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Chapter 1 - Drug and Alcohol Free Workplace

DRUG AND ALCOHOL FREE WORKPLACE

1.1  Purpose

[Company_Name] recognizes the problems which drug abuse have created in the construction industry and the need to develop drug abuse prevention programs.  Accordingly, in order to enhance the safety of the workplace and to maintain a drug-free environment, [Company_Name] has amended its Drug and Alcohol Prevention Program to comply with Federal Regulations.  [Company_Name] intends to abide by all future Federal Regulation and amendments, and specific requirements as determined by our customers.

1.2  Scope

This revised Drug and Alcohol Prevention Program is effective on January 1, 2003.  The provisions of this Drug and Alcohol Prevention Program are applicable to all employees of [Company_Name].

Implementation and continued enforcement of the Drug and Alcohol Prevention Program is subject to appropriate local, state, and federal laws as well as any collective bargaining agreements, and customer requirements.

Any special customer requirements not included in this policy will be adopted and enforced as required by that customer.

1.3  General Provisions

It is the intent of [Company_Name] to provide a drug free working environment by maintaining a strong drug and alcohol prevention program as part of our safety program which ensures that all employees are healthy and fit for work, including job site, management, shop, and clerical personnel.

1.4  Employee Assistance Program

The use, possession, transfer or sale of illegal drugs, narcotics, or other unlawful substances is absolutely prohibited and may be considered grounds for termination of employment.  When discussed with management, employees experiencing problems prior to being identified through a positive drug test will be referred to an EAP (Employee's Assistance Program) for assistance.  Refusal to enter treatment may result in termination.

1.5  Program Requirements (Minimum)

The following elements form the basic minimum requirements for this program.  Details of these and other requirements are outlined in the Procedures section of this policy.

1.6  Pre-Employment

Testing of potential new hires for the presence of drugs will be required at the sole discretion of [Company_Name]’s management.

1.7  Reasonable Suspicion

Employees who exhibit through identification of abnormal job performance or behaviors which suggest that drug or alcohol abuse may be a factor, may be requested to test for the presence of alcohol of drug test.

1.8  Random Testing

All employees will undergo unannounced drug testing based on a computerized random selection process.

1.9  Post Accident Testing

Will involve any employee in an accident or contributing to an accident as defined in this policy.

1.10  Abstinence Monitoring

All employees who receive some form of rehabilitation may be required to undergo a drug test.

ON-THE-JOB USE, POSSESSION OR SALE OF DRUGS OR ALCOHOL

1.11  Alcohol

Being under the influence of alcohol by any employee while performing company business or at any customer location is prohibited to the extent that such use or influence may affect the safety of co-workers or members of the public, the employee's job performance, or the safe or efficient operation of the company facility.

Except as permitted by company facility management, consumption of alcohol on company property or job site is prohibited.

1.12  Legal Drugs

Except as provided below, the use or being under the influence of any legally obtained drug by any employee while performing company business or while at a company or customer facility is prohibited to the extent such use or influence may affect the safety of co-workers or members of the public, the employee's job performance, or the safe or efficient operation of the company.

An employee may continue to work, even though under the influence of a legal drug if management has determined, after consulting with the Medical Department and Employee Relations, that the employee does not pose a threat to his or her own safety or the safety of their co-workers and that the employee's job performance is not significantly affected by the legal drug.  Otherwise, the employee may be required to take a leave of absence or comply with other appropriate action determined by Management.

1.13  Illegal Drugs

The use, sale, purchase, transfer or possession of an illegal drug by an employee while at a company or customer facility or while performing company business is prohibited.  The presence in detectable amount of any illegal drug in an employee while performing company business or while in a customer or company facility is prohibited.

1.14  Disciplinary Action

Violation of the Policy can result in disciplinary action, up to and including termination, even for a first offense.  An individual will not be hired if he/she fails the drug screening.

