RFP 2026-BRAA-02
Enterprise Resource Planning (ERP) Accounting Software
and Implementation Services

Addendum #3

Section 6 (Response Requirements) appears to only request company, legal,
and pricing information. However, the Evaluation Criteria seem to be based on
the items outlined in Section 4 (Scope of Services) and Section 5 (Minimum
Qualifications and Experience). It’s unclear how our proposal will be evaluated
against those criteria if we are not expected to provide responses addressing
Sections 4 and 5.

Section 5 Minimum Qualifications and Experience are requirements in order to be
found responsive. If a bidder is not able to show that they meet the minimum
requirements of section 5, then their bid will be found non-responsive and they will
not move on to the evaluation.

Likewise, all documents listed in section 6 must be provided in order to be deemed
responsive and move on to the evaluation portion.

The evaluation criteria included in the RFP will be used in grading how well the
product meets our scope of services (Section 4), and how far your company may
exceed the “minimum qualifications and experience”. A company meeting the bare
minimum requirements of section 5 will be found responsive and move onto the
evaluation, however they may be ranked lower in some aspects of the evaluation
over a company that far exceeds the minimum requirements.

To summarize, you must show that your company meets the minimum
requirements and experience we are looking for (section 5) and that you provide all
required documents (section 6). If you do, than your proposal will be evaluated
using the criteriaincluded in Section 7.

Could you please clarify whether we should include responses addressing
Sections 4 and 5 within the 15-page limit?

Yes, if you do not include responses addressing how you meet our minimum
requirements, your bid will be deemed non-responsive. If your bid does not address
the scope of services, we will not be able to evaluate your product.



Will the BRAA adjust the current 15-page limit to allow vendors to adequately
address all sections of the RFP, including the vendor profile, proposal
requirements, evaluation criteria, and required forms?

The 15-page limit does not apply to requested documentation needed as proof for
meeting the minimum qualifications such as certificates, licenses, cloud service
provider's terms of use, client references, etc. This 15-page limit is for the general
core bid that should include information on your company and the product being
offered.

Can you please expand on what you are asking for in section 5.10 “Provide a
copy of its most recent peer review, with a notation in the peer review report
that it included a review of government standards.”

This section does not apply to this RFP. You are not required to submit this. This was
addressed in addendum one.

Will the BRAA accept a secure electronic signature, such as DocuSign, in place
of a notarized signature for the non-collusion affidavit? We can provide a
notarized signature upon selection.

This is acceptable.

Can you provide the Boca Raton Airport Authority Drug Free Workplace Policy
referenced in Exhibit A
The policy is attached.



BOCA RATON AIRPORT AUTHORITY DRUG-FREE WORKPLACE
POLICY AND PROCEDURES

Article I: Introduction

The Boca Raton Airport Authority (Authority) has a vital interest in maintaining a safe,
healthy, and efficient working environment. An employee under the influence of a drug
or alcohol on the job or the use, sale, purchase, transfer, or possession of an illegal drug
or alcohol in the workplace poses unacceptable risks for safe, healthy, and efficient
operations to other employees, tenants, users, and the public. The Authority is obligated
to the public and its employees to provide services that are free of the influence of illegal
drugs and alcohol and will endeavor to provide drug- and alcohol-free services. The
Authority complies with federal and state rules, regulations and laws that relate to
the maintenance of a workplace free from illegal drugs and alcohol.

The Airport Authority’s health insurance includes an Employee Assistance Program for
those who wish to voluntarily seek treatment for a drug or alcohol program. The Authority
shall provide a drug awareness program in the form of employee training. Additional
information on drug and alcohol assistance programs can be found through the Substance
Abuse Mental Health Program operated by the Florida Department of Children and
Families by visiting MyFLFamilies.com.

Article Il : Definitions

a. “Alcohol” means the intoxicating agent in beverage alcohol, ethyl alcohol or other
low molecular weight alcohols, including methyl or isopropyl alcohol.

b.  “Alcohol concentration.” The alcohol in a volume of breath expressed in terms of
grams of alcohol per 210 liters of breath as indicated by a breath test under this part.

c.  “Alcohol screening device (ASD).” A breath or saliva device, other than an EBT,
that is approved by the National Highway Traffic Safety Administration (NHTSA)
and placed on a conforming products list (CPL) for such devices.

d. "Chain of custody" refers to the methodology of tracking specified materials or
substances for the purpose of maintaining control and accountability from initial
collection to final disposition for all such materials or substances and providing for
accountability at each stage in handling, testing, and storing specimens and
reporting test results.

e. "Confirmation test", "confirmed test", or "confirmed drug test" means a second
analytical procedure used to identify the presence of a specific drug or metabolite
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k.

