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IV. EMPLOYMENT 

All employees are designated as either nonexempt or exempt under state and federal wage and hour 

laws. The following is intended to help employees understand employment classifications and 

employees’ employment status and benefit eligibility. These classifications do not guarantee employment 

for any specified period. The right to terminate the employment-at-will relationship at any time is 

retained by both the employee and the District. 

• Nonexempt employees are employees whose work is covered by the Fair Labor Standards Act 

(FLSA). They are NOT exempt from the law’s requirements concerning minimum wage and overtime.  

• Exempt employees are generally professional or administrative staff who are exempt from the 

minimum wage and overtime provisions of the FLSA. Exempt employees hold jobs that meet the 

standards and criteria established under the FLSA by the U.S. Department of Labor.  

The District has established the following categories for both nonexempt and exempt employees: 

• Regular, full time: Employees who are not in a temporary status and who are regularly scheduled to 

work the District’s full-time schedule of 40 hours per week. Generally, these employees are eligible 

for the full benefits package, subject to the terms, conditions and limitations of each benefits 

program.  

• Regular, part time: Employees who are not in a temporary status and who are regularly scheduled 

to work less than the full-time schedule but at least 25 hours each week. Regular, part-time 

employees are eligible for some of the benefits offered by the District subject to the terms, 

conditions and limitations of each benefits program.  

• Temporary, full time: Employees who are hired as interim replacements to temporarily supplement 

the workforce or to assist in the completion of a specific project and who are temporarily scheduled 

to work the District’s full-time schedule for a limited duration such as summer internship. 

Employment beyond any initially stated period does not in any way imply a change in employment 

status.  

• Temporary, part time: Employees who are hired as interim replacements to temporarily 

supplement the workforce or to assist in the completion of a specific project and who are 

temporarily scheduled to work less than the District’s full-time schedule for a limited duration. 

Employment beyond any initially stated period does not in any way imply a change in employment 

status.  

Temporary workers are not eligible for District benefits unless specifically stated otherwise in District 

policy or are deemed eligible according to plan documents. 

A. EMPLOYMENT AUTHORIZATION 

The District is an E-Verify employer and participates in an electronic employment verification 

program.  Every offer of employment is contingent upon the employee completing an employment 
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verification form and showing original documents designated by law to prove identity and right to 

work.   

 

B. POST OFFER, PRE-EMPLOYMENT PHYSICAL 

1. The District conducts pre-employment background checks on all applicants who accept an 

offer of employment. Background checks may include verification of any information on the 

applicant’s resume or application form. All offers of employment are conditioned on receipt 

of a background check report that is acceptable to the District.  

2. All background checks are conducted in conformity with the Federal Fair Credit Reporting 

Act, the Americans with Disabilities Act, and state and federal privacy and antidiscrimination 

laws. Reports are kept confidential and are only viewed by individuals involved in the hiring 

process.   

3. If information obtained in a background check would lead the District to deny employment, 

a copy of the report will be provided to the applicant, and the applicant will have the 

opportunity to dispute the report’s accuracy.  

4. Background checks may include a criminal record check, although a criminal conviction does 

not automatically bar an applicant from employment. 

5. Additional checks such as a driving record or credit report may be made on applicants for 

job categories if appropriate and job related. 

6. The District also reserves the right to conduct a background check for current employees to 

determine eligibility for promotion or reassignment in the same manner as described above. 

 

C. INTRODUCTORY PERIOD 

1. All employees are hired on an introductory/training period basis for the first 180 days of 

their employment. This period serves as a training or familiarization period, and during this 

period the employee will be under close observation by their supervisor.  

2. The decision to continue employment as a regular employee may depend upon the quality 

and quantity of work, cooperativeness, dependability, common sense, initiative, and 

attitude. This period also affords candidates time to evaluate whether or not their new 

employment is the right fit for them. 

3. Completion of an introductory/probationary period or conferral of regular status will not 

change an employee’s status as an employee-at-will or in any way restrict the District’s right 

to terminate such an employee or change his or her terms or conditions of employment. 

 

D. INTERNAL TRANSFERS/PROMOTIONS 

1. Employees may request consideration to transfer to other jobs as vacancies become 
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available and will be considered along with other applicants. The District may post 

opportunities for transfers of employees between departments to meet work requirements 

and these employees will be considered along with other applicants.  

