to a trnn:;cribl'd copy nf nny nnlt:.s rnadc by ii .fi\erwgrnphct, or tu any repmis or 
romplaiul~ mndr by investigators or other pcrnons, except thO!i-t~ which nrc deemed by lhc
inwstigating agency lo be cemlidrnlinl Nn unlt-:s or tep,Hts, which rue deemed to be conl1den\in1, 
may he entered in yo11r personnel l11e, 

11. Yotl have !hi: right to be informed of your cons1i1111iona! righls if ii is deemed 1ha1 you may he 
l'hnrgcd with a criminal offensi: before thc- interrogation .sHHfs. 

12. You have the right to lmve l1 reprem1tative present if fnnnal charges have been made or if pHnitive 
nctlun may be- tulrnn ns a rcJi.ttH of llw iotcrrugalinn. 

13. You have the right not to be t.cmpornrity reassigned, c1, u lm:fllion or duly nssinnrnent if:a men1bcr 
of the Department wo11l.d 11111 Mrmally be sent to that location or would not 110mtrtlly be Riven tl1at 
duly asslg_n.ment under .similar dtcumstano.:s. 

1•1. Y@ shall not be subjected to punitive action, or denied promotion, or be threatened with an)• such 
treaimcnt due to your lawful exl!fl:ise or nn)' rights undct nny udministrntive grievance procedure. 

The Fire Chief of the Riverside Fire Department shnll not be precluded from ordering you In 
coopernrc with nny other agencies involved in criminal investigations. !fyou fail to comply with 
such nn order, the Riverside Fire Dcpm1rner11 may ai'fkinlly charge yon with insuhordinntion. 

No punitive action, nor r.1 cnial <1f promotion 011 grounds other than rneric shall he undcrlakcn hy 
the Rivcr,i<I<: Fire D<!pnrtmenl without providing yon with an opportunity for administra1ive 
appeal 

15. You have. the right not la have >.ny cornmmt, adverse lo yonr in1crcs1, entered in your pcrsoru1el 
!iii,, or any other lile used for any personnel p11rposes by the Dcpar1111enl or Ci1;, wi1hou1 )'"" 
having first rend or signc d the instrnmcnl containing the adverse com men I indicniing thal you are 
aware of such commen: If you refuse 10 5ign rhc docnmt·nt. it will be so noted nnd placed in yot1r 
file. 
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16. You hav1: ChL' rigl11 lO rrftrit' lfl inform tht• Ucpa1 tnwlll of inft11nHllion lt.'garding Ht•ms uf propett,V. 
inc(intc1 ussi:I~;. sm11ct· nfincuuw, clchts lH persotta1 or tlonws!it. c.":p~ndHures ,111d those of your 
f1m1ily 1 t•xccpl sudi inlo1ni;1ti1111 as 11:qllin:d by Slatr law or which ih ne-cl!ss~uy ftH· the lkpanuient 
to H!H't•rtoin lh<' ch:.-::irahility nfni;-;igm11en110 a i;pr.i.'inl uni! i1t which thC'u,• i:; a strnng tH1ssibitily 
1ha1 bribes m n1hei induccme111s IIiil)' lw offorc,d 

17 You have lhr righ! lu h11vr ,"ctt11 lo~kcr, ot olhet ~fHlCt' for s!orn~t'M,idgrwd 10 you, fn;c of:scard1 

cxc1:pt whl!'n you are, p1est'111. rn \Vlth ycH1tconi;cn1, or unh!SS a v:1lid sc1Hch \\'i.1nar1l has hc-eri 
ob1aitw1I r1r wheu ynu h,wc been nnliitfd that 11 sc,m.·h \Vilt be comh1c1ec\ 

iR. You lww: ttw rip.ht lo havt• lhi11y {30) eaknd,u dr1J.s wlthi11 whkh ln nit n wiiUt'II rcspt,mc ln nay 
Hlh'r.r:-;;~ cu1nrw..'nt enlNed iii .-iny jl{'!So:uwl 111c n11d havt! it nuached to1 nm! BccomJHH\Y lhc m.ii.'t~rse 
t;OJiltl){,'IJI. 

l9 Ynu ha1·e the righl to refuse ln ,ub:ni1 lo a rolyg,aph 1:xnmim11ion No disdplirn1ry a<lion, 
reciJrds, or 1cs.1i111u11y ,m,y be giv,:n l<J indicate 1lrnt ymi rcfuse1\ tlw po\yg,aph. 