1.15  Customer or Owner Requirements

It is understood that [Company_Name]'s "customers" may, under the provisions of the contract, retain the right to search employees and their belongings for drugs, controlled substances, alcohol, or firearms while on the customer's property.

SEARCHES

1.16  Scope and Process

a.
Searches of an employee and their personal property may be conducted when there is Reasonable Suspicion that the employee is impaired from performing his/her job or: in an "Unfit Condition"; and "Incident on duty"; "Post Accident", "Reasonable Suspicion", or when management believes the possession of alcohol or drugs may be occurring in violation of the company policy or customer's policy.

b.
Searches and/or screening of employees and their personal property may otherwise be conducted who contributed to an accident or where there is Reasonable Suspicion to believe that the accident resulted from drug abuse.

c.
The company may conduct unannounced searches for illegal drugs or alcohol in company or customer facilities or on job sites.  Employees are expected to cooperate in the conducting of such searches.

d.
An employee's consent to a search is required as a condition of employment and the employee's refusal to consent may result in disciplinary action, including termination, even for a first refusal.

e.
Searches of company facilities and property can be conducted at any time and do not have to be based on Reasonable Suspicion.

f.

Searches of clothing and personal effects will be conducted under the direct supervision of management accompanied by a witness.  When on a customer's property, notify the customer representative prior to beginning the search so that their designated representative or Security personnel may observe.

1.17  Procedures for Handling Seized Property


a.
A receipt should be given for seized property.


b.
If not already involved, the customer representative or security personnel should be notified in order to communicate, as appropriate, with local law enforcement authorities concerning identification of the material seized and possible prosecution.


c.
Seized items should be retained in a locked cabinet under the exclusive control of a designated management employee.


d.
If possession is transferred, a chain of custody should be established.


e.
Seized property may turn out after the investigation to be property that properly was in the employee's possession.  In such cases, the property should be returned and a receipt obtained.  If the property represents a violation of the Policy, the employee will be prohibited from working at the customer’s facility in the future.

1.18  Disposition of Uncooperative Employees

Employees who refuse to cooperate with the search procedures will not be forced to comply, but will be informed that failure to comply will be grounds for removal for the customer's premises.  Those employees who refuse the search procedures will not be granted admittance to the customer's facilities in the future.

1.19  Voluntary Rehabilitation

An employee who voluntarily seeks rehabilitation for a drug or alcohol abuse problem prior to a situation requiring testing based upon Reasonable Suspicion and who cooperates with the Company with regard to treatment may not be necessarily subject to disciplinary action.  Pursuant to State law, employees who seek voluntary rehabilitation are to be allowed a reasonable leave without pay.

The employee is responsible for arranging entrance into a recognized rehabilitation program.  When arrangements have been made, a "Notice of Disability" signed by the attending physician must be given to the Safety Coordinator.  The employee will then be granted a leave of absence in accordance with Company Policy and State regulations.

It should be fully understood, however, that continued or renewed drug or alcohol abuse after commencement of treatment may result in appropriate disciplinary action, up to and including discharge.

All information in connection with this voluntary program will be treated in as confidential a manner as possible.

1.20  Contract Personnel

The policy provisions stated in all sections above are applicable to contract personnel.  Violation of these provisions or refusal to cooperate with implementation of the policy can result in the company's barring contract personnel from company facilities or participating in company operations.

1.21  Employee’s Reporting Requirements – Legal Drugs 

For certain job positions, an employee's use of a legal drug can pose a significant risk to the safety of the employee or others.  Employees who feel or have been informed that the use of a legal drug may present a safety risk are to report such drug use to the Personnel Department to determine job related consequences.  Supervision that is aware of such a situation is to instruct the employee to report to the Personnel Department.