1.

m.

n.

in a specimen, which test must be different in scientific principle from that of the
initial test procedure and must be capable of providing requisite specificity,
sensitivity, and quantitative accuracy.

"Drug" means amphetamine; marijuana; cocaine; opiates, and phencyclidine (PCP).
The Authority may test an individual for any or all of such drugs.

"Drug rehabilitation program" means a service provider, established pursuant to
Florida Statute 397.311 (43), that provides confidential, timely, and expert
identification, assessment, and resolution of employee drug abuse.

"Drug test" or "test" means any chemical, biological, or physical instrumental analysis
administered by a laboratory certified by the United States Department of Health
and Human Services or licensed by the Agency for Health Care Administration for
the purpose of determining the presence or absence of a drug or its metabolites.

"Employee" means any person who works for salary, wages, or other remuneration
for the Authority.

"Employee Assistance Program" (EAP) means an established program capable of
providing expert assessment of employee personal concerns; confidential and
timely identification services with regard to employee drug abuse; referrals of
employees for appropriate diagnosis, treatment, and assistance; and follow up
services for employees who participate in the program or require monitoring after
returning to work. If, in addition to the above activities, an employee assistance
program provides diagnostic and treatment services, these services shall in all cases
be provided by service providers pursuant to Florida Statute 397.311(43).

"Employer" means the Authority.

"Medical review officer" or "MRO" means a licensed physician, employed with or
contracted with an employer, who has knowledge of substance abuse disorders,
laboratory testing procedures, and chain of custody collection procedures; who
verifies positive, confirmed test results; and who has the necessary medical training
to interpret and evaluate an employee's positive test result in relation to the
employee's medical history or any other relevant biomedical information.

"Prescription or nonprescription medication" means a drug or medication obtained
pursuant to a prescription as defined by Florida Statutes 893.02 or a medication
thatis authorized pursuant to federal or state law for general distribution and use
without a prescription in the treatment of human diseases, ailments, or injuries.

"Reasonable-suspicion drug testing" means drug testing based on a belief that an
employee is using or has used drugs in violation of the Authority's Drug-Free
Workplace drawn from specific objective and articulable facts and reasonable
inferences drawn from those facts in light of experience. Among other things, such
facts and inferences may be based upon:

1. Observable phenomena while at work, such as direct observation of
drug use or of the physical symptoms or manifestations of being
under the influence of a drug.

2. Abnormal conduct or erratic behavior while at work or a significant
deterioration in work performance.
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3. A report of drug use, provided by a reliable and credible source.

4. Evidence that an individual has tampered with a drug test during his
or her employment with the current employer.

5. Information that an employee has caused or contributed to an accident
while at work.

6. Evidence that an employee has used, possessed, sold, solicited, or
transferred drugs while working or while on the employer's premises or
while operating the employer's vehicle, machinery, or equipment.

0. "Specimen" means tissue, hair, or a product of the human body capable of revealing
the presence of drugs or their metabolites, as approved by the United States Food
and Drug Administration or the Agency for Health Care Administration.

Article III — Statement of Drug Free Work Place Policy

In order to achieve these desired standards, the Authority prohibits possession of alcohol
and/or illegal drugs in Authority vehicles, illegal drugs from being brought on the airport
premises, the use of alcohol and/or illegal drugs during the workday, the unlawful
manufacture, distribution, dispensation or use of alcohol or controlled substances not
prescribed for use by a licensed physician in the workplace, and further prohibits Authority
employees from working while impaired or under the influence of legal or illegal drugs,
alcohol, and other substances.

Section One. As a condition of employment, all employees are required to abide
by the terms of this procedure and to notify Authority management of any criminal drug statute
violation or any conviction for a violation occurring in the workplace no later than five days
after such conviction.