2. The District offers employees promotions to higher-level positions when appropriate. 

Management prefers to promote from within and may first consider current employees with 

the necessary qualifications and skills to fill vacancies above the entry level, unless outside 

recruitment is in the District’s best interest. 

 

E. EMPLOYMENT OF RELATIVES 

1. The District wants to ensure that corporate practices do not create situations such as 

conflict of interest or favoritism. This extends to practices that involve employee hiring, 

promotion and transfer. Close relatives, partners, those in a dating relationship or members 

of the same household are not permitted to be in positions that have a reporting 

responsibility to each other. Close relatives are defined as husband, wife, domestic partner, 

father, mother, father-in-law, mother-in law, grandfather, grandmother, son, son-in-law, 

daughter, daughter-in law, uncle, aunt, nephew, niece, brother, sister, brother-in-law, sister-

in-law, step relatives, cousins, or any person with whom the employee has a close personal 

relationship such as a domestic partner, romantic partner, or co-habitant. 

2. If employees begin a dating relationship or become relatives, partners or members of the 

same household, and if one party is in a supervisory position, that person is required to 

inform the Executive Director of the relationship.  

3. The District reserves the right to apply this policy to situations where there is a conflict or 

the potential for conflict because of the relationship between employees, even if there is no 

direct-reporting relationship or authority involved.  

4. It is the policy of the District to seek for employment the most qualified candidates through 

appropriate search procedures preceding each appointment and promotion.  

5. Exceptions to this policy may only be made by the Executive Director’s approval. 

 

F. FRADULENT CONDUCT OR FALSE STATEMENTS 

Employees have an affirmative obligation to promptly report to the Executive Director, or designee, 

if they are the subject of any investigation or arrest by a law enforcement agency, whether the 

employee believes it to be material to their employment at the District. 

 

G. ULV ADULTICIDE TEAM PARTICIPATION 

1. The District requires that all full-time employees in non-professional positions participate in 

the ULV program for a minimum of five years after they receive their Public Health Pest 

Control Certification.  
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2. After five years as a ULV team member, if the District has enough personnel to fulfill the 

obligations of the ULV program, the employee has the option to remove themselves from 

the treatment list. 

 

H. ANNIVERSARY DATE 

1. Employment anniversary date is the date twelve consecutive months after the date an 

employee first performed an hour of service for the employer.  

2. For calculating total service, the employee’s anniversary date as defined in this policy shall 

be utilized. 

3. If an employee is promoted or moved to a new position, that employee will keep their initial 

anniversary date for use in calculating service.  

 

I. DRUG-FREE WORKPLACE 

It is the intent of the District to provide a working environment free from the use of drugs and 

alcohol. The use of illegal drugs, the abuse of legal drugs, and/or the use of alcohol on the job is 

unsafe and counterproductive. The District has adopted the following policy regarding the use, 

possession, purchase, solicitation, manufacture or sale of alcohol or drugs, which applies to all 

employees and all applicants for employment of the District. 

• Individuals who have received a tentative offer of employment will be required to submit to a 

drug test at the expense of the District.  

• Employees should report to work fit for duty and free of any adverse effects of illegal drugs or 

alcohol.  

• This policy does not prohibit employees from the lawful use and possession of prescribed 

medications. Employees must, however, consult with their doctors about the medications’ 

effect on their fitness for duty and ability to work safely, and they must promptly disclose any 

work restrictions to their supervisor.   

• All employees must abide by the terms of this policy if continued employment with the District 

is desired. This policy supersedes all other policies concerning the use or abuse of drugs or 

alcohol. 

1. Drug Prohibitions  

a) All employees are prohibited from possessing, consuming, or reporting to work or 

working with drugs present in their bodies. Use, possession, sale, manufacture, 

purchase, solicitation, or transfer of drugs or other illegal substances, or activities 

related to illegal substances, on or off duty, is cause for immediate termination.  

b) The definition of illegal drugs includes the use of any illegal substance as well as the 

misuse or abuse of prescribed drugs. The possession of equipment, products, and 

materials, which are used, intended for use, or designed for use with non-prescribed 

controlled substances, is also prohibited. 
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2. Alcohol Prohibitions 

a) All employees are prohibited from possessing, consuming, or reporting to work or 

working with alcohol present in their bodies.  

b) The term "alcohol" includes distilled spirits, wine, malt beverages, and intoxicating 

liquors.  

c) This policy is not intended to prohibit the legal consumption or possession of alcohol by 

employees during their off-duty hours unless consumption of alcohol prior to reporting 

to work would result in a positive test for alcohol. 