1.22  Definitions

"Under the influence" means, for the purposes of this policy, that the employee is affected by a drug or alcohol or the combination of a drug and alcohol in any detectable manner.  The symptoms of influence are not confined to those consistent with misbehavior, nor to obvious impairment of physical or mental ability, such as slurred speech or difficulty in maintaining balance.  A determination of influence can be established by a professional opinion, a scientifically valid test and, in some cases such as alcohol, by a layperson's opinion.

"Illegal drug" means any drug; (a) which is not legally obtained, or (b) which is legally obtainable but has not been legally obtained.  The term includes prescribed drugs not legally obtained and prescribed drugs not being used for prescribed purposes.  It also includes marijuana.

1.23  Drug And Alcohol Procedures

1.23.a   Education and Training


1.
All employees will be advised in writing of [Company_Name]'s Drug and Alcohol Prevention Program.  The information given will cover reasons for the program, the actual policy and procedure for implementation along with information on how to enroll in the Employee Assistance Program.



All employees, at the time of assignment to any customer facility, will be provided with a copy of the Program for review.


2.
All supervisory personnel will be trained in the following areas:



a.
One session lasting 2 to 4 hours in length, of training on the specific, contemporaneous physical, behavioral, and performance indicators of possible drug use.



b.
Drug abuse recognition, signs, and symptoms.



c.
Company policy and procedure in response to implementation and the handling of employees who appear to be under the influence of prohibited drugs.



d.
Documenting observations and impressions of persons who may be under the influence of prohibited drugs.

1.23.b   Notification


1.
When an employee is observed in an "Unfit Condition" such as any of those specified in this policy that requires further investigation, testing, or searches, this "Condition" shall be immediately reported by the employee's supervisor to the supervisor's manager and the Safety Coordinator.


2.
While at a customer facility, the designated company representative must also be notified.

1. Upon notification from the employee's supervisor to the supervisor's manager and/or the Safety Coordinator, appropriate action as outlined in this policy is to be taken, i.e., testing of the employee, implementing search procedures, etc.

1.23.c   Positive Test Result or Refusal to Test


1.
If an employee refuses to test for drugs or tests positive, and the MRO determines that prohibited drug use was the cause, that employee will be terminated.  [Company_Name] will not rehire that individual until he/she has:



a.
Successfully completed a rehabilitation program as deemed by the Employee Assistance Program;



b.
Has been recommended for return to duty by Medical Review Officer (MRO); and



c.
Has passed a drug test.

1.23.d   Employee Assistance Program 


1.
[Company_Name] will contract for the provisions of Employee Assistance Program (EAP) services as part of the company's Drug and Alcohol Prevention Program. As stated above in section 4 of this chapter. When discussed with management, employees experiencing problems prior to being identified through a positive drug test will be referred to an EAP (Employee's Assistance Program) for assistance.  Refusal to enter treatment may result in termination. This program is to provide reasonable assistance to employees who demonstrate a desire to become drug free.  The ultimate responsibility to be drug free rests with the individual employee at his/her expense.


2.
See "Appendix A" for EAP listing.

1.23.e   The Testing for Drugs


1.
The collection of Employee's urine specimen will be conducted under the procedures required by the mandatory guidelines for Federal Workplace Drug Testing Programs.  These procedures allow for individual privacy.  The person at each collection site will take every precaution to ensure that each sample is not tampered with during the collection procedure.  The specimen collection will follow strict chain of custody and security procedures.

a.
Photo identification (e.g., driver's license) must be presented at the collection site.

b.
Employees will be required to wash and dry their hands prior to providing specimens.

c.
Employees will be asked to remove unnecessary outer garments (e.g., coats or jackets).  All personal belongings such as purses or briefcases will remain with the outer garments.

d.
The collection site person working with the employees will be of the same gender.

e.
The specimen will be provided in the privacy of a stall or otherwise partitioned area that allows for individual privacy.

f.
After handing the specimen bottle to the collector, the employee should make sure that his/her specimen is in full view until it is sealed and labeled.  This protects the employee from wrong labeling or tampering with the specimens.

