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POLICY:
As a condition of employment, Glendive Medical Center (GMC) requires all employees, regardless of employment status, to abide by GMC’s Drug and Alcohol Free Workplace Policy.  Failure to comply with the terms of this policy is grounds for appropriate disciplinary action, up to and including immediate discharge.
PURPOSE:

It is the intent of GMC to provide a workplace free of the effects of drug and alcohol use and to take reasonable measures to ensure that employee alcohol and/or drug use does not jeopardize the success of its operations nor otherwise affect its employees, patients, or residents.  This document defines GMC’s policy and procedures for establishing and maintaining a drug and alcohol free workplace.  This document also outlines the types of controlled substance testing conducted, establishes a testing procedure, describes the consequences of a positive test result, and explains the confidentiality of test results. 

Nothing in this policy is intended to preclude GMC from taking disciplinary action against an employee for misconduct including, but not limited to exhibiting signs of drug and alcohol use, with or without undergoing testing.
VIOLATIONS OF POLICY:
The following conduct is defined as a violation of GMC’s Drug and Alcohol Free Workplace policy:

1. Reporting/returning to work or being on the job under the influence of alcohol or illegal drugs is prohibited.

2. Operating a GMC vehicle while under the influence of alcohol or illegal drugs or operating any vehicle when on GMC business is prohibited.

3. The unlawful manufacture, distribution, dispensation, possession, or use of a controlled substance on GMC premises or while conducting GMC business off company premises, is prohibited.  Violations of this policy will result in disciplinary action up to and including immediate discharge.
4. Employees must, as a condition of employment, report any conviction(s) under a criminal drug statute for violations occurring on or off GMC’s premises while conducting company business.  A report of a conviction must be made within five (5) days after the conviction.  This requirement is mandated by the Drug-Free Workplace Act of 1988.
· An employee convicted of a criminal drug statute violation will be responsible to comply with the diagnosis and the prescribed treatment therapy, both in-patient and follow-up, as a condition of continued employment.  The employee must demonstrate measurable progress toward satisfactory performance and in the case of chemical dependency, abstain or refrain from future mood altering chemical use as a condition of continued employment.  Should an employee not seek appropriate rehabilitative assistance following a conviction of criminal drug statute violation, GMC will take appropriate personnel action, up to and including discharge from employment. 

5. It is a violation of GMC policy for anyone to use prescription drugs illegally.  However, nothing in this policy precludes the appropriate use of legally prescribed medications.  Employees are required to notify their supervisor or manger if they are taking medications that may affect their ability to perform their job.

6. An employee who is on-call in a patient care area will refrain from alcohol and/or drug consumption during the period of time the employee is designated as being on-call.

DEFINITIONS:

Controlled Substance – Any drug that (a) is not legally obtainable; or (b) is legally obtainable, but has not been legally obtained; or (c) has been legally obtained but is being sold or distributed unlawfully.  GMC tests for the following controlled substances, THC (Marijuana), Cocaine, Opiates, Amphetamines, and PCP.

Designated Employer Representative (DER) – The employee at GMC who is authorized to receive test results and other confidential information concerning test results.  The DER at GMC is the Human Resource Manager.

Medical Review Officer (MRO) – A licensed physician trained in the field of substance abuse who conducts the final review of confirmed positive test results from the laboratory.  This review is conducted prior to transmission of test results to the Designated Employer Representative.

Substance Abuse Professional (SAP) – A licensed physician (Medical Doctor or Doctor of Osteopathy), or a licensed or certified Psychologist, Social Worker, employee assistance professional, or Addiction Counselor (certified by the National Association of Alcoholism and Drug Abuse Counselors Certification Commission) with the knowledge of and clinical experience in the diagnosis and treatment of alcohol and controlled substances-related disorders.

