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1.0
PURPOSE
This policy establishes the Poulsbo Fire District as a drug-free workplace, consistent with Washington State Law.  This policy is intended to preserve a safe workplace, and the ability to provide life safety services to the public, by ensuring that the physical and mental fitness for duty of on-duty personnel is not impaired. 
2.0
REVISION HISTORY
NA
3.0
ATTACHMENTS

Drug Testing Form
4.0
PERSONS AFFECTED
All Personnel.
5.0
POLICY
In the workplace personnel are prohibited from using, possessing, distributing, selling, purchasing, trading, or manufacturing any controlled substance in violation of Washington State law.
In the workplace personnel are prohibited from consuming, and/or performing work while under the influence of any drug or intoxicant which prevents the individual from safely performing their essential job functions.   
The District will conduct pre-employment drug testing for all positions as a component of a conditional offer of employment.  
The District will conduct post-incident drug testing.  Failure or refusal to submit to the required drug-testing will be grounds for corrective action up to and including termination.
The District will conduct reasonable suspicion drug testing which will include a medical evaluation.  Failure or refusal to submit to the required drug-testing and medical evaluation will be grounds for corrective action up to and including termination.
The District may utilize mandated drug/alcohol abuse counseling and/or rehabilitation, as well as return to work and ongoing random testing as part of ‘last chance’ agreements for employees who violate the drug free workplace policy.
The Health and Safety Officer will serve as the Designated Employer Representative to coordinate drug testing with a Medical Review Officer.

The District recognizes all emergency response personnel and fleet maintenance personnel as safety sensitive positions.
6.0 DEFINITIONS
6.1 Controlled Substance: "Controlled substance" means a drug, substance, or immediate precursor included in Schedules I through V as set forth in Chapter 69.50 RCW. 
6.2 Designated Employer Representative (D.E.R.):  An employee authorized by the employer to take immediate action to remove employees from safety sensitive duties, or cause employees to be removed from duty, and to make decisions about the testing and evaluation process.  The D.E.R. also receives test results and other communications for the employer.    
6.3 Drug: Substance intended for use in the diagnosis, cure, mitigation, treatment, or prevention of disease in human beings or animals; and/or substances, other than food, minerals, or vitamins, intended to affect the structure or any function of the body of human beings or animals; and/or recognized in the United States Pharmacopoeia, Homeopathic Pharmacopoeia of the United States, or the national formulary.  
6.4 Intoxicant:  Any drug or substance which, when taken into a body by one means or another, produces a condition of diminished mental and physical ability, hyper excitability, or stupefaction. 
6.5 Last Chance Agreement: Agreement between the the District and the employee, represented by the Local when applicable, that requires an employee to complete specific objectives in order to avoid termination, subject to just cause, for a violation of this policy.  
6.6 Medical Evaluation:  Focused evaluation by a District physician to determine the nature and cause of behaviors requiring reasonable suspicion drug testing.  

6.7 Medical Review Officer (M.R.O.): A licensed physician who is responsible for receiving, reviewing, and interpreting laboratory results generated by an employer’s drug testing program and evaluating medical explanations for certain drug test results.
6.8 Medication: A substance used in treating disease or relieving pain; is synonymous with drug and may be over-the-counter or prescribed by a healthcare provider.
6.9 National Institute on Drug Abuse (N.I.D.A.):  Federal substance abuse research institute under the National Institute of Health.
6.10 Safety Sensitive Positions:  Includes all career and volunteer personnel who have a duty to respond to emergency incidents and/or maintain or operate emergency apparatus requiring a commercial driver’s license or equivalent.
6.11 Substance Abuse and Mental Health Services Administration (S.A.M.H.S.A.): Agency within the U.S. Department of Health and Human Services that leads public health efforts to advance the behavioral health of the nation.
7.0 PROCEDURE
Prohibited Acts – Illegal Drug Use
7.1 In the workplace personnel are prohibited from using, possessing, distributing, selling, purchasing, trading, or manufacturing controlled substances in violation of Washington State law.

7.1.1  Illegal use of controlled substances, including the use of prescription medications for which the employee does not have a prescription, shall be grounds for corrective action subject to just cause, up to and including termination. 