g.
If the collection site person has reason to believe that an employee may have altered or substituted the specimen, a higher level supervisor will be notified.  Should the employee actually tamper, adulterate, or in any other way attempt to dilute his/her specimen he/she will be terminated from employment.

h.
The employee will be asked to initial the identification label on the specimen bottle (identified by his/her name) for the purpose of certifying that it is that employee's.

i.
The employee will be asked to sign the permanent record book next to the information identifying his/her specimen, certifying that the specimen identified as having been collected from his/her is, in fact, the specimen he/she provided.

j.
If after laboratory analysis, the specimen is found to contain traces of a prohibited drug, the results will be disclosed only to the MRO.  Prior to making a final decision, the MRO will verify a positive test result by giving the employee an opportunity to discuss the test results and submit medical documentation of legally prescribed medications.

1.24  Types of Drug Testing – Test Procedures

1.24.a   Pre-Employment Testing – If Required


1.
A pre-employment drug test may be conducted on all individuals who meet the criteria for employment.



The company will maintain pre-employment screening practices designed to prevent hiring individuals who use illegal drugs or individuals whose use of legal drugs or alcohol indicates a potential for impaired or unsafe job performance.



All applicants or newly hired employees will undergo a drug screen at a predetermined medical facility.  [Company_Name] will pay each applicant or employee who takes and passes the drug screen test for all the time it takes to undergo the drug screen up to a maximum of two hours travel time plus lab time.


2.
Applicants not passing the drug screen will not be placed on the [Company_Name] payroll or receive any compensation.  Employees not passing the drug screen will be removed from the [Company_Name] payroll.  [Company_Name] will pay the cost for administering the drug screen.



All applicants will be informed of the 48 - 96 hours of delay prior to joining the work force to obtain the results of the drug test.


3.
A sufficient amount of a sample shall be taken to allow for an initial test and a confirmation test.  The initial test will be by Enzyme Multiplied Immunoassay Technique (EMIT).  In the event a question or positive result arises from the initial test, a confirmation test must be utilized before action will be taken against an employee or applicant.  The confirmation test will be by Gas Chromatography - Mass Spectrometry (GC/MS).



Pre-employment job applicants who test positive do not have the option to have to be retested a second time at the expense of [Company_Name].



Testing standards for both the initial test and the confirmation test will be those established by the National Institute of Drug Abuse (NIDA).  Confirmed positive samples will be retained by the testing laboratory in secured long term frozen storage for a minimum of one year.  Handling and transportation of each sample will be documented through strict chain of custody procedures.


4.
[Company_Name] employees will be required to meet any special requirements imposed by the Customer's Substance Abuse policy prior to being assigned to that job.

1.24.b   Unfit Condition


1.
All supervisory personnel will be trained in the recognizing the specific, contemporaneous physical, behavioral, and performance indicators of possible drug or alcohol abuse.


2.
The decision to test an employee for alcohol and drugs while on duty will be done by a meeting of the employee's supervisor and at least one other supervisor and the Safety Coordinator.  While at a customer facility, the designated company representative must also be notified.


3.
The search procedure shall be initiated as part of any observation as an integral part of the screening process.  (SEE Search Procedures).


4.
The employee shall be escorted to a designated "off-site" medical facility for actual screening.


5.
The employee will be excluded from further work at the customer's facility pending the outcome of the test results.

1.24.c   Incident on Duty


1.
The decision to test an employee for alcohol and drugs while on duty will be done by a meeting of the employee's supervisor and at least one other supervisor and the Safety Coordinator.  While at a customer facility, the decision to test must be made in conjunction with their designated representative.


2.
Any employee refusing to submit to the alcohol and drug test will be immediately suspended from all work responsibilities without pay until all requested tests are completed; for a period not to exceed five (5) working days.  If the employee chooses not to submit to the drug and alcohol screen during the five (5) day period, the employee may be considered to have voluntarily terminated employment.