Section Two. To maintain a safe and healthy work environment and to ensure
compliance with state and federal laws, the Authority authorizes, at its expense, drug testing
under the circumstances and conditions defined within this procedure.

Section Three. Employees found to be under the influence of alcohol or controlled
substances or refusing to be tested when an accident or injury occurs may forfeit their
eligibility for medical and indemnity benefits through the Authority's Workers' Compensation
benefits and may be subject to disciplinary action up to and including termination.

Section Four. Employees who violate any of the alcohol or controlled substance use
prohibitions shall be removed immediately from performing the duties of their positions.

Section Five. When the use of alcohol or controlled substances by an employee is
confirmed through an authorized test, disciplinary action shall be in accordance with Authority
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Personnel Procedures. Under no circumstance will the employee be allowed to return to a
position and/or task until a return to work test has been conducted and test results obtained.

Article IV - Alcohol and Drug Use Prohibitions.

The sale and/or distribution of drug(s), as defined in Article II, Section f of the Definitions,
on Authority premises by an employee shall result in immediate termination or suspension
without pay pending an investigation and may be reported b the appropriate law
renforcement agency. Employees who are convicted or sentenced for on or dfthe-job
illegal drug activity will be considered in violation of this policy and subject to
disciplinary action up to and including termination of employment. The term
"sentenced" shall include, but not be limited to, sentencing as a result of no contest
pleas. Employees must report ay conviction under a criminal drug statute for violation
occurring on or off duty. Such a report must be made within five (5) days after the
employee receives notice of the conviction.

Article V — Alcohol and Drug Testing.

Section 1. Mandatory Testing. The conditions and circumstances for conducting drug
testing are defined below. Refusal to submit to an alcohol or drug test/analysis when
required by the Authority in accordance with these procedures or refusal to sign a testing
consent form, may constitute insubordination, be grounds for disciplinary action up to and
including dismissal. Any of the following behavior may be considered refusal to the test:

a. Inability to produce sufficient quantities of urine (within a reasonable time) without
a valid medical explanation by a medical doctor.

Tampering with or attempting to adulterate the specimen.

Interfering with the collection procedure.

d. Not immediately reporting to the collection site; failing to remain at the collection
site until the collection process is complete; or having a test result reported by an
MRO as adulterated or substituted. An employee must report to the testing site
immediately upon notification. Immediately is defined as within ninety (90)
minutes, unless otherwise authorized by the employee's department director.

=

Section 4. Post-Accident Testing. Post-accident testing may be considered a form of
reasonable suspicion testing. Post-accident testing shall be conducted on any employee
who has caused or contributed to an accident while at work. Employees who are subject
to post-accident testing will remain readily available for the test or may be deemed to have
refused the tests. Employees are not prohibited from leaving the scene of the accident for
the periods of time necessary to obtain assistance in responding to the accident or to obtain
necessary emergency medical care.

Section 5. Reasonable Suspicion Testing. All employees are subject to reasonable
suspicion testing. Supervisors are responsible for monitoring employees for alcohol and
drug use and contacting their department director or another director or manager when
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there is reasonable suspicion that an employee is under the influence of alcohol or drugs.
Reasonable suspicion may include but is not limited to: observable behavior such as
drowsiness or sleepiness, slurred or incoherent speech, unusually aggressive behavior,
mood swings, lack of coordination, multiple workplace accidents or outside information
indicating that the individual may be under the influence or involved with use and/or
distribution of alcohol or drugs.

a. Supervisors who have reasonable suspicion that an employee is under the influence
of alcohol or drugs while on duty must prevent the employee from further engaging
in work, and should take reasonable steps to prevent the employee from leaving
the workplace, as practicable. Appropriate law enforcement personnel should be
notified if the employee is suspected of being impaired and has left the workplace
while operating a motorized vehicle.

b. Supervisors are encouraged to seek a second member of management to confirm
initial suspicion.

c. The Supervisor must document the facts upon which he/she concluded that
reasonable suspicion existed to initiate drug testing, including but not limited to,
the completion of the Unusual Behavior Observation Form and the completion of
signed statements by other credible witnesses, as applicable. Such documentation
shall be completed and given to the Department Director and/or Executive Director
no later than 48 hours after the events that triggered the Supervisor’s
determination, and must be kept confidential and exempt from disclosure under the
Public Records Law, Florida Statutes 119.07; however, this documentation will be
provided to the employee, upon request.

d. The Supervisor must notify the employee in writing of the need for testing. A
member of management should be present whenever possible.

e. If the drug testing company is not able to provide testing on site, the supervisor
must coordinate or arrange for transportation of the employee directly to the
designated testing facility.

f. The supervisor is responsible to ensure the employee completes the Authority's
Reasonable Suspicion form prior to testing.

g. Alcohol testing shall be conducted by use of an alcohol screening device to detect
alcohol concentrations in breath or saliva. Any alcohol concentration greater than
0.04 is considered a positive test result for alcohol.