7.1.2  Personnel are required to report any arrest or conviction of a drug-related crime to the on-duty Battalion Chief prior to returning to work.
7.1.3  If the District has reasonable grounds to believe an employee is engaged in prohibited drug activities while on duty or on District property, the appropriate law enforcement agency will be requested to investigate.
Prohibited Act - Use of Intoxicants:

7.2  Personnel are prohibited from performing work, including reporting to work and placing oneself in the position to perform work, while under the influence of an intoxicant.  Personnel are prohibited from consuming intoxicants while on duty or within 6 hours of scheduled work.  Personnel are prohibited from possessing or using intoxicants while in District buildings and/or vehicles.  
7.2.1  Violation of the possession or use of intoxicants procedure will be grounds for corrective action, subject to just cause, up to and including termination. 
Prohibited Acts - Misuse of Medications
7.3  Personnel are prohibited from performing work while using medication which adversely affects the employee’s ability to perform their essential job functions. 

7.3.1  No prescription or physician recommendation will supersede this prohibition for the on-duty use of medication for safety sensitive positions.
7.3.2  Employees are responsible to consult with their physician and/or pharmacist to determine a medication’s potential to adversely affect their ability to perform their essential job functions.

7.3.2.1  Employees may consult the District’s occupational healthcare provider if their physician or pharmacist is unable to determine if the employee is able to work while using a specific medication. 
7.3.3  If it is determined that a prescription medication or over-the-counter medication has caused impairment, the employee may be subject to corrective action and/or work restrictions.
7.3.3.1  Corrective Action may be avoided if the employee can demonstrate that the medication was used as directed by their physician or per the manufacturer’s recommendation.

7.3.4  The employee will be restricted from duty until successful completion of a medical evaluation with the District’s physician, which may include return-to-work drug testing utilizing Post Incident and Reasonable Cause Drug Testing Standards (7.8). 

Pre-Employment Drug Screening
7.4  Pre-Employment drug screening will be conducted for all positions, including administrative and volunteer positions. The physician performing the pre-employment medical evaluation will determine if a drug prohibits the employee from performing their essential job functions.
7.4.1  All positions, with the exception of the Fleet Manager  and/or mechanics, will complete a minimum of a 9-panel drug test, following N.I.D.A. guidelines for Non-DOT drug testing for initial and confirmatory testing, including:
	Drug Group
	Screen Cutoff
	Confirmation Cutoff

	Amphetamines
	1,000 ng/ml
	500 ng/ml

	Cocaine
	300 ng/ml
	150 ng/ml

	Opiates
	2,000 ng/ml
	2,000 ng/ml

	Phencyclidine
	25 ng/ml
	25 ng/ml

	Marijuana
	50ng/ml
	15 ng/ml

	Methamphetamine
	1,000 ng/ml
	500 ng/ml

	Barbiturates
	300 ng/ml
	200 ng/ml

	Benzodiazepines
	300 ng/ml
	200 ng/ml

	Methadone
	300 ng/ml
	200 ng/ml

	Propoxydene
	300 ng/ml
	200 ng/ml


Reference: Quest Diagnostics Standard 10-Panel (2016)
7.4.2  The District’s occupational healthcare provider will be responsible for conducting initial and confirmatory testing, along with post-test evaluations, under the direction of the M.R.O..  

7.4.2.1  Sample collection and laboratory procedures will follow current S.A.M.S.H.A. and/or N.I.D.A. guidelines, and be coordinated by the District’s occupational healthcare provider
7.4.2.2  Initial and confirmatory levels; will be set at the current levels adopted by S.A.M.S.H.A. for non-D.O.T. testing, and will be evaluated by the M.R.O. at the time of the test to ensure they meet the intent of this policy.  Utilization of alternative cut-off levels shall not invalidate the drug test results.
7.4.2.3  All candidates for Safety Sensitive Positions will be tested and/or evaluated for chemicals, drug, and medications per N.F.P.A. 1582 (current edition)

7.4.2.4  The physician performing the pre-employment evaluation may perform additional drug testing to determine the candidate’s suitability for employment, if there is reason to believe the candidate is using controlled substances which may inhibit their ability to perform essential job functions.  
7.4.3  All candidates for fleet maintenance positions shall be required to complete a D.O.T. compliant drug test, utilizing current procedures and cut-off limits consistent with C.F.R. 49 Part 40, coordinated by the District’s Occupational Healthcare provider. 
7.4.4  The M.R.O. will be responsible for conducting an evaluation of the candidate, following their standard practices, prior to finalizing the drug test results. 
7.4.4.1  Candidates for employment will not be allowed to challenge the results of a pre-employment drug test.
7.4.5  The M.R.O. of will notify the D.E.R. of the results of the final pre-employment drug test results
7.4.5.1  The results of pre-employment drug testing will be retained as part of the employee’s confidential health and safety file. 
7.4.5.2  The D.E.R. will inform the fire chief if the employee has passed or failed the drug testing component of the medical evaluation.    
Post-Incident Drug Testing
7.5  Personnel who are suspected of causing a workplace accident will be required to undergo drug testing, when the incident involves:
· Death or serious injury of a coworker or civilian