I /11m· n•111I ,md rel'd1mrl" cop)' of Ill)' rigi,ts w,dertlu• l'IJJJUC S1/FETY OFJ-JCJ::RS' 
l'ROCF:D//Rl:i!L fl!U OF 11/Ci!fn'AC/' (<ir1v,mmw111 Code .1300, L'I Ut/.) 

Oflkcr 

Witness Date 

Are ,you toking any rncdicntion tlrn! could cause you to be unabk lo underslal'ld and respond 
trnlhl'ully and fully lo !he questions lh111 wi.11 be asked of' you? 

Respoirne· No Yes 

I lave you failed lo take uny prcscril1cd 1m,dica1ion that would assisl you IO understand and respond 
trulhFully and rully 10 lhe queslions that will be asked ttl'you? 

Response, Yes 

Arc you suffering from any menial or physical condition 1hat could cause you to he unable to 
undcrs1aml and respond truthfully and Fully 10 the qucslions 1hat will be asked of you? 

Respome: 
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lhe Cnlifom\a Supreme Court, iu i11tcrpre1ing Govemmcn1 Cotle Sections 330J(c), 3303(g), nm! 3304(u) 
SI.tied that an oflier!r mus( be given Mirnnd,1 Rights when ii is apparent that he or she may be charged with 
a criminal offense. 

)\11HANDA STATRMJ~NT OF ~UGHTS 

§PECJFIC'WARNINQ 

l. YOU HAVE Tim RIGHT TO REMAIN SU,EN1', 

2. ANYTHING YOU SAV CAN AN fl WILL Ills llSF.ll AGAINST YOIJ JN A COURT OF 
LAW. 

3. YOU HA Vis THTC HIGHT TO TALK TO A LAWYER AND !IA Vic HlM PRESENT WlTI! 
YOU WHILE YOH ARE BJ>:tNG Ql/Ji:STIONED, 

4. IF YOU CANNOT AFFORD TO lll!U,: A LAWYER, ONg WILL Im APPOINTlm 'j'() 
REPRESENT YO!J BEFORE ANY QUESTIONING, lF YOU WlSH or,m. 

}:YAIVfc]s 

;;, IJO YOU IJNilERSTANl) EACH or Tll8SE RIGHTS J HAVE EXPLATNJW TO YOU? 

llESPONSE: ___________ _ 

6, HA YING Tl·lf:SE RJGHTS JN MINll, no YOU WIS!! TO TALK TO us NOW? 

RESPONSE: ----·------

11,eforegoil!g wa.i r.md and fully explained to: 

Full name person quesfirmed. 

!Jy: 

=---:;---:-:--;--:----------· 
Signature of person giving advisement 

71w above is rr11e, 

---···--·-:----·· --~- ·---. -------------
S1gnat111·e of person quesrioned lJotr! 
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1\tihrn1gh yr111 lmvt.> n iill,IH tn 1ernai11 sih•ul nm! nut i11r.:r1ntlna1e ytnu~1:lr1 yum sih·nn'. can be de<'ftlt!d 
inr,Hhmdin;:;finn i,nd n::nlt in ;1drnlni:,\rJlivi.• disdp!1ni:.· 11p lo and indudiug ti'.'nninniion. 

/\ny statement llmt yuu makt: uwh:1 eomp1dsirn·1 (tf the lh1t~111 of 5:;,.11:h di;;ciplint: t:111mul h(' u~;ed again:,;t y~iu 
inn lati:1 criminal pmr.erding 

/lltltmigh nothing which you sny pursut111t lo 1111: rlin:e,t onb of ill<' Department Olii) bc- used again,! you 
in ,my iillrn,· c1imi11al prarnc<lings, 1be l lepanmPII! 1; le gully c•hllgatcd 10 pH><'ide u copy of 1hr compelled 
s1ntr:men1 upon thr: dl.'nwntl nf any Federal ,1r Stalt: prnscc.uwdal agencr whir:h 1nay be inves1igati11g your 
condutL I iuwevet, you hlw,: the right In c:hal lt.•ng.r tht' pw!itCutt:Hi?.l ngttncy a11d tht c.:hrn [•.cs h;- 1cqnrsting 
1:1 hcuring tind n!ql1iring tlmt tht: pfost:,:u!m pwvc lhnt ull e\'idcw:c wr1~ nbtaked indep;!ndcntly and nnl fili 