TYPES OF CONTROLLED SUBSTANCE TESTING:
Post Offer, Pre-placement Testing:

1. A post offer, pre-placement person who has accepted employment with GMC will be tested for controlled substances.
2. A post offer, pre-placement person who has accepted employment with GMC and who declines to undergo a controlled substance test will not be hired.
3. If a post offer, pre-placement person is not hired due to a positive controlled substance test or for refusing to take the test, he/she will not be considered for any positions at GMC for a period of six (6) months from the positive test result date.  
Post Accident Testing:

1. Post-accident testing will be done if there is reason to believe an employee’s act or failure to act is a direct or proximate cause of work-related accident that caused death, personal injury, or property damage in excess of $1,500.00.
2. In the event of an accident, the supervisor will conduct an investigation of the accident to determine whether or not an employee’s action or failure to act caused the accident.  Employees who are found to have caused the accident will be subject to the “Post Accident Testing” procedure.

Reasonable Suspicion Testing:

1. An employee in a covered position may be subject to drug and/or alcohol testing if a supervisor who has been trained pursuant to the requirements in 49 CFR, part 382.603 believes that the covered employee faculties are impaired on the job as a result of the use of a controlled substance or alcohol consumption.

POST OFFER, PRE-PLACEMENT TESTING PROCEDURE:
1. Post offer, pre-placement persons will be given a copy of the Drug and Alcohol Free Workplace policy, the Acknowledgement of Drug and Alcohol Free Workplace policy (Appendix A), a letter outlining the testing procedure (Appendix B), and a Drug and Alcohol Testing Acknowledgment (Appendix C).
a. All positions offered by GMC are contingent upon successfully passing the drug screening.

b. Once conditional offer is made and accepted, the new employee will immediately call the HR department to schedule a pre-employment physical and controlled substance test.

c. All new employees will be required to submit to the drug screen within 48 hours of receiving and accepting a job offer, unless other arrangements are made with the Human Resources department.

d. Photo identification issued by a state or federal agency is required at time of screening.
2. Certified personnel in the GMC Lab will do collection samples.  Urine testing will be performed by a laboratory, which is certified by the Department of Health and Human Services.

3. The urine sample will be tested for the following controlled substances and levels:
	Controlled Substance
	Screening Concentration
	Confirmation Concentration

	Marijuana (Cannabinoids)
	50 ng/ml
	15 ng/ml

	Cocaine Metabilite
	300 ng/ml
	150 ng/ml

	Opiates (Codeine/Morphine)
	2000 ng/ml
	

	Amphetamines/Methamphetamines
	1000 ng/ml
	500 ng/ml

	Phencyclidine (PCP)
	25 ng/ml
	25ng/ml


4. Reports of negative controlled substance samples will be emailed via secure email to the Designated Employee Representative (DER). Reports of urine samples, which are found to be positive, will be emailed via secure email to the DER and the Medical Review Officer (MRO).  If the test result is positive, the MRO will contact the prospective employee.  The MRO will obtain relevant medical history from the prospective employee needed to evaluate the test results.  The MRO may require further clinical evaluation, and/or may confer with the prospective employee’s medical provider to make a final determination.
5. If the MRO determines that the test is positive, the prospective employee may request the 2nd “split” sample be tested by another laboratory.  The prospective employee must make this request within 72 hours of being contacted by the MRO.  If this second test is different from the first, then the test is reported as “not confirmed” and GMC will pay for the test.  If the second test is also positive, then the test is reported as “confirmed” and the prospective employee will pay for the test.
6. If the urine sample is reported as “dilute,” the test will be repeated.  GMC will contact the prospective employee to return for a repeat collection.  Prospective employee is required to report to the GMC Lab within 6 hours of notification.  If there are extenuating circumstances, which would prevent the prospective employee from reporting to the GMC Lab, the DER will be contacted for further guidance.  A second dilute will be referred to the Executive Director of Organizational Development.
7. GMC will withdraw its job offer for any prospective employee who a confirmed positive result for a post-offer controlled substance test.
POST ACCIDENT TESTING PROCEDURE:

1. If it is determined that an accident has occurred because of an employee’s action or failure to act, which has caused property damage in excess of $1,500, a post accident controlled substance test will be conducted.