 

3. Testing 

a) To detect the use of these substances, an employee may be directed to submit to a test 

for alcohol or drug use. Collection of specimens will be completed under medical 

supervision at a facility designated for collection of specimens for drug or alcohol testing 

and chosen by the District.   

b) Certain job classes may require pre-employment drug screening before beginning 

employment. Refusal to submit to testing will result in disqualification of further 

employment consideration.  

 

4. Reasonable Suspicion Testing  

a) Should the District have reason to suspect that an employee has used drugs or alcohol in 

violation of this policy, the employee will be asked to submit to drug and/or alcohol 

testing. The decision to conduct reasonable suspicion testing will be made by the 

Executive Director or their designee without any other prior notice to the employee. 

Under these circumstances, the employee may be placed on a leave of absence pending 

receipt of the test results.  

b) For purposes of this policy, "reasonable suspicion" testing is based on a belief that an 

employee is using or has used alcohol or drugs in violation of the District's policy, 

including, but not limited to the following. 

(1) Observable phenomena while at work, such as direct observation of alcohol or drug 

use or of the physical symptoms or manifestations of being under the influence of 

alcohol or a drug. 

(2) Abnormal conduct or erratic behavior while at work or a significant deterioration in 

work performance. 

(3) Evidence that an individual has tampered with an alcohol or drug test during his or 

her employment with the District. 

(4) Information that an employee has caused, contributed to, or has been involved in 

an accident while at work. 

(5) Evidence that an employee has used, possessed, sold, solicited, or transferred drugs 

or attempted to use, possess, sell, solicit, or transfer drugs while working, while on 
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the District’s premises, or while operating the District’s vehicles, machinery, or 

equipment. 

c) When reasonable suspicion testing is warranted, both management and HR will meet 

with the employee to explain the observations and the requirement to undergo a drug 

and /or alcohol test within two hours. Refusal by an employee will be treated as a 

positive drug test result and will result in immediate termination of employment. Under 

no circumstances will the employee be allowed to drive themselves to the testing 

facility. A member of management must transport or find transportation for the 

employee and arrange for the employee to be transported home.  

 

5. Post-accident 

a) Employees are subject to testing when they cause or contribute to accidents that 

seriously damage a District vehicle, machinery, equipment, or property or that result in 

an injury to the employee, another staff member or member of the public requiring 

offsite medical attention.  

b) The investigation and subsequent testing must take place as soon as possible. Refusal by 

an employee will be treated as a positive test result and will result in immediate 

termination of employment.  

c) Under no circumstances will the employee be allowed to drive themselves to the testing 

facility. A member of management must transport or find transportation for the 

employee and arrange for the employee to be transported home.  

 

6. Disciplinary Action 

a) Should testing substantiate the use of drugs or alcohol, the employee will be 

immediately disciplined up to and including discharge and may forfeit eligibility for 

Workers' Compensation medical and indemnity benefits if a workplace injury is 

involved.  

b) Should the employee refuse to cooperate with the testing, including but not limited to, 

refusal to submit to the test at the time ordered and refusing to provide any required 

release of the test results, such refusal shall result in the employee's immediate 

discharge from employment and possible forfeiture of eligibility for Workers' 

Compensation medical and indemnity benefits in accordance with Section 440.09 

Florida Statutes if the testing is done as the result of an on-the-job injury.  

c) This policy does not prevent the District from disciplining an employee for any violation 

of District rules and regulations, which may occur regardless of whether it is in 

connection with alcohol and/or drug use or abuse. 

d) Notwithstanding any other provision of this policy, if the District finds that an 

employee’s use of or involvement with any drug or alcohol has detrimentally affected its 

interests, the employee may be discharged immediately. 
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e) An employee who has not tested positive previously may, at the discretion of the 

District, be granted a leave of absence of up to 30 days without pay, to seek 

rehabilitation. If the employee is granted a leave of absence to seek rehabilitation, they 

must successfully complete the treatment prescribed and cooperate with any follow-up 

counseling or treatment. The District will provide the name(s) of employee assistance 

programs and local drug and alcohol rehabilitation programs. If the employee has 

accrued sick or vacation leave, they may be permitted to take paid leave during this 

period.  

f) Before being allowed to return to work following rehabilitation, the employee will be 

given a drug and/or alcohol test. If the employee is unable to pass the test, the 

employee will be discharged. If they can pass the test, as a condition of returning to 

work, the employee must consent to periodic testing, upon the demand of the District, 

at any time without notice, during the following two (2) year period. Having had the 

benefit of an opportunity for rehabilitation, an employee found to be unable to pass a 

test at any time in the future, (i.e., a second offense) shall be discharged immediately. 