3.
The employee will be excluded from further work at the customer's facility pending the outcome of the test results.

1.24.d   Reasonable Suspicion Testing


1.
[Company_Name] will drug test an employee for drugs and alcohol when there is Reasonable Suspicion to believe the employee is using a prohibited drug or under the influence of alcohol.


2.
A decision to test will be based on specific contemporaneous physical, behavioral, or performance indicators of probable drug use such as:

a.
Discovery of an employee in possession of drugs or alcohol while on duty;



b.
Sudden change in work performance;



c.
Sudden change in attitude;



d.
Minor, yet consistent avoidable accidents;

e.
Observations of extreme behaviors, i.e.;
slurred speech; uneven gait; mood swings; violent outbursts of temper.



f.
Excessive Absenteeism;



g.
Pattern of consistent tardiness;

h.
Disappearing/missing from designated work site without the supervisor aware of whereabouts;

i.
Consistently in areas where employees should not be or has reason to be.


3.
Before an employee is asked to test for Reasonable Suspicion, two of the company's supervisors will substantiate and concur in the decision to request a drug test.  One of the two supervisors must have observed the behavior.  The two supervisors may concur by telephone.


4.
When a negative test result is received, the employee will be put back to work.


5.
When a confirmed positive test result is received, the employee will be advised in writing of his/her termination of employment.  The written notification will include the reason for the termination, the conditions under which rehire could be considered and specific recommendation to seek professional assistance.


6.
Any employee refusing to submit to the alcohol and drug test will be suspended from all work responsibilities without pay until all requested tests are completed; for a period not to exceed five (5) working days.  If the employee chooses not to submit to the drug and alcohol screen during the five (5) day period, the employee may be considered to have voluntarily terminated employment.


7.
See specific requirements of Customer Substance Abuse policies, which will be distributed as appendices to this Drug and Alcohol Prevention Program.

1.24.e   Random Testing


1.
Random testing; when required by Customer, State, or Federal mandate:  applies to all employees including supervisors, as well as those who just supervise such performance by others.


2.
[Company_Name] will random test fifty percent (50%) of all employees annually.


3.
The tests will be conducted once a month in order to be spaced throughout the year.


4.
To assure that the selection process for random testing is indeed random, all employees will be place in a common selection pool


5.
When a confirmed positive test result is received the employee will be advised in writing of his/her termination of employment.



The written notification will include the reason for the termination, the conditions under which rehire could be considered, and the specific recommendations to seek professional assistance.


6.
See specific requirements of Customer Substance Abuse policies, which will be distributed as appendices to this Drug and Alcohol Prevention Program.

1.24.f   Post Accident Testing


1.
Employees whose performance either contributed to an accident or cannot be completely discounted as a contributing factor to the accident will be tested for drugs and alcohol.  The employee will be tested as soon as possible, but no later than 32 hours after the accident or incident.


2.
An accident on is defined as:

An event that involves mechanical failure or damage to of our equipment or that of our customer, a death or personal injury, or vehicle accident.

An event that is significant in the judgment of our customer, or [Company_Name] even if it does not meet the criteria of paragraph (a).


3.
When a negative test result is received, the employee will be put back to work after an appropriate medical release to return to work.


4.
When a confirmed positive test is received, the employee will be advised in writing of his/her termination of employment.  The written notification will include the reason for the termination, the conditions under which rehire could be considered, and the specific recommendation to seek professional assistance.


5.
See specific requirements of Customer Substance Abuse policies, which will be distributed as appendices to this Drug and Alcohol Prevention Program.

1.24.g   Abstinence Monitoring


1.
When an employee who has been identified as a user or has requested treatment, [Company_Name] may require monitoring of the employee's abstinence for at least one (1) year post treatment.  The employee will be monitored weekly by the Employee Assistance Program.