11 rt.':'iUlt of ymu 1.:mr1prllc<l statcmc1H 

1 am ht'rt:by Mtk1ing ym; tn m1s\\Ct ou1hf11lly and 1.:onipktdy qt1~sthrns rchJHng tll this int(!rvinw or 
investigi.!lilH1, 

i{e;;ponse: . 

Full nnmr person (JW"S/frmed 

fly 

Signolure o/per.rnn givinjf mfri.semi:111 

.S'fgnoture of person questioned 



t-,bn:if11 'n1,:i!I 1\, 1\drn:nbtr.1liD~·1 

·1 id(.'' f:n,1,J1l :iol i\·,!i, 

Al'l'J.:NlllX "H" 

111\'El(SJl)i, HIIE llFl'Al{TMLN I 

FMl'I.OYH (l'll<J· UM l 'Flf!l· MANAUl'ME!,T I IN! f) AIJMf )Nil lUN UF RIGHI S 

/\11 invr:t1litaHon fr, b:i1ig l'm,duc11:d on: 

l.hih'• 

'lime· 
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You htivc lhu following right:~ plUSllMJI to 1hr F11dlcl;:cr:s 1 Pmn•th11;il nm of Righfs J\t'.t: 

I. Vnu hovt' thr right. 10 ht1ve any intcrrngation 1.·m1d11ch:d nl n tCil¾rnmhk· hoor, wi1h a rcprcsenlativc 
(1f yow ovm din using pre:;enL P1cfcrnhlyi lhc iulf:nogation will t1<1kt: pince al ii time whC'n you are 
rm duly, or cfwing yom nomrnJ waking htHJrfi, uule-$'- llw St'1inu?>1W~!i n!'thr lnvesligatio11 requires 
otl1crwhl'. 

2, Vou h;1vc lht> righ1 lil br: compensak'.d for limr- spent in interTugatiuns 11ml tHt:cunducrcd in yow 
off dmy lime al the nonrnil rale for !l,e llerartmcn1 You sirnll nm be rclc;md from cmploymer,1 
for :my wu1 k yn11 mim·d. 

l You lrnve 1h1: dgltt to be inforrnccJ of_!hl' rnmw 1 nrnk und l'ot1rnmnd of 1hc nfficer in charge of an 
i11le1rnga1io11, the inlermgllling olr!cer(s), and nil persons In lw prcsen! drning the i11lerrogntiun, in 
advanct· nrtht' fowrrogaticlH. 

1f. You lrnvt: !he dghr to have nll ques1ions dircctl!d to you thrnngh 1m n10n.• 1han twu interrogators m 
mwtimc. 

5. You hnvc 1he rig hi to have the in1erraga1ion session li111ilcd lo a re,m,nabk period, taking i1110 
t:onsidcr,1{!r,n dw grnvit)1 and compk·xitj' oftlw iss.m: heinn invcstig;Hcd. 

6 You htt\'C the rinht, during, lmraogn1ions 1 w he nltmve\l lu HHend to your owr, personal physical 
neces':titti!s 

7 You ha-.· 1l1c righ1 not In be subjecicd 1,1 offensive languagt• or lhrealene,l with punitiw, aclion. 
An employee refusing lo respond lo questions or sub111i1 lo rntmogmion shall be informed Ihm 
foilnre lu answer ques1ion, directly related to the invcstiglltiun or inlerrogatiori mny resull in 
punitive ncliuna No prnrniscs. of re\.vairl shull he nrndr. n~ nn inducement to irnswt•-ring any 
(jtWslions 

8. You haw the right nor Io be subjected to visils by the press or news media wi1hou1 y"ur express 
consent nnr slrnl! your home address or photograph be gi vcn !ti the prc,s or news media by the 
Dep11r1mcm with()ut your express consent 

'I You shall have access to any tape rccmding(s) of nny of your inlcrrogntions and you shall have lhe 
, i!lh! to use ytiur own tape recorder, 

IO You liavt· lhc right lo a tninscribcd copy of Hny notes made by a stcnogrnplwr, or tu any reports or 
eomplainls made by investigators or other persons, cxcepl !hose which arc deemed by the 
invc~tigating ngcncy lo be confidential No tmtcs (H reports 1 \ 1.-hich arc del!m>'!tl lo be cor,fidenlial, 
may be enl<:rcd in your personnel file. 

