POLICY AND PROCEDURES FOR PROVIDING A 

DRUG-FREE WORKPLACE ENVIRONMENT
I. Purpose and Intent

In November of 1988, the President signed into law what is commonly called the “Drug-Free Workplace Act”. This act applies to all employers receiving $25,000 or more in Federal Funds of which the City of Saginaw is one. The purpose of this regulation is to implement the requirements of that Act to cover all persons who work for the City of Saginaw in an employment capacity. It is intended that this regulation will govern the policies and procedures in providing a drug-free workplace through education. A process of testing and monitoring as outlined in Appendix A will apply for sworn public safety employees.

II. Policy

The City of Saginaw recognizes that substance abuse is a serious problem that may affect, now or at some future time, the health, safety, and work performance of its employees. Persons affected by this problem may seek advice, assistance and/or a list of resources from the Employee Services Division of the City Manager’s Office. Accordingly, it shall be the policy of the city to maintain a drug-free workplace and to:

A. Implement a drug-free awareness program to inform employees of the dangers of drug abuse in the workplace and to identify and offer rehabilitative guidance to employees whose substance abuse habits have caused or contributed to job problems.

B. Encourage the use of established community resources and facilities, such as the Employee Assistance Program (EAP), as sources of rehabilitative care;

C. Allow appropriate leaves of absence in accordance with City policies and applicable collective bargaining agreements for employees to participate in approved rehabilitative programs;

D. Conduct all phases of the program in the highest professional manner, recognizing that persons who suffer from substance abuse are due the same respect, confidentiality of medical treatment and record handling as employees who suffer from any other health condition that affects job performance;

E. Encourage employees who suspect they may have a substance abuse problem, even in the early stages, to voluntarily seek counseling and information on en entirely confidential basis; and

F. Use regular disciplinary procedures found in collective bargaining agreements and/or the Personnel Manual for dealing with problem employees who commit drug abuse violations in the workplace, refuse assistance, or fail to show improvement in deficient areas at any phase during the course of treatment.

III. Definitions

Substance abuse is defined in terms of alcohol abuse, controlled substance (United States of America [USA] dispersed or prescribed medication) abuse, or the use of illegal drugs.

A. Alcohol Abuse: Use or being under the influence of alcohol by any City employee during a work shift.

B. Controlled Substance Abuse: Unlawful manufacture, distribution, dispensing, possession or use, or being under the influence of any controlled substance by any City employee while performing Cit work.

C. Illegal Drugs: Those substances (drugs) which are not dispersed or prescribed for medication in the USA.

IV. Work Rules

All employees will be required to abide by the following work rules:

A. Shall not report for work under the influence of alcohol, controlled substances, or illegal drugs (as defined in Section III above), or use alcohol, abuse controlled substances, or use illegal drugs during a work shift. Violations of this rule may be grounds for discipline up to and including discharge.

B. Shall not manufacture, distribute, dispense, possess, use or bring to their work site any alcoholic beverage. Violation of this rule may be grounds for discipline up to and including discharge. 

C. Shall not manufacture, distribute, dispense, possess, use or bring to their work site any illegal drug or controlled substance except in the case of a controlled substance when it is prescribed in the treatment of an employee by an individual licensed in the USA to prescribe such medication. Violation of this rule may be grounds for discipline up to and including discharge.

D. Should inform their supervisors when taking prescribed medication that may impair their job performance, to include possible side effects, as well as the duration of that impairment, and how long the use of the medication will be. Violation of this rule may be grounds for discipline up to and including discharge.

E. Felony conviction of the manufacture, distribution, dispensation, use, or possession of a non-prescribed controlled substance or illegal drug while on or off duty may be grounds for discharge. If an employee is convicted of any criminal drug statute violation occurring outside the workplace, the employee shall notify his/her supervisor within five (5) days following the conviction.

F. Drug/Alcohol testing may be used under reasonable suspicion if an employee is involved in an accident that caused one or more of the following: fatality, physical or bodily injury to one or more persons, significant property damage, issuance of a traffic citation was while operating a City of Saginaw vehicle/equipment, or if the individual’s possible contribution to the accident cannot be ruled out.

V. Procedures for Positive Test Results

Handling of an employee who has tested positive for reasonable suspicion of an illegal substance or alcohol abuse.

A. An employee with an positive alcohol test (a level of 0.02 or greater) and/or drug screen (as specified by the non-NIDA drug testing limits) taken for reasonable suspicion will be relieved from all job duties immediately.

B. An employee will be required to seek a Substance Abuse Professional evaluation as provided by the City of Saginaw’s Employee Assistance recommendation, the employee may be put into a treatment program (inpatient or outpatient) and/or may be allowed to return to work in his/her job capacity.

C. In order for the employee to return to their job duties, he/she must have a negative drug/or alcohol test result.

D. The employee is on an unpaid leave from the time he/she is removed from duty until such time that he/she is approved to return to work.

E. A written agreement will be established as follows:

1. Inform the employee that he/she will have random testing (6 times at minimum for next 12 months and up to 5 years as recommended by the Substance Abuse Professional);

2. The employee must adhere to whatever stipulations that have been made by the Substance Abuse Professional.

3. Consequences of a second confirmatory positive alcohol or drug test result will be cause for discharge.

VI. Responsibility

A. It shall be the responsibility of all employees to understand and be familiar with this policy. Further, employees are encouraged to abide by the intent of this policy to insure that the workplace of the City is drug-free.

B. It shall be the responsibility of the City Manager through his/her representatives, Department heads, Division heads and other supervisors to administer and enforce the provisions of this policy.

C. It shall be the responsibility of Employee Services to monitor and assist all Departments, Divisions, offices, and, where appropriate, individual employees in the understanding and administration of this policy.

VII. Relationship to Previously Established Procedures

No qualifying statement previously established, rules or procedures shall be used to negate the intent of this statement of policy as set out in Section I.