2.
When a negative test result is received, the employee will continue to work as usual.


3.
When a confirmed positive test result is received, the employee will be advised in writing of his/her termination of employment.  The written notification will include the reason for the termination, the conditions under which rehire could be considered and the specific recommendation to seek professional assistance.

1.24.h   Alcohol and Drug Screening for Safety Sensitive Jobs


Screening tests shall be conducted for the presence of alcohol and, at minimum, the five prohibited drugs listed below for all "Safety or Environmentally Sensitive Jobs."


These drugs are also listed under Part 199 of DOT.


"Safety or Environmentally Sensitive Jobs" is defined as "Those jobs where inattention to job duties or slow or inappropriate responses to operating conditions can create or aggravate emergency situations which could result in disabling injuries, loss of life, significant property damage, environmental damage or violation of environmental regulations."

1.24.i   Re-Employment


An applicant who has previously worked for a "covered contractor" (a contractor who is required by a customer to comply with DOT Drug Testing) and was previously drug screened is required to re-test only if 45 or more days have elapsed since he/she last worked for the company, or another "covered contractor."

1.24.j   Customer Requirements



See applicable appendix when customer policy is more stringent.

1.25  Prohibited Drugs


Testing under Part 199 is currently limited to the following drugs:



1.
Cannabinoids (Marijuana, Hashish);



2.
Benzoylecgonine (Cocaine);



3.
Opiates (Heroin, Morphine, Codeine);



4.
Amphetamines; and



5.
Phencyclidine (PCP).

1.26  Federal Drug Screen Limits for Illicit Drugs 

CLASS SCREENED METHOD DRUG CONFIRMATION

CUTOFF METHOD CUTOFF

__________________________________________

AMPHETAMINES IA 1000 ng/ml Amphetamine GC/MS 500 ng/ml 

(Amphetamine/Methamphetamine) Methamphetamine GC/MS 500 ng/ml

OPIATES IA 300 ng/ml Codeine GC/MS 300 ng/ml (morphine/Codeine) Morphine GC/MS 300 ng/ml

COCAINE IA 300 ng/ml Benzoylecgonine GC/MS 150 ng/ml (Cocaine Metabolites)

PHENCYCLIDINE IA 25 ng/ml Phencyclidine GC/MS 25 ng/ml (PCP)

CANNBINOIDS IA 10 ng/ml THC-COOH GC/MS 15 ng/ml

ALCOHOL* .080 BAC *

*Customer Policy if more stringent, i.e. UNOCAL .050% BAC (Blood Alcohol Concentration).


The illicit Drug Screen includes confirmations.


Specimen requirements:  90 ml urine.

1.27  Drug Testing Laboratory


1.
The drug testing laboratory will be NIDA certified and approved by the Department of Health and Human Services as required under the DOT procedures.


2.
The drug testing laboratory will permit unannounced inspections, including examinations or records at any time.

1.28  Recordkeeping


1.
The following records shall be kept for specified length of time:
Records that demonstrate the collection process will be kept for at least three (3) years.

Records of employee drug test results that show a failed drug test, and the type of test failed (e.g., Post Accident, Random) and records which demonstrate rehabilitation, if any, will be kept for at least five (5) years.  These records will include the following information:

a.
The functions performed by employees who failed a drug test.

b.
The prohibited drugs which were used by the employees who failed a drug test.

c.
The disposition of employees who failed a drug test (e.g., terminated).




d.
The age of each employee who failed a drug test.



C.
Records of negative drug test results will be kept for one (1) year.



D.
A record of the number of employees tested, by type of test (e.g., Random, Reasonable Suspicion) will be kept for at least five (5) years.



E.
Records confirming that supervisors and managers have been trained will be kept for at least three (3) years.



F.
Records must be maintained for the life of the equipment for employees tested under D.O.T. regulations.


2.
Records concerning collection and testing are covered under the Privacy Act, 5 U.S.C. 522 A.  Employee records will be maintained and used with the highest regard for privacy.



