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SUBJECT: — PRE-EMPLOYMENT MEDICAL—PHYSICAL EXAMINATIONS_ &
DRUG SCREENS

PURPOSE:

To provide—establish a formal processpeliey for conducting that—eutlines—the—pre-
placement-medicalemployment -examinationphysical examinations and/or drug screens,
in_compliance with applicable federal and state laws, which provides a structured
framework to ensure that candidates can properlysafely perform the essential functions
of their position pregram-precess-withfor the City of Riverside.
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The conditional job offerannouncement—shallstipulate_shall specify that offers—of

employment {regular-and-temporary}-areis contingent upon the_candidate successfully
completing and receiving satisfactory-resuliclearance fromef the required medicalpre-

employment physical evaluatierexamination and/or drug screen.-

The necessary Ppre-employment physical examinations and/or drug screens
requirements will be determined by job classification. When appropriate, the City will
follow additional guidelines and/or recommendations from Federal, State, or local
requlatory agencies.

b——All candidates {regular—and—temporary)—for employment, including former
employees being rehired or reinstated -shall be administered-required to undergo a pre-

placement—medicalemployment physical examination follewing—after receiving an
conditional offer of employment.—offer.—and. which—shall-berequired—only—afterthe
candidate has met all other job requirements.

Current employees applyingwho apply for transfer, promotion, or demotion particularly
to a job-elassclassification requiring greater or different physical qualifications must
successfully pass the appropriate physical examination for that position.

13. Policy Guidelines

a—The City of Riverside utilizes_designated the—services—of —a—health—care
professionalthird-party providers to faeilitateconduct all pre--employment physical
examinations and/or drug screens. The City shall ensure that all examination
components are job-related and consistent with business necessity;-ineluding-services
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b—The City will provide the third-party provider with current job descriptions detailing
the physical requirements necessary for an accurate medical evaluation.

b—The heaﬁh%ar&prefessremﬂ—shaﬂ—prewdethlrd partv prowder Feeemmendahens—te

empleyment—ef—ea#@@ates—DeteHwnes WI|| admlnlster the requwed phvsmal exams
and/or _drug screens and evaluates whether the candidate/employee is medically
qualified or disqualified to perform the essential functions of the positionjeb. In
accordance with the California Confidentiality of Medical Information Act (CMIA), the
City shall not request or receive the candidate’s full medical history; disclosure is
limited only to functional limitations and the information necessary to determine the
candidate's ability to perform essential job functions.The provider—will-nhot-disclose
diagnoses-to-the Gity- Prior to any disclosure of medical information by the third-party
provider, the candidate must sign a written authorization.




—All initial pre-—placementemployment physical examinations will be paid for by the
City of Riverside. Should a candidate_decide -wish-to-submit-additional-information-toin
appeal ef-a medical disqualification_and submit additional medical information, the
candldate shaleHI bear responsible for any associated costs. the-expense-of-obtaining

assrstwe—repredﬁetwe—semeeS—ézg—GllH—'lﬁsé%—)The Genetlc Informatlon

Nondiscrimination Act of 2008 (GINA) prohibits employers from requesting or requiring
genetic_information _of an individual or the individual's family member, except as
specifically permitted by law. To ensure compliance, candidates should not provide
genetic_information when submitting _medical information. “Genetic _information,” as
defined by GINA, includes an individual's family medical history, the results of genetic
tests, the receipt of genetic services, and genetic information of a fetus or embryo (29
C.F.R. § 1635.3; § 1635.4). Any genetic _information inadvertently received will be
treated as a confidential medical record in accordance with 29 C.F.R. § 1635.8.




24. Decision and Final Outcomes

Pre-employment physical examination and/or drug screen results will be

cateqgorized into one of the following medical determination-statuses.

a.

Medically Qualified

A candldate is “Medically Qualified” When no medlcal condltlon exists that
would i W ,
een@hen—that—prevents the—eandrdatethem from performlng the essentlal J_b
functions of the position and—who—is—able—to—perform—the essential job
functionsthe essential functions in a manner that would notor endanger the
health or safety of themselvesthe-candidate, other employees, or members of
the public.

Conditionally Qualified

A candidate is “Conditionally Qualified” when they can perform the essential job
functions safely but have a medical condition that imposes specific restrictions
or I|m|tat|ons is—deﬁned—as—ﬂqe—status—ef—a—ew@date—whe—is—femd—te—ha%—ne




A Conditional Qualification Form will be issued when a candidate has a medical
restriction or limitation. This document outlines the specific restrictions or
limitations _and is provided to the candidate once the City confirms the
restriction can be accommodated.

Conditionally Disqualified

A candldate is “Condltlonally Dlsquallfled” when a medlcal condltlon +seef+neel

Wprevents the candldate from performlng the essentlal job functlons
but the condition can be effectively manaqed Wlth routine medlcatlon or

If the candidate does not complete the prescribed administer-such-treatment
within a reasonable peried—of-timeframe, the candidate—will-bereclassified
asstatus will be changed to Mmedically Ddisqualified.

Medically Disqualified

A candldate is “Medlcally Dlsquallfled” when the medlcal condltlon is defined

or W|thout accommodatlon prevents the safe performance of eand+daie4#em

perf—ermm%the essentlal job functlons of the position or that prevents the

membeps—ef—the—pubh%Reasonable accommodatlon shaH—must always be
considered, where appropriate, prior to disqualification.