 

7. Procedure 

a) Scheduling for any testing or examination will be during duty hours, at the discretion of 

the District, and the results will become part of the employee's permanent medical 

record. The results of drug and/or alcohol testing shall be kept confidential. Test results 

will be disclosed only on a need-to-know basis. 

b) An employee undergoing prescribed medical treatment with any drug, which may alter 

his or her physical or mental ability must report this treatment to their supervisor. The 

District will determine whether a temporary change in the employee’s job assignment 

during the period of treatment is warranted. 
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V. SAFETY PRACTICES AND LOSS PREVENTION  
Safety and loss prevention is the responsibility of all personnel. The District will provide a safe place to 
work and not knowingly permit unsafe conditions to exist, nor permit employees to act in an unsafe 
manner. The goal is to eliminate the cause of accidents that result in injuries to employees, interruption 
of work, damage to equipment, loss of materials and increased insurance cost. All personnel are 
encouraged to incorporate safety and loss prevention in their daily activities. All supervisors are 
responsible for ensuring that each employee is trained and understand their specific job, as well as the 
hazards associated with performing the job.  
 

A. RESPONSIBILITIES 
1. Executive Director 
Responsible for the overall management and administration of the risk management program. 
 
2. Director of Operations 
Responsible for developing and administering the risk management program, including the 
following. 

a) Conducts Safety Committee meeting to address common safety problems, review 
accidents, and recommend policy changes.  

b) Ensures that all accidents are thoroughly investigated and reported in accordance with 
the Incident/Accident Reporting Procedures. 

c) Ensures that prompt corrective action is taken whenever hazards are recognized, or 
unsafe acts are observed.  
 

3. Supervisors/Foreman 
a) Each supervisor shall be fully responsible and accountable to their supervisor for 

compliance with safety policy.  
b) Supervisors assume full responsibility for safe and healthful working areas for their 

employees. 
c) Ensures that all incidents and accidents are promptly reported. 
d) Ensure proper maintenance and care of all equipment within scope of responsibility. 
e) Ensure availability of safety equipment and require its use. 
f) They should ensure the following for all employees. 

(1) All employees fully understand work procedures and the policies that enforce their 
use. 

(2) All employees are trained and when necessary, re-trained in the correct manner 
that each job must be accomplished. 

(3) All employees are instructed and understand the use and need for protective 
equipment, the equipment is available and is properly used. 
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4. Employees 
Employees are required, as a condition of employment, to exercise due care in the course of 
their work to prevent injuries, vehicular accidents and property damage. Employees are 
encouraged to make recommendations and/or suggestions regarding unsafe conditions to their 
immediate supervisor so that they may be corrected. Employees shall: 

a) Report all unsafe conditions to supervisor. 
b) Always keep work area clean and orderly. 
c) Report all accidents and injuries to supervisor immediately. 
d) Learn to lift and handle materials properly. 
e) Operate only equipment that they are trained and authorized to operate. 
f) Obey all safety rules and follow work instruction  
g) Employees should not perform work tasks if the work is considered unsafe.  If any doubt 

exists as to the safety of doing any job, the employee shall stop and request guidance 
from the supervisor before continuing. 

h) Wear the prescribed work uniform and appropriate personal protective equipment. 
  

5. Safety Committee 
a) The Committee will work with all employees in ongoing safety and health program 

activities, which include promoting safety committee participation; providing safety and 
health education and training; and reviewing and updating workplace safety rules, 
policies and procedures. 

b) Conduct safety committee meetings on a quarterly basis or more frequently as needed.  
c) Perform workplace safety inspections to ensure effectiveness of control measures to 

protect employees from recognized hazards in the workplace. 
d) Investigate workplace accidents, safety-related incidents, and reports of unsafe 

conditions or work practices as brought forward to the committee. 
e) The Committee shall also provide for and participate in a safety and health training 

program for all employees.  The Committee shall review and determine appropriate 
training for the workplace and ensure that all employees are trained and provide 
retraining as needed. 

f) Records of all committee meetings should be kept and made available upon request.  
 