Section 6. Post-Testing Procedures.

a.  Upon completion of the drug testing, supervisors must coordinate or arrange for
transportation directly to the employee's residence. However, employees may
transport themselves in the event of routine post-accident testing when the
employee does not exhibit signs of impairment at the time the test is completed or
in cases of random testing.

b.  Where testing has occurred as a result of an accident or a finding of reasonable
suspicion, the employee will be placed on paid administrative leave pending receipt
of the test results.

c.  The Executive Director shall contact the employee's department director when the
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Section 7. Testing Laboratory.

results are received and the employee is cleared to return to work. The Director
must then notify the employee to return to work within a reasonable period of time
or arrange to use accrued vacation or personal leave for the remainder of that
working day.

Follow Up Testing: If the employee in the course of employment enters an
employee assistance program or an alcohol and drug rehabilitation program for
drug-related problems as the result of a positive drug screen conducted on the basis
of reasonable suspicion, the Authority will require the employee to submit to a drug
test as a follow-up to such program, on an annual basis for up to two years after the
completion of the program. If the employee voluntarily enters a program, the
Authority may require the employee to submit to a drug test as follow-up to such
program, in the same manner.

The laboratory used to analyze initial and

confirmation testing will be licensed by the Agency for Health Care Administration to
perform such tests.

Section 8. Medical Review Officer. The Authority may contract with or otherwise

designate or employ a Medical Review Officer (MRO), who is responsible for interpreting
and evaluating an employee's test result.

If the initial test is positive, the MRO will contact the employee or applicant directly
by telephone to discuss the possible use of prescription or non-prescription
medications. An employee or applicant who receives a positive confirmed test
result may contest or explain the result to the MRO within five working days after
receiving the written notification of the test result. If the employee's or applicant's
explanation or challenge is unsatisfactory in the professional judgment of the MRO
or where the employee or applicant fails to speak to the MRO, doesnot return MRO
messages, or if the MRO is unsuccessful in contacting the employee of applicant at
the number provided, the MRO shall report a positive test result back to the
Authority.

ii. If the MRO informs the Authority that a drug test sample was diluted or
contaminated, the Authority will treat the test as a verified positive test.
The Authority will not direct the employee to take another test based on
the fact that the specimen wasdiluted or contaminated, where there is
objective evidence that the employee was responsible for the dilution or
contamination.

Section 9. Positive Results. Upon determination of a positive test for alcohol and/or a

controlled substance, regardless of the levels:

a.

The employee must be removed from any and all work tasks for a minimum of 24
hours. The employee may not perform any safety-sensitive functions until the
employee has been administratively returned to work in his/her full capacity,
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including but not limited to:

1. Driving any vehicle, or equipment when he/she could potentially injure
him/herself or others.

2. Operating any dangerous equipment such as chain saws, riding mowers, etc.

3. Performing any flagging or other work zone activities where he/she could
create a greater hazard to him/herself, other employees, the public and/or
cause property damage.

4. Conducting any operations such as lockout/tagout.

An employee who is determined to have tested positive for alcohol and/or a
controlled substance will be referred to the Employee Assistance Program (EAP)
for evaluation and treatment and/or referral to an alcohol or drug rehabilitation
program. Said treatment program and follow-up testing will be at the employee's
own expense.

The Authority shall not terminate an employee on the basis of his/her first
confirmed positive test unless:

1. The employee has either refused to participate in the EAP and/or an alcohol
or drug rehabilitation program or has failed to successfully complete such
program(s), as evidenced by withdrawal from the program before its
completion or a report from the program indicating unsatisfactory
compliance, or by a positive test result on a confirmation test after completion
of the program; or

2. The employee has failed or refused to sign a written consent form allowing
the Authority to obtain information regarding the progress and successful
completionof the Employee Assistance program and/or alcohol and drug
rehabilitation program.