A.
Any employee, upon written request, has access to any records relating to his/her drug tests.



B.
The results of a drug test will not be disclosed without the employee's prior written consent, unless it is to:




a.
Employee's Medical Review Officer (MBO);




b.
The administrator of any Employee Assistance Program in which the employee is receiving counseling or treatment or is otherwise participating; or




c.
A management official having authority to advise personnel action against the employee.


3.
To maintain confidentiality, written records will be stored in locked containers.  These records will not be a part of an employee's personnel records.


4.
[Company_Name] will not release the employee's rehabilitation or drug test records to a subsequent company unless the employee gives his/her written consent.

1.29  Retention of Samples

Specimen samples which yield positive test results on confirmation will be retained by the laboratory in properly secured, long term, frozen storage for at least one (1) year.  If within the one (1) year period the laboratory has not received a proper written request, the specimen sample may be discarded.

1.30  Retesting

If the Medical Review Officer (MRO) determines there is no legitimate medical explanation for a confirmed positive test result other than the unauthorized use of a prohibited drug, the original sample may be retested if the employee makes a written request for retesting within sixty (60) days of the receipt of the final test result from the MRO.  The cost of shipment and re-analysis of the sample will be borne by the employee. The employee will be reimbursed for such expense if the retest is negative.

1.31  Medical Review Officer

A.
[Company_Name] will contract for the provisions of MRO services as part of its Drug and Alcohol Prevention Program.

B.
The MRO will be a licensed physician with knowledge of drug abuse disorders.


C.
The MRO will be responsible for the following:



1.
Review the results of drug testing before they are reported to [Company_Name].

2.
Review and interpret each confirmed positive test result to determine if there is an alternative medical explanation for the positive test result as follows:

a.
Conduct a medical interview with the employee whose test results were positive.

b.
Review the individual’s medical history and any/all relevant biomedical factors.

c.
Review all medical records made available by the employee tested to determine if a confirmed positive test resulted from legally prescribed medication.

d.
When necessary, require that the original specimen be reanalyzed to determine the accuracy of the reported results.

e.
Verify that the laboratory report and assessments are correct.

3.
Determine a schedule of unannounced testing for an employee who has been rehired after completing a rehabilitation program.

4.
Ensure that an individual who tested positive and was terminated has been drug tested in accordance with the DOT procedures before he/she is rehired.


D.
The following rules govern MRO determinations:

1.
If the MRO determines, after appropriate review, that there is a legitimate medical explanation for the confirmed positive test result other than the unauthorized use of a prohibited drug, the MRO is not required to take further action.



2.
If the MRO determines, after appropriate review, that there is no

legitimate medical explanation for the confirmed positive test result other than the unauthorized use of a prohibited drug, the MRO shall report the findings to [Company_Name] Drug Abuse Representative.

3.
Based on a review of laboratory inspection reports, Quality Assurance and Quality Control Data, and other drug test results the MRO may conclude that a particular drug test result is scientifically insufficient for further action.  Under these circumstances, the MRO should conclude that the test is negative for the presence of a prohibited drug metabolic in the employee's system.


E.
See "Appendix A" for MRO listing.

1.32  Acknowledgement of Drug & Alcohol Prevention Program

I, the undersigned employee of [Company_Name] acknowledge that I have received, read, and understand the Company's Policy and Procedure for responding to drugs and alcohol in the workplace.  I have had an opportunity to have any/all aspects of this Policy and Procedure explained to me.  I understand that this Policy and Procedure are terms and conditions of my employment.  Violation of this Policy or any aspect of the Procedures may result in my termination.  I agree to abide by the contents herein described.

________________________________
        ____________________________


EMPLOYEE'S SIGNATURE




DATE

________________________________
        ____________________________


WITNESS'S SIGNATURE


                

DATE

[Date_Created]
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