2. Employees submitting to the Post Accident testing must report to the GMC Lab within 32 hours of the accident to have a urine sample collected.

3. An employee’s refusal to be tested (post accident) may subject the employee to disciplinary action up to and including immediate discharge.  A covered employee may be suspended from some or all work duties if he/she refuses to provide an acceptable specimen.
4. Any employee who leaves the scene of an accident without authorization prior to submission to a controlled substance test will be considered to have refused the test, and will be subject to disciplinary action up to and including immediate discharge.
5. Certified personnel in the GMC Lab will do collection samples.  Urine testing will be performed by a laboratory, which is certified by the Department of Health and Human Services.
6. The urine sample will be tested for the following controlled substances and levels:

	Substance
	Screening Concentration
	Confirmation Concentration

	Marijuana (Cannabinoids)
	50 ng/ml
	15 ng/ml

	Cocaine Metabilite
	300 ng/ml
	150 ng/ml

	Opiates (Codeine/Morphine)
	2000 ng/ml
	

	Amphetamines/Methamphetamines
	1000 ng/ml
	500 ng/ml

	Phencyclidine (PCP)
	25 ng/ml
	25 ng/ml

	Alcohol
	
	


7. Reports of negative urine controlled substance and alcohol samples will be emailed via secure email to the Designated Employee Representative (DER). Reports of urine samples, which are found to be positive, will be emailed via secure email to the DER and the Medical Review Officer (MRO).  If the test result is positive, the MRO will contact the employee.  The MRO will obtain relevant medical history from the employee needed to evaluate the test results.  The MRO may require further clinical evaluation, and/or may confer with the employee’s medical provider to make a final determination.

8. If the MRO determines that the test is positive, the employee may request the 2nd “split” sample be tested by another laboratory.  The employee must make this request within 72 hours of being contacted by the MRO.  If this second test is different from the first, then the test is reported as “not confirmed” and GMC will pay for the test.  If the second test is also positive, then the test is reported as “confirmed” and the employee will pay for the test.

9. If the urine sample is reported as “dilute,” the test will be repeated.  GMC will contact the employee to return for a repeat collection.  Employee is required to report to the GMC Lab within 6 hours of notification.  If there are extenuating circumstances, which would prevent the employee from reporting to the GMC Lab, the Designated Employee Representative (DER) will be contacted for further guidance.  A second dilute will be referred to the Executive Director of Organizational Development.

CONSEQUENCES OF POST ACCIDENT POSITIVE TEST RESULTS:
1. A confirmed positive test result (for post accident) is a violation of GMC policy.  Disciplinary action, up to and including immediate discharge may result.
2. For existing employees whose employment is not terminated as a result of a positive controlled substance or alcohol test, in addition to disciplinary action for testing positive, GMC, may, in its sole discretion, offer an employee a referral to a certified Substance abuse Professional (SAP).  Conditions may be placed on an employee who is referred to such a program such as (but not limited to) continuous compliance and successful completion of an approved treatment program.  The program may require follow-up treatment and recommendations.  An employee may also be required to sign a performance improvement plan.

3. First positive—If the employee is not immediately terminated, the employee is to be placed on an immediate unpaid leave of absence and referred to a SAP.  The employee must pay for any treatment expense.  The employee may access health care insurance benefits for treatment if available.

a. The Designated Employee Representative (DER) will verify that the SAP evaluation is in process or has been completed within 48 hours of the incident.  If not, the DER will contact the employee. 
b. SAP will report to the DER within five (5) working days of employee contact.  The report will include an estimated date of return to duty testing and the employee compliance with evaluation and treatment recommendations.  If the employee refuses recommended treatment, then employee will be terminated.
c. To return to work the employee must present a written recommendation and follow-up plan from the SAP to the DER.  The DER may reject this recommendation and return the employee to the SAP for further recovery work.  If the DER accepts this plan then the employee will be referred to GMC for a “return to work” controlled substance test.  If this test is negative, then the employee may return to work.

d. The employee will be subject to follow-up tests for 1 year after return to work.  GMC will ensure that the tests are unscheduled on random dates according to the SAP plan.  These tests will be in addition to post-accident testing which may be done during the same period.  The employee must also complete other follow-up and/or treatment required by the SAP.  If the employee fails to follow recommended evaluation or treatment, or if the employee fails to comply with follow-up testing, then the employee will be terminated.