11. You have thr. right to b~ informed of your constitUlional rights ifil is dce1m:d !hat you may be 
charged with a criminal offense he fore !he imcrrogation ,1a11, 
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t:J. '(nu lrnve the tight In have a rcprcsentalivc prcsenr if funnal d1.irge:,; have hren made or ifptmi.tivc 
action nrny l;r! token ris n rc.:sull ortbc in1cnogat_io11. 

13. You }rnvC the right no! to be ,~mpornril)' reassigned, ln n loc~l'ion or dnty.assignmcnl ifa member 
oflhe Dep11r1me1ll would not nomrnlly I)(' sc1111n lha1 lm:alinn or would 110111n11m1lly be given 1lia1 
duty tlsslgnment under similnr eircum!i1m1cr.s 

14. You H!rnll 1ml be subjcc1ed lo 111rni1ive aclion, or denied prnmolion, r11 be thrculcned wilh m1y such 
trcatmenl due to your lnwful exnci5e nf nny rights under any admini!stra!iw gricvnnce p1occdurt'. 

The Fire Chicfof'i11e Riverside• File Dt:part1ncn1 shall not be precluded from ordering you to 
cooperntc with any other ngcncic,s ln\'Dived in crin·1im1l invcslihlntinn.$. If you fail tn comply with 
such an order, the Rivt•rnide Fire Deparlmenl nrny oflicinlly charge yo11 with ins11bordi11ntion. 

No punitive 11ction, nor dcni:il or promotion on grounds mher than ml'ril, shall b, und<:1iake11 by 
lhc Riwrnide Fire Department without prnviding yL111 with an opportu11i1y for udrninimalive 
nppeal 

15. You have, the right not to have nny <:r1m111e111, adverse lo your interest, entered in your pc,rsont1d 
file, or iiny olher file used for any persormcl purposes by the Department or Ci1y, wi1hou1 you 
having first read or sigm .. ·d the inslrurncnt con1aining the ;id verse comrnenJ iodicaling th.at you arc 
aware or such tommenc J f you refuse to sign lite dm:ume11t, it will be so nu!cil nml placed ir. your 
lile, 

16. You lrnYc lhc right to ref11se 10 inform the Dcpartmcm or i11formalion reg,11ding ilcrnr. flf property, 
ioc"Cmie, assts, source llf inl·ome, debts or persona! or Uornes!ic expenditures and those of your 
family, except such information as required by Stn1c law or which is necessary for the Depa11rnent 
to a,cerlain the dcsirnbilily of assignment to a special unit in which there is a strong possihility 
1lmt bribes 01 other induccmr:nts may be offered. 

I ·1. You l111ve the righl to have your locker, or other space for storage nssigned to you, free of search 
cxccpl when you are: prese11t 1 or with your c-01rnc111 1 or unless !-l valid s.tnrc.h warrant has been 
obtained or when you have been notified I hat a semch will be conducted 

18. You lrnve the right to have thirty (JO) calendar dnys wilhin which 10 file n written response tu any 
adverse comment cnlered in nny persrnmel file an<l have i1 nttached lo, and acrnmpuny the advcr,c 
co1nmcnt. 

