


































If confirmatory testing results are negative, all samples shall be destroyed and records of the testing expunged from 
the employee's file. 

Section 6. Alcohol Testing: A breathalyzer or similar test equipment shall be used to screen for alcohol use and if 
positive shall be confirmed by a blood alcohol test performed by the laboratory. The screening test shall be 
performed by an individual qualified through and utilizing equipment certified by the State of California. An 
initial positive alcohol level shall be .04 grams per 210 L. of breath. If initial testing results are negative, testing 
shall be discontinued, all samples destroyed and records of the testing expunged from the employee's file. If initial 
testing results are positive, the test shall be confinned using a blood alcohol level. Sampling handling procedures, 
as detailed in Section 4, shall apply. A positive blood alcohol level shall be .04 grams per 100 ml of blood. If 
confirmatory testing results are negative, all samples shall be destroyed and records of the testing expunged from 
the employee's file. 

Section 7. Medical Review Physician: The Medical Review Physician shall be chosen and agreed upon between 
the Employee and the Employer and must be a licensed physician with a knowledge of substance abuse disorders. 
The Medical Review Physician shall be familiar with the characteristics of drug tests (sensitivity, specificity, and 
predictive value), the laboratories running the tests and the medical conditions and work exposures of the 
employees. The role of the Medical Review Physician will be to review and interpret the positive test results. The 
Medical Review Physician must examine alternate medical explanations for any positive test results. This action 
shall include conducting a medical interview with the affected employee, review of the employee's medical history 
and review of any of the relevant biomedical factors. The Medical Review Physician must review all medical 
records made available by the tested employee when a confirmed positive test could have resulted from legally 
prescribed medication. 

Section 8. Laboratory Results: The laboratory will advise only the employee and the Medical Review Physician 
of any positive results. The results of a positive drug or alcohol test can only be released to the Employer by the 
Medical Review Physician once he/she has completed his review and analysis of the laboratory's test. The 
Employer will be required to keep the results confidential and it shall not be released to the general public. 

Section 9. Testing Program Costs: The Employer shall pay for all costs involving drug and alcohol testing as 
well as the expenses involved of the Medical Review Physician. The Employer shall also reimburse each employee 
for their time and expenses, including travel incurred, involved in the testing procedure. 

Section 10. Rehabilitation Program: Any employee who tests positive for illegal drugs or alcohol, shall be 
medically evaluated, counseled and referred for rehabilitation as recommended by the EAP Counselor. (The EAP 
Program selected for use in conjunction with this policy will be one agreed to by the employer and the employee. 
It is anticipated that a specific EAP/drug alcohol counselor will be selected and named in this policy.) Employees 
who successfully complete a rehabilitation program will be re-tested once every quarter for the following twenty­
four months. An employee may voluntarily contact the EAP Counselor and/or may voluntarily enter rehabilitation 
without having previously tested positive. Employees who enter a rehabilitation program on their own initiative 
shall not be subject to re-testing as outlined above. Employees covered by this policy will be allowed to use their 
accrued and earned annual leave and/or sick leave for the necessary time off involved in the rehabilitation program. 

If an employee, subject to re-testing, tests positive during the twenty-four (24) month period, they shall be subject 
to disciplinary action as per the Department Rules and Regulations and/or Memorandum of Understanding. Any 
employee testing positive during the twenty-four (24) month period shall be re-evaluated by the E.A.P. counselor to 
determine if the employee requires additional counseling and/or treatment. The employee must participate in any 
additional rehabilitation and/or counseling as directed by the E.A.P. counselor. Subsequent to completion of 
additional counseling and/or treatment, the employee will again be subject to random re-testing for a twenty-four 
(24) month period. If an employee tests positive during this subsequent twenty-four (24) month period, the 
employee will be subject to discipline as per the Department Rules and Regulations and/or Memorandum of 
Understanding. 

18 



Section 11 . Duty assignment after treatment. Once an employee successfully completes rehabilitation, they 
shall be returned to their regular duty assignment. Once treatment and any follow-up care is completed, and three 
(3) years have passed since the employee entered the program, the employee's personnel file shall be purged of any 
reference to his/her drug or alcohol problem. 

Section 12. Right of Appeal: The employee has the right to challenge the results of the drug or alcohol tests and 
any discipline imposed in the same manner that any other Employer action under the terms of this agreement is 
grievable. 

Section 13. Union held Harmless: The Employer assumes sole responsibility for the administration of this policy 
and shall be solely liable for any legal obligations and costs arising out of the provisions and/or applications of this 
collective bargaining agreement relating to drug and alcohol testing. The Union shall be held harmless for the 
violation of any worker rights arising from the administration of the drug and alcohol testing program. 

Section 14. Changes in Testing Procedures: The parties recognize that during the life of this agreement, there 
may be improvements in the technology of testing procedure which provide for more accurate testing. ln that 
event, the parties will bargain in good fai th whether to amend this procedure to include such improvements. 
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SOUTHERN MARIN FIRE PROTECTION DISTRICT 
CONSENT AND RELEASE FORM 

FOR DRUG/ALCOHOL TEST PROGRAM 

I acknowledge that I have received a copy of, have been duly informed, and understand the Fire 
District's drug and alcohol testing policy and procedures. I have been provided with infonnation 
concerning the impact of the use of alcohol and drugs on job perfonnance. In addition, I have been 
informed on how the tests are conducted, what the test can detennine and the consequence of testing 
positive for drug use. 