B. DISCIPLINARY 
1. The District may take disciplinary action against an employee who willfully or repeatedly 

violates workplace safety rules.  These actions may include verbal or written reprimands, 
suspension without pay, and may ultimately result in termination of employment. 

2. Willful disregard of these rules can jeopardize the rights, welfare and safety of others. 
Consequently, any of the following violations may result in disciplinary action and may result 
in termination of employment.  
a) Possession of a firearm on District property except as allowed under Section 790.251 

Florida Statutes. 
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b) Use of a dangerous weapon in a threatening or careless manner. 
c) Fight or assault on another employee or supervisor. 
d) Disregarding safety rules and procedures and/or other types of acts that cause 

endangerment to yourself or others. 
 

C. VEHICLE USE (Effective April 5, 2014)  
This policy addresses District vehicles that District employees use as part of their general duties and 
responsibilities. 

 
1. Definitions 

a) Vehicle  
A machine that is used to carry people or goods from one place to another; a means of 
carrying or transporting something (planes, trains, and other vehicles): as a) motor vehicle, 
or b) a piece of mechanized equipment 
b) Permanent Overnight Vehicle Assignment  
A vehicle assigned to an employee that may be driven to and from the employee's home 
and work site. Vehicles under this assignment are subject to Internal Revenue Service 
Regulations and Fringe Benefit Tax Requirements 
c) Temporary Overnight Vehicle Assignment  
A vehicle assigned to an employee on an occasional or infrequent basis to meet a job 
requirement or "on call" duty need, which would be driven to and from the employee's 
home base. Vehicles under this assignment may be subject to Internal Revenue Service 
Regulations and Fringe Benefit Tax Requirements 
d) Primary Work Site 
That location where an employee routinely reports to begin the workday -  
e) Specially Equipped Vehicle  
Any vehicle that has specialized equipment or identification affixed to 
f) On Call Situation 
The vehicle in which the equipment carried is necessary in an "on call" situation 
g) Limited Use Assignment 
These vehicles are used by employees to conduct official District business during regular 
working hours and may not be driven to an employee's home unless: 

• The employee is departing or returning from an official trip away from the District 
office under circumstances that make it impractical to use other means of 
transportation. 

• The employee needs the use of the vehicle after completion of the regular workday 
to conduct District business on the same day or before his/her usual working hours 
on the next day. 

• It is determined that for the security of the vehicle and its contents, the vehicle 
should be kept at the employee's home during non-work hours 

2. Criteria for Overnight Vehicle Assignment  
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a) Overnight vehicle assignment will be considered and evaluated on an individual basis 
b) Temporary Overnight Vehicle Assignment is granted by the Executive Director on an as 

needed basis.  
3. Responsibilities  

a) District Office Responsibilities: 
(1) Conduct a driver's license survey prior to hiring a new employee per District Policy. 
(2) Conduct a driver's license survey per the District's Policy on all employees who may 

operate a District or POV on official District business. 
b) Supervisor Responsibilities: 

(1) Ensure that all vehicle operators under their supervision who operate vehicles 
owned or furnished by the District are made aware of the contents of this policy. 

(2) Advise and assist all drivers under their supervision in the prompt reporting of 
District vehicle deficiencies, which are to be corrected by Maintenance personnel. 

c) Employee Responsibilities: 
The following procedures are established to provide minimum uniform standards for all 
District employees to follow. 

(1) Each employee assigned to operate a District vehicle and/or equipment is 
responsible for performing a basic pre-operational vehicle inspection of the vehicle 
or equipment assigned, to see that it is in safe working order before leaving for the 
day's work. Perform all safe driving adjustments (seat, inside and outside mirrors, 
sitting position, and fasten seat belts for driver and all passengers) before putting 
the vehicle into gear. 

(2) District vehicle drivers/operators must possess a valid Florida Driver’s License, or 
Commercial Driver's License where required, must be thoroughly familiar with the 
state and local regulations governing motor vehicle and equipment operations, and 
must always have such operator’s or commercial license in their immediate 
possession when operating a motor vehicle and shall display the same upon 
demand of proper law enforcement officials. Any State restriction placed on an 
operator's license shall be strictly enforced. 