!9. You have the righl to rcfose to submit to a polygrnph examination. No disciplinary action, 
records, or testimony may he given 10 indicate that you refused the polygraph. 
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An: yuu t11ki1tg nuy medica1ion lhm rould ern11>e you to ht• iirwblt· to undt:•rstand nnd re:i-p(m<l 
tmlhl'lilly and hilly to th<' que,tiom that will be asked of you'/ 

Nespon!ie: Nro Yes 

Have you foiled to takt.~ .any prescribed medicn1io11 thal would osshH you 10 untlcrsland nr.d n .. ·spond 
trnth fully a11d f'ully to the question, that wi 11 be asked of you'/ 

No_ 

Are you suffering from any 1n~urnl or physical condition that could cause you to b.e: mmble lo 
understand and r<:spoml tn11hfull)' and fully to the q11c~tions Iha! will he asked ofynu'/ 

Response: Yrs 



M1nrng1..·nwn1 & t\dmioi1:1!01in11 

Titk: C,,mp\;11111 Policy SOl': l .12 
Effocliw: 17/0fl P~ti_.;i! 16 of IR 
Revised: OSiiO 

Th~ Cnlilontin '"l""llle Court, in i111crprcti11g Uowrmncr,t Code Sections :n\ll(u), 3'l03(g), and 3304(n) 
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l\HRANDA STATEME!'::{I OF RIGHTS 

Sl'JWIFIC WARN!J:ic; 

I. YOU Iii\ VJ<: TllE mwrr TO REM/\IN 1m.1::NT. 

2. ANYTil!NG YOll SAY CAN AND Wll.L BE USE fl AGAINST YDtJ IN A COlJJff CW 
I.AW. 

:1. \'OU HAVF; Tllh: l{IGJl'J' TO TALK TO A I.A WYEH AN!l llAVJ;; IIIM PRESENT WITfl 
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4. IF YOU CANNOT AFFORD TO HlRE A LAWYlm, ONE WILL BE APPOJNTED TO 
HRPIU:SENT YOU IU<:FORE ANY QUESTIONING, IF YOU WISH ONE. 
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Full ruuntf per.nm (Jlil\'ilioned 

/!y, 

--·----•·----
Signnfure of pet son giving odrisemenr 

1he l1hove is truri • 

,S'ignuture afper5on tJW!Slioned 
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I mn hereby ordering you lo nr1swt-'r trntltl'ulty nnd cmnpletcly questions 1elaflng \'0 this interview or 
i11ves1igation. 

You lrnve lhe right w frnve n n.'Jncs:cntntlvc present whilt! being i111crview~d. 

Do you wish lo have a representative present with you? 

Name of rcprcsentali ve present: 

J'Jn·fnregoillg wns rem! rrmffulQ· L'.\p/aineri tn: 

. -- '·'··-------

Full !WHU! person questioned 

1/y 

·---,-----·•------•---
Slgnmure ofparsrm ;:fving mfiri.senu.'nl /Joie 

Tim nbove iJ true. 

Signa/11re 0Jp,,,.so11 queslio11ed /Jnre 



Al'l'ENn!X "C" 

OVEIW!EW FIRE UNITIF!RE MAN/\Cll,MEN! 

INl'Ol{M/\1. 
CntJNsm .ING 
iiiic011-11,1'iTii'fioN 
OF COUNSJ·.ll~lCi 
Mf'MO 

i'ERH>RMANCE 
CONTRACT MEMO ----~- . •·•------

WRrJ l'liN 
ADMONJ81IMENJ 
EMi,RGENCY 
SUSPENSION 
WITH l'AY ·- ---------

IIDMINISTRAT!Vh 
LEAVEWlTHPAY 

LOWl'8l 
U;VEL 

Cnplaln 

r apt,.1i11 

{'~tptain 

Capt.tin 

1Jattalion 
Chief 

--- . -----~----
Fm, Chicl's 

Office -- .. _ -~---·--·-•·- --·--

WR! ll'EN 
REPRIMAND ~ •~"•• _.,_,. . .,, -- •-~" ,_, e. -

Caraain 

Fire Chiers 
PAY REDh).fillON Office -~~--;----
SUSPENSION Fire Chiefs 
_\VJ'J'[!OUT PAY. .. . Office 

DEMOTION 

lERM!NATION 

Fire: Chiers 
Office 

Fire Chiefs 
Office 

OR[FVANCF 
RJ(l!fl'S 

NIA 

Rdn111ah!, 

Nu 

Rdmttablv 

No 

No 

Ye; 