I have been informed of the Fire District's Employee Assistance Program. I understand that if I 
voluntarily come forward and ask for assistance to deal with a drug or alcohol problem through the 
Employee Assistance Program, that I will not be disciplined by the Employer. 

I understand how drug/alcohol tests are collected and further understand that these are medical tests that 
are conducted under the auspice of a Medical Review Physician. I understand that the medical Review 
Physician will review and interpret any positive test results, and that I will have an opportunity to be 
interviewed by the Medical Review Physician to review my status, my medical history and any relevant 
biomedical factors prior to the Fire District being informed whether I passed or failed the test. 

I understand that a confirmed positive drug or alcohol test result will result in my referral to the Fire 
District's Employee Assistance Program and that I will be required to complete a rehabilitation 
program. No disciplinary action will be taken against me unless I refuse to take a drug/alcohol test, 
refuse the opportunity for rehabilitation, fail to complete a rehabilitation program successfully, or again 
test positive for drugs/alcohol within two (2) years of completing an appropriate rehabilitation program. 
I understand that such disciplinary action, as described herein, may include dismissal from the 
Southern Marin Fire Protection District. 

Printed or Typed Name of Employee 

Signature of Employee 

Date 
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31. Common Mess or On-Duty Meals 

All employees on each shift at each station shall attend an organized mess at the station for consumption of meals. 
Employees shall contribute in equal shares for the cost of such meals up to $40 for a 48 hour shift. The department 
shall not be responsible in any manner for the cost of such meals, for the preparation thereof, for the collection of 
any funds or for the enforcement of or any other costs connected to this section. 

32. Longevity Pay 
Employees who have completed 25 years of service with the District shall receive an incentive pay equal to 2.5% 
of their base salary. 

Calculation for years of service shall be based on years served with: 
a. Southern Marin Fire Protection District 

b. Alto Richardson Bay Fire Protection District 

c. Tamalpais Fire Protection District 

d. City of Sausalito for employees transferred as a result of the annexation of June 2012 
e. City of Sausalito for employees transferred to the District as a result of the Agreement between the 

City of Sausalito and the District effective on or about April 25, 2006 
f. City of Mill Valley Employees transferred to the District on July 1, 1994 

33. Existing Benefits Continued: 

Except as provided herein, this Memorandum of Understanding does not modify existing benefits, policies or 
procedures, nor does it modify provisions of the prior Memorandum of Understanding applicable to the employees 
covered by this Memorandum of Understanding. Such benefits, policies, procedures and provisions as remain 
unmodified shall continue in full force and effect throughout the term of this Memorandum of Understanding. 

34. No Discrimination: 

There shall be no discrimination of any kind because of race, creed, color, national origin, sex, political or religious 
opinion or activities, Association activities as described in the Meyers-Milias-Brown Act, and, to the extent 
prohibited by State and Federal law, age; provided, however, that nothing herein shall be deemed to authorize the 
conduct of political, religious or Association activities on District time or with District equipment or District 
supplies, except as otherwise provided in this Memorandum of Understanding. 

35. Separability of Provisions: 

Should any provision of the Memorandum of Understanding be declared illegal by final judgment of a court of 
competent jurisdiction, such invalidations of such provisions shall not invalidate the remaining portions hereof, and 
such remaining portions shall remain in full force and effect for the duration of the Memorandum of 
Understanding. 

36. Alternating Negotiations- The order of negotiations will alternate year to year or by agreement term. The 
Southern Marin Professional Firefighters, IAFF Local 1775 will start first for the fiscal year 2013/ 14. Next 
agreement term, the Southern Marin Fire Chief Officers, IAFF Local 1775 will negotiate first. 

37. Duration of Agreement- This agreement shall be effective as of the first day of July, 2013, and shall remain in full 
force and effort until the 301h day of June, 2014. It shall be automatically renewed from year to year thereafter 
unless either party shall have notified the other in writing, at least one hundred and twenty ( 120) days period to the 
annual anniversary date that it desires to modify the agreement. In the event that such notices are given, 
negotiations shall begin no later than ninety (90) days prior to the anniversary date. 
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The following parties hereby have executed this Memorandum of Understanding: 

SOUTHERN MARIN FIRE CHIEF OFFICERS ASSOCIATION SOUTHERN MARIN FIRE BOARD OF 

BY: lll7 g__ c---
:~ci~ \YR~} ?)t(~ IAFF LOCAL 177 5 

BY: _____________ _ BY: ___________ _ 

RATIFIED: INTERNATIONAL ASSOCIATION OF FIREFIGHTERS DISTRJCT COUNSEL 
MARIN PROFESS NAL FIREFIGHTERS LOCAL 1775 
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POSITION 

Battalion Chief 

POSITION 

Battalion Chief 

AMENDED 

ATTACHMENT A 

Salaries After Ratification of 2013-2014 MOU 

STEP 
1 

$ 10,316 

Attachment B 

STEP 
2 

$10,923 

Salaries Retroactive from July 1, 2013 

STEP 
1 

$ 9,886 
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STEP 
2 

$10,468 

Effective 7/1/13 - 6/30/14 



EXHIBIT B 

MANAGEMENT STAFF 

ADMINISTRATIVE LEAVE POLICY 

Maximum Days 

Fire Chief/Deputy Chief 5 days 

Battalion Chief 6 shifts 

Administrative leave is available to the above positions in the maximum amounts shown. Said leave is available beginning 
July 1 through June 30 annually. It may not be accrued beyond June 30 of each year. Actual usage will be approved by the 
Fire Chief. 
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