4. Second Positive—If within two (2) years of the First Positive, an employee again tests positive for either alcohol or controlled substances, the employee will be terminated.  The second positive does not have to be for the same substance.

5. Later Positive—If an employee tests positive for either alcohol or controlled substances after having been “clean” for two (2) years following a positive test, the employee will be subject to the same procedure as First Positive.

6. If the employee is a licensed healthcare professional, and the employee is found to be impaired while performing his/her professional duties, then the appropriate licensing authority will be notified, as specified by the regulatory agency for that profession.  GMC will work with the licensing bureau for recommendation and follow up.

7. For employees covered by federally mandated testing programs, reports will be sent to the appropriate regulatory agency as required.  If the regulatory agency determines that the employee may no longer perform safety sensitive functions, then the employee may not perform those functions for GMC and may be terminated.

8. An employee will have the opportunity to rebut or explain the results of any test.
CONFIDENTIALITY OF TEST RESULTS:

1. All information, interviews, reports, statements and test results will be kept confidential and may not be disclosed to anyone except the tested person, the Designated Employee Representative (DER) of GMC, their manager, and the Medical Review Officer (MRO), except as follows:
a. Information required by law to be reported to a state or federal licensing authority; or
b. For use in proceedings related to inquires relating to legal action arising out of GMC’s implementation of this policy or inquires relating to a workplace accident involving death, physical injury, or property damage in excess of $1500.00 when there is reason to believe that the tested employee may have caused or contributed to the accident.
2. Information obtained through the testing that is unrelated to the use of a controlled substance will be held in strict confidentially by collector and/or the MRO.

3. Reports will be faxed to a secure fax authorized by the DER or sent in a sealed envelope marked “confidential” directed to the DER only.
4. Information that is obtained through testing that is unrelated to the use of illegal or unauthorized drugs will be held in strict confidence by the MRO and may not be released to GMC.
EDUCATION AND INFORMATION
Information concerning the effects of alcohol and controlled substances use on an individual’s health, work, and personal life is available for review in the Human Resources office.  The Human Resources office also maintains information regarding the signs and symptoms of alcohol and controlled substances problems and available methods of intervening when an alcohol or controlled substance problem is suspected, including confrontation and referral to an assistance program.  Employees are encouraged to come in and review these materials.

GMC will provide regular educational programs, at least once a year, to employees on health and workplace safety risks associated with the use of controlled substances and alcohol.  GMC will also distribute written information about these topics to employees.
Employees who suspect that they have a drug or alcohol use problem must seek assistance before they violate any of the provisions in this policy.
If an employee desires to seek treatment on his or her own, information, including the names, addresses and telephone numbers of substance abuse professionals and alcohol and controlled substance counseling and treatment programs is available in the Human Resources office.
LEGAL SANCTIONS UNDER STATE AND FEDERAL LAWS 
State Law:
1. Depending on the circumstances, sale of a controlled substance could result in sanctions ranging from 1 year to life in prison and a fine of up to $50,000.  Sale of controlled substances on or near school property could result in additional sanctions.

2. Depending on the circumstances, including the quantity of controlled substances possessed, possession of controlled substances could result in sanctions ranging from a fine of $100 and imprisonment in the county jail of up to 6 months to a $50,000 fine and imprisonment in the state prison from 2 to 5 years.

3. Depending on the circumstances, criminal possession with intent to sell could result in sanctions of imprisonment for 2 to 20 years and a fine of up to $50,000.

4. Depending on the circumstances, including the substance involved, manufacture or production of controlled substance could result in sanctions of imprisonment for 5 years to life and a fine of up to $100,000.