Ye, 

Yes 

Yes 

IJOCUMll\''J'A'J ION 

NIA 

l>ivhinn Vik Ont' 
Yem 

Division Vi le 011e 
Year 

llil·ision Hie One 
Year 

Pcr,ormd Fi le 

Personnel File 

Personnel File 

Personnel File 

Personnel Fik 

SOP; 1.i7 
J',igi: 18 ol iii 

l'RJ, .. J)JSC 
NOl'fCE 

No 

No 

Nu 

No 

No 

No 

No 

Yes 

Yes 

Yes 

Yes 

Appt:ndi:,; C 



ATTACHMENT B 



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 
workplace 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 to 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 Alcohol 
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 
Suspicion or Post-Accident drug/alcohol testing. 

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

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 to provide sufficient 
quantities of breath or urine to be tested without a valid medical explanation; tampering 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 
conducted; 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 odors 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 Personnel - 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 (60 minutes total for signs 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 personal 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 employee 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 performance of his/her 
duties as identified by his/her job description. 
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The use and ingestion of illegal drugs is prohibited at 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 performed 
for each identified drug using gas chromatography/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 alcohol 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 administered, 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 ordered 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 sample/test 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 alcohol 
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 collection 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 employee 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 over-the-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 employee must be witnessed by a supervisor who has received training 
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 
supervisor 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 
cause/suspicion may not be based upon hearsay. 

The documentation of the employee's behavior/conduct shall be prepared and signed by the supervisor 
utilizing the Reasonable 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 cause/suspicion alcohol test just 
before, during, or just after the work shift. 

If an alcohol 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 test shall not be conducted. The supervisor shall document the reasons. 
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An employee 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 motor 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 
occurrences: 

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 
test. 

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 slating 
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 remain 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. 

6. 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 into 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. 
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2. Employees 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. 

3. 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. 

4. 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 alcohol policy even if such rule 
violations or work-related problems result from drug and alcohol abuse. 

CONFIDENTIALITY 

Confidentiality is an essential element of this policy. 

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

2. 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 results to the Human Resources Director or designee. 

3. All records pertaining to drug and alcohol 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. 

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

5. 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; 

c. 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. 

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

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

I RECORD I RETENTION PERIOD I 
Results of an employee's alcohol test which indicates an alcohol 5 years 
concentration level of .02 or hiaher 

Result of an emolovee's drua test which is aositive 5 vears 

Documentation of any employee who refused to submit to a 5 years 
renuired alcohol/drun test 

Calibration documentation of evidentiarv breath testina devices 5 vears 

Employee assessments and referrals by substance abuse 5 years 
professionals, as well as records of employee compliance with 
EAP recommendations, 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 
drua test and all drua and alcohol education and trainina records 

Results of an" alcohol test which is less than .02 2 vears 

Documentation of any negative or canceled drug test 2 years 

FOLLOW-UP FOR POSITIVE TESTING 

Employee 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 employees 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 treatment. The City has no obligation 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 subject to a 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. 
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The supervisor must use the following process to validate the reasons for considering a drug and/or 
alcohol test. All observed 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. The supervisor should personally escort the employee to an office or other private area. Another 
supervisor should be present as a witness. 

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

3. Using the Reasonable 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). 

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

5. If the supervisor believes 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 alcohol testing site. 

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

7. 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. 

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

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

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

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

12. If it is believed that the employee is impaired, the supervisor makes arrangement to have the 
employee taken home. If the employee refuses assistance, a witness should verify that the 
employee refused assistance. If the employee cannot control his/her actions and leaves without 
assistance, the supervisor must call the Police 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. The employee arrives at the collection site. 

2. If the employee does not arrive at the assigned time for testing, the Human Resources Director or 
designee shou Id be contacted for instructions. 
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3. 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. 

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

5. Once the employee identification has been verified, the first portion of the chain of custody 
requisition should be completed. 

6. 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 or her wallet. If 
requested, a receipt for personal items will be provided. 

7. 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, faucet, soap dispenser, cleansing agent, or other materials that could be used to 
adulterate the urine specimen. 

8. The CT provides the employee with a specimen bottle and allows him/her to provide the 
specimen in the privacy of a stall or other partitioned and secured area. 

9. 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. 

10. 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. 

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

12. 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). 