The Human Resources Director-or-designeeDepartment will previde-the
candidate-withissue a "Disqualification Letter" specifying which-shal-include-the

reason for the disqualification, the medical condition involved which led to the
disqualification, a-sample-ofexamples of the job duties which-would posinge a
hazard, and ferthe-candidate-and-instructions for hew-te-appealing the
decision.

| tl'e.ea“d'd,ate has-taken a-tubereulosis-test-and the-results-are-positive-of
unestlenabIEe the —clinic EMI" é dﬁ'.""l."Ste'_ 8-chestx-fay-ana-notitythe-Hurman

Disqualification Due to Drug Use

A candidate is “Bdisqualifiedeation Bdue to Bdrug Yuse” ifwhen they results of

the drug screen are positive or provide—a—urine—sample-determinedif there is a
by-the providerto-specimen inteqgrity issue. be-is-defined-as-the-statusof-a




thmpstanda%ds—ef—the—ehm%ﬂqeﬂ elmHhaH—prowder WI|| mform the

candidate that the specimen provided is questionable and therefore must
repeat the drug test as directed by the provider.

Failure to repeat the test as directed by the provider constitutes voluntary
withdrawal from the hiring process and the conditional offer WI|| be

reveked. Should the candidate agree to repeat the drug test, the elinie-third
party provider will continue and complete the physical-pre-employment physical

process accordingly.

In_accordance with California Government Code section 12954, the City shall
not discriminate against an _applicant based on a drug screen that finds the
person to have non-psychoactive cannabis metabolites in their system. For all
candidates unless exempted herein, cannabis testing shall only utilize methods
intended to detect active impairment (psychoactive THC). The City shall not
request information from an applicant regarding their prior use of cannabis, as
mandated by SB 700.

The protections regarding off-duty cannabis use and non-psychoactive
metabolite testing do not apply to the following positions:

° Positions in the building and construction trades (e.q., those
performing onsite work on the City’s infrastructure, excavation, or repair).

° Positions that require a state and/or federal government background
investigation or security clearance.

° Positions requlated by the Department of Transportation (DOT) or

other federal mandates requiring testing for controlled substances.

35. Work Restrictions

—a-—Some candidates may have a medical-conditionmedical condition which-ceuld

constitute—athat creates potential health or safety —hazards under certain_working

conditions. The third-party provider will —butneot-all,—employment-conditions—To
minimize-the-chanees-ofinjury—recommend_any necessary workations efrestrictions

orf limitations. Upon receipt of work restrictions, the City will engage in the interactive




process to determlne if the Cltv is able to reasonablv accommodate %pwrded—by

—b-Supervisors—and—managers—City staff will be informed only of necessary work
restrlctlons er—aeeemmeda%mns—and not of specific medlcal ertraemesedetalls5—91C

46. Reasonable Accommodation

a———The City will consider providing reasonable accommodation, in
accordance with fFederal and sState law, forwith-respeetto candidates that-who are
conditionally qualified, conditionally disqualified, or medically qualified.

b———The City shall initiate a timely, good faith interactive processis-ebligated-to
engage—in—an—interactiveprocess with a candidate_or _employee regarding the

determination of reasonable accommodation. The interactive process requires the
participation of both the City and the candidate_or employee.

57. Appeal Process

a—A~A H—&candldate +smed|cally disqualified from emple»cment—er—appomtment to a

position,
or-shethey-may m&a—wmfeemrequest th;eugh—te—the—Human—Reseﬁree&D#eetepfeF

a review of the decision by submitting a written appeal to the Human Resources

Director or designee his or herthe disqualification. The request must be submitted

within ten (10) working days after the candidate is notified of the disqualification.

b—The candidate may submit additional medical information_within thirty (30) days

of filing the appeal, regarding-his—or-hertheir-medical-condition,—including a report
by—from an independent medical examiner (a—physician—eother—thannot the
candidate's treating physician or histhertheir associates).; within—thirty (30)-days
from-submitting-the-appeal-netification—The information provided must be relevant
to the naturedirectly and extent of the medical condition(s) which relateds to the

applicant's—eandidate'scondition that resulted in disqualification. All medical
examxawminations relating to this appeal are the financial responsibility of the

candidate.




ce—FurtherAdditional medical information provided by the candidate will be
submitted to the thirdpartythird-party provider. The provider who will review and
issue a recommendation to the Human Resources Department, and a final

determination reqardlnq emplovment or appomtment eI|Q|b|I|tv will be madee

——a——The time-linestimelines set forth in this policy do not lessen-reduce the
City’s obligations-ef-the-City to provide reasonable aceommedationsaccommodation
in-accordanceas required by with-federal-and-state law.

68. Storage of Medical Files

Fhe—Human—Resources—Department—will-stoere—Mmedical records will be stored

separateseparately and-apart-from the official pPersonnel files and maintained as
such—records-as-confidential by the Human Resources Department in accordance

with federal and state law. -

The Human Resources Director or designee shall—may make any
execeptionsexceptions to this e-abeve—policy, i#when necessary to comply with
fFederal or and sState law.