The specific criminal sanctions for the unlawful manufacture, distribution, possession, or use of a controlled substance are found at Title 45, Chapter 9, Part 1, Montana Code Annotated.
Federal Law:
1. Depending on the circumstances including the types of controlled substances involved, the quantity of controlled substances, prior criminal convictions and other circumstances, possession, use, distribution, sale or manufacturing of controlled substances could result in sanctions ranging from 1 year in prison and a fine of $1,000,000 to life in prison and a fine of $8,000,000.  The full range of criminal sanctions under federal law are found at Title 21 U.S.C. 801 through 971, and Title 18 U.S.C. 1B1.1 through 8E1.2 (United States Sentencing Guidelines).
If more detail is necessary regarding the federal and state law penalties, Human Resources can help you access such information.
Appendix A

Acknowledgment of Drug and Alcohol Free Workplace policy 
I, the undersigned employee, hereby certify that I have received the “Drug and Alcohol Free Workplace Policy.”

I hereby acknowledge and agree that I am responsible for reading, understanding, and obeying all of Glendive Medical Center’s (GMC) policies regarding alcohol and drug testing.  I further acknowledge that I was given the opportunity to ask questions regarding these policies.

I have been advised that Scott Sanders, Designated Employee Representative (DER), can answer any further questions regarding this policy.

I further understand and agree that I may be subject to disciplinary action, up to and including immediate discharge, for violating GMC’s policies.  I understand that there are criminal penalties, including fines and incarceration, for illegal use of alcohol and controlled substances.

_____________________________________________________

__________________   
Signature of Employee






Date
_____________________________________________________

__________________

Printed Name of Employee






Date of Birth

Appendix B
Post Offer, Pre-Employment Letter to Job Applicant

Dear Job Applicant,

Congratulations on being offered a position at Glendive Medical Center (GMC)!  We value the health and safety of our employees, patients, and visitors.  To keep GMC safe, we have established a Drug and Alcohol Free Workplace Policy.

Your position with us is contingent upon successfully passing a drug and alcohol screening.  Prior to beginning work, you must successfully pass this screening.  You should report to the GMC Lab at the appropriate, scheduled time to complete this testing.

You must present a photo ID issued by a state or federal agency up arrival at the GMC Lab.  You will be required to provide a urine sample of adequate volume (45cc) within three (3) hours of your arrival time.  Once you are at the Lab, you should not drink any fluids without advising Lab staff.  If you feel the urgency to urinate when you arrive, please tell the Lab personnel so that your collection can be done immediately.

After reporting to the clinic, you may not leave until your collection has been completed.  Please allow at least three (3) hours.  If you leave without providing an adequate specimen, then you will not be eligible to start work, and your job offer will be rescinded.
You are required to cooperate with the procedures directed by the GMC Lab staff.   Failure to cooperate with drug testing procedures could result in withdrawal of your job offer.  If you encounter any problems or would like to discuss the drug testing procedure, you should contact Scott Sanders, Designated Employee Representative.
Thank you,

Scott Sanders

Designated Employee Representative

Appendix C
Drug and/or Alcohol Testing Acknowledgement

(to be signed in the Glendive Medical Center Lab prior to specimen collection)

I, _____________________________________ acknowledge that the Glendive Medical Center Lab will collect a urine sample for the purposes of testing for controlled substances.

I understand that the results of the test(s) will be used for decisions related to my employment, disciplinary action, or continued employment.

Any alteration or attempt to falsify, contaminate or dilute a urine sample will be viewed as falsifying official records and may result in my discharge from employment or withdrawal of employment offer.

Test results will be reported to the Medical Review Officer and to my employer (Designated Employee Representative – Scott Sanders).

Results will be confidential and will not be released to any other person without specific written consent* except under conditions specified by 49 CFR Part 40.

_______________________________________________________
__________________

Signature of Employee






Date
_______________________________________________________
__________________

Witness








Date
*In addition to above

I request that my test results be released to:

____________________________________

____________________________________

____________________________________

_______________________________________________________
__________________

Signature of Employee






Date

_______________________________________________________
__________________

Witness








Date