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

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

15. The CT tests the specimen for temperature within four (4) minutes of urination. The acceptable 
range is 32 degrees - 38 degrees C (90 - 100 F). 

16. 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 observation of a testing site person. 

17. 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. 
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18. The CT inspects the collection 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. 

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

20. 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. 

21. The CT removes the "laboratory original" copy of the chain of custody requisition and places it in 
the outsid·e pocket of the chain of custody bag. 

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

23. 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. 

24. 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. 

25. 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. 

26. 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. The employee arrives at the testing site. 

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

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

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

. 5. 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. 

6. 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. 

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

8. 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. 

11. If the test results are less than 0.020 on the screening test, a copy of the form will be 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: 

Appeal 

a. The BAT will explain that a confirmation test will be conducted. 

b. 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. 

e. If the result of the confirmation test is different than the screening test, the confirmation 
test will be considered the accurate results. 

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 prior to any pre-disciplinary hearing 
(Skelly), whichever comes first. 

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

3. 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 certified for drug testing by the 
U.S. Department of Health and Human Services. In that case, a strict chain of custody 
procedure shall be agreed upon by both the Department and the employee. In addition, 
the laboratory shall provide simultaneous notification of the results to the employee and 
the Human Resources Director. 

4. If the results of the retest are negative, the original sample will be considered negative. If 
the results are positive, there will be no further appeal as to retesting. 
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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/ml 

2000ng/ml 

25ng/ml 

1000ng/ml 

Confirmatory Cut Off Levels 

15ng/ml 

150ng/ml 

2000ng/ml 
2000ng/ml 

25ng/ml 

500ng/ml 
500ng/ml 



Collection Site: 

Appendix B 
City of Riverside 

Collection Sites and Laboratory 

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): 

Inland Empire Occupational Medicine 
3579 Arlington Avenue 
Riverside, California 

Laboratory: 

Pacific Toxicology Laboratories 
6160 Variel Avenue 
Woodland Hills, California 91367 



Appendix C 
Reasonable Suspicion Checklist 

See following page. 



Appendix D 
Acknowledgment/Receipt Form 

See following page. 



ACKNOWLEDGMENT/RECEIPT FORM 

I hereby acknowledge that I have received a copy of the City of 
Riverside's Drug and Alcohol Testing Policy for Members of the Riverside 
City Firefighters' Association. 

I 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. I understand that disciplinary 
action may be taken if I 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 

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

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

I 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. 

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

□ consent to provide a blood or urine sample. 

□ 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 Witness 



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. II is our understanding that you have refused the request. 
Consequently, I 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. 

I 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 employee 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 (Personnel Policy and Procedure Manual, 111-5). 



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 create a safety risk. 

POLICY: 

The consumption of alcohol is prohibited during 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 alcohol 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, 111-
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. 

2. Employees who test positive for drugs and/or alcohol 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. 

3. 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. 

4. 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 
associated 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 

Human Resources 

Action 

1. Provides notice to employees of reasonable 
suspicion and post-accident drug and alcohol 
testing P,Olicy. 

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. 



DepartmenVDivision 

Human Resources 

Employee 

Human Resources 

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

6. 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. 

7. 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. 

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

9. 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. 

10. 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. 

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

12. 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) Employee (Only) $1,039.99 
PLAN: BLUE SHIELD Employee+ 1 $1,285.02 

PPO 
Family $1,530.91 

Fire Management (72) Employee (Only) $971.15 
PLAN: BLUE SHIELD Employee+ 1 $1,149.61 

HMO 15 
Family $1,378.81 

Fire Management (72) Employee (Only) $956.47 
PLAN: BLUE SHIELD Employee+ 1 $1,119.87 

HMO20 
Family $1,337.61 

Fire Management (72) Employee (Only) $935.33 
PLAN: BLUE SHIELD Employee+ 1 $1,077.07 

TRIO 20 
Family $1,278.53 

Employee (Only) $935.96 
Fire Management (72) 

Employee+ 1 $1 ,078.13 PLAN: KAISER HMO 15 
Family $1,274.60 

Employee (Only) $930.46 
Fire Management (72) 

Employee+ 1 $1 ,067.03 PLAN: KAISER HMO 30 
Family $1 ,259.75 