(3) Do not stop at any bar, tavern, or similar establishment or transport alcoholic 
beverages in a District vehicle. 

(4) Consumption of alcohol or other intoxicating substances by an employee driving a 
District vehicle, including on-call employees, while engaged in official District 
business is strictly prohibited. 

(5) Texting or the use of a hand-held cell phone while behind the wheel of a District 
vehicle or POV being used for District business is prohibited. 

(6) Use of tobacco products is prohibited in District vehicles. 
(7) Unauthorized weapons are prohibited in District vehicles. 

4. Authorized Users  
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a) Only those persons possessing a valid Florida Operator's License for the type of vehicle 
to be operated and approved by the District's fleet insurance carrier shall be permitted 
to drive a District vehicle. Driving record review for applicants and employees will be 
performed. 

b) Anytime an employee receives a citation that affects the employee's driver's license, 
they are required to notify their supervisor as soon as possible. 

c) In no case shall an individual who is not an employee or authorized user of the District 
be allowed to operate a District vehicle. 

5. Removal of Operating Privileges  
The Executive Director, for just cause, and/or for any of the following specific reasons, may 
revoke or suspend operating privileges at any time: 

• Misuse of District equipment. 
• Failure to follow operating regulations. 
• Allowing unauthorized persons to operate equipment or vehicles. 
•  Unsatisfactory motor vehicle record  

 
6. Authorized Purposes  
District vehicles must be used for purposes of carrying out District business functions. District 
vehicles shall not be used for personal purposes. The following guidelines shall be adhered to 
when operating a District vehicle: 

a) Vehicles shall be operated in accordance with the Motor Vehicle Regulations of the 
State of Florida and/or other applicable jurisdictions. 

a) No vehicle shall be operated outside Indian River County without the express approval 
of the Executive Director. 

b) Prior approval to travel should be obtained from the Executive Director or designee for 
all travel. 

c) Employees who have a Permanent Overnight Vehicle Assignment vehicle are permitted 
to commute between home and office.   

d) District-owned vehicles will be used for in and out of state travel only with prior 
approval of the Executive Director. If out of state travel is necessary, a rental vehicle or 
other means of transportation typically will be used. 

7. Passengers  
The Executive Director approval is required if a non-employee has cause  to be a passenger in 
the vehicle.  
8. Privately Owned Vehicles for District Business  

a) The District discourages use of POVs. If a District vehicle is not available, the District will 
pay the cost for a rental vehicle. No POV shall be used without prior approval of the 
Executive Director.  

b) When a personal vehicle is needed to perform official business, the employee shall be 
compensated at the reimbursement rate approved by the District.  

c) When an employee operates a POV for District business, the employee shall: 
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(1) Have in their possession a valid State of Florida driver's license. 
(2) Carry/maintain the minimum limits of vehicle liability insurance in accordance with 

Florida Statutes. 
d) POVs utilized for official business shall be operated in strict compliance with all laws 

which apply to motor vehicles in the state of Florida, and/or other applicable 
jurisdictions, including the use of seat belts. 

e) When a POV is utilized for District business  the employee is responsible for all costs and 
liabilities outside of any Workers Compensation obligations 

9. Incidents Involving District Vehicles  
a) Employee Procedures  
The driver of any District vehicle involved in an incident shall: 

(1) Call their Supervisor and District office and/or call 911 immediately if any of the 
following occur: 

(a) Another vehicle is involved 
(b) Private property is involved 
(c) Anyone is injured 
(d) Damage to a District vehicle is significant  
(e) Keep the scene and vehicle(s) intact, if possible, until law enforcement officer 

arrives 
(f) Whenever possible take pictures of the scene (please note: all employee 

phones have cameras). 
(g) Give only their name, District contact information, and the registration license 

number of the District vehicle to any other party involved, other appropriate 
District staff 

(2) Immediately notify their supervisor or designee of all incidents whether deemed 
significant or not and complete the District's accident/incident report  

b) Accident and Loss Investigation  
Each motor vehicle, occupational and/or public liability incident involving a District 
employee or vehicle shall be subject to an investigation per the District's Safety Policy. 

 
 

 
 
 
 
 
 
 
 
 
 