3. Employees who receive positive test results and choose not to resign or
receive assistance will be terminated.

d. Any employee electing to participate in the EAP and alcohol or drug rehabilitation
program, shall be subject to follow-up testing until it can be ascertained they have
successfully completed the rehabilitation process. Follow-up testing shall be under
the supervision of the EAP. Upon successful completion of the EAP or an alcohol
and drug rehabilitation program, the employee shall be reinstated to the same or
equivalent position that was held prior to such rehabilitation unless the employee
was on a leave of absence without pay, in which case return to a position cannot
be guaranteed. The Authority’s policies regarding a “leave of absence” apply to
employees who have been placed on an administrative leave of absence without
pay due to a positive test result.

f. Within five working days after receiving notice of a positive confirmed test result,
the employee may submit information to the Authority explaining or contesting
the test results and explaining why the result does not constitute a violation of this
procedure. The employee will be notified in writing if the explanation or challenge
is unsatisfactory to the Authority and, if so, why the employee's explanation is
unsatisfactory, along with the report of the confirmed positive results. All such
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documentation will be kept confidential by the Authority and retained for at least
one year, or as otherwise provided by the Florida Public Records law, whichever
is longer.

Section 10. Harassment/Retaliation/Discrimination and Obligation to Report. The
Authority will not tolerate harassment, retaliation or discrimination against any employee who,
in good faith and based upon reasonable suspicion, reports or investigates an alleged violation
of this procedure. The Authority shall take appropriate disciplinary action up to and including
termination of employment against employees for any harassment, retaliation or discrimination
actions or activities related to the reporting of violation of this procedure.

Additionally, any employee who has knowledge of or reasonably suspects an employee's
illegal drug or alcohol use in violation of this procedure has the obligation to report such
activity immediately to his or her supervisor, department director or the Executive Director.
Employees who fail to report such activity or who are not forthright during an investigation
regarding an employee's alleged drug or alcohol use in violation of this procedure are subject
to disciplinary action up to and including termination of employment.

Section 11. Confidentiality — Records. Employee drug and alcohol testing records are
confidential. Test results and other confidential information may be released only to the
Authority and the EAP professional. Any other release of this information is only with the
employee's consent. If an employee initiates a grievance, hearing, lawsuit, unemployment
compensation claim, or other action as a result of this procedure, then the Authority may
release relevant information to the decision maker and in accordance with Chapter 440,
Florida Statutes.

Section 12. Confidentiality - Reporting of Medication Use. Employees must realize that
certain medications may alter or affect a drug test. An employee could possibly test positive
for a drug when taking medications prescribed by a doctor or bought over the counter at a
pharmacy.

Employees who want more technical information about medications may consult the testing
site. To avoid the potential problems created by a false test result, procedures have been
implemented to permit employees to confidentially report the use of medications.
Employees may report the use of medications on the back of the copy of the chain of
custody form after the specimen is collected. Medications known to alter or affect a drug
test are listed below:

AMPHETAMINES: Obetrol, Biphetamine, Desoxyn, Dexedrine, Didrex, loamine, Fastine

MARIJUANA: Marinol (Dronabinal, THC)
COCAINE: Cocaine HCI topical solution (Roxanne)
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PHENCYCLIDINE: Not legal by prescription; PCP, Angel Dust

OPIATES: Paregoric, Parepectolin, Donnagel PG, Morphine, Tylenol with
Codeine Empirin with Codeine, APAP with Codeine, Aspirin with
Codeine,

Robitussin AC, Guiatuss AC, Novahistine DH, Novahistine
Expectorant,

Dilaudid (Hydromorphone), M-S Contin and Roxanol (morphine
sulfate),

Percodan, Vicodin, Tussi-organidine, et

ALCOHOL: Liquid medications containing ethyl alcohol (ethanol). Please read the
label for alcohol content. As an example, Vick's Nyquil is 25%
(50 proof) ethyl alcohol; Comtrex is 20% (40 proof);
Contac Severe Cold Formula Night Strength is 25% (50 proof)
and Listerine is 26.9% (54 proof)
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