· Significant vehicle collisions in which the employee is cited as being at fault by law enforcement

· Serious workplace accident, in combination with other reasonable suspicion factors. 
7.5.1  The D.E.R., or in his/her absence the on-duty battalion chief, will be responsible for determining when an employee will be required to undergo post-incident drug testing
7.5.1.1  The D.E.R., or on-duty battalion chief, should consult the highest ranking District member available, prior to implementing the reasonable cause drug testing procedure.  
7.5.2  Post-incident drug testing will follow procedure 7.7 and 7.8.
7.5.3  Drug testing required by this procedure is in addition to and separate from any tests conducted by law enforcement agencies. 

7.5.4  Employees may obtain a voluntary post-incident drug test at their request.  Voluntary post-incident drug test will be conducted under the same procedures as required post-incident drug test. 
Reasonable Cause Drug Testing;

7.6  Personnel who are suspected of workplace impairment or intoxication, or illegal drug activity on duty shall be required to submit to drug testing, and medical evaluation.
7.6.1  In the absence of the D.E.R., the on Duty Battalion Chief will be responsible for determining whether there is reasonable cause for requiring drug testing.  

7.6.2  The D.E.R., or on-duty battalion chief, should consult the highest ranking District member available to verify observations, prior to implementing the reasonable cause drug testing procedure.  
7.6.3  Reasonable cause for requiring drug testing is limited to:
· Abnormal or erratic behavior (e.g. a significant change in the quantity or quality of work, unusual mistakes or errors of judgment, unusual absence). 

· A serious work-related accident, in combination with other reasonable cause factors 

· Direct observation of the employee consuming illegal drugs, possessing an open container of alcohol, or misusing drugs in violation of policy 

· Possession of illegal or intoxicating drugs and/or alcohol while on duty.  Personnel shall not have an expectation of privacy within District-issued vehicles, lockers, desks, uniforms, and equipment, within the limits of Washington State Law.
· The noticeable presence of physical symptoms of alcohol or drug use (e.g. glassy, blurry or bloodshot eyes, hand tremors, flushed or swollen face, the odor of alcohol, slurred speech, or poor coordination or reflexes) 

· Being informed by an employee or other reputable source that an employee is believed to be using or under the influence of alcohol or drugs, in combination with other reasonable suspicion factors. 
7.6.4  Reasonable Suspicion drug testing will follow procedures 7.7, 7.8, and 7.9.
Post Incident and Reasonable Suspicion Drug Testing Process:
7.7 The D.E.R., or in their absence the on duty battalion chief, will be responsible for implementing the following steps to obtain drug testing for on duty personnel:
· Immediately remove the individual from their work duties, and place them on paid-administrative leave until the drug testing process is completed.  
· Notification of the fire chief, deputy chief, health and safety officer, and D.E.R. if available.  Obtain replacement staffing as necessary.  
· Notify the individual of the specific reason why they are being required to submit to drug testing.
· Provide the individual with the ability to contact an employee representative, to be present during the process.  This cannot delay testing.
· Ensure the employee is aware that interfering with the drug testing (e.g. drinking copious amounts of water, vomiting, refusing to consent to testing, etc.) will be grounds for corrective action as a violation of this policy.
· Complete the Reasonable Suspicion / Post-Incident Drug testing form (6050B)

· Coordinate completion of drug and alcohol testing.  Drug and alcohol testing should be completed as soon as possible, and prior to the employee being relieved from duty.  
· Business hours:  Complete both the Drug and Alcohol testing and Medical evaluation at: Doctors Clinic – Occupational Medicine 9621 Ridgetop Blvd NW.  Contact prior to transporting the employee to their facility at 360-782-3300. 
· After hours: Contact Kitsap Mobile Testing at 360-710-0455 to coordinate a location to complete the drug test.  
· Remain with the employee until completion of the drug testing, and medical evaluation (reasonable suspicion only), if appropriate. 
· Provide the employee with Employee Assistance Program and/or Peer Support contacts.  Provide the employee with transportation home if they are impaired or unable to safely drive. 
Post Incident and For Cause Drug Testing Standards 

7.8.  Drug testing will follow non-DOT testing standards for all personnel, with the exception of fleet maintenance personnel who will be tested to D.O.T. standards consistent with C.F.R. Title 49 Part 40.  The following Illegal and Intoxicating Drug test language applies to all, non-fleet maintenance personnel. 

7.8.1  Illegal Drug Test: the intent of the Illegal Drug Test will be to determine if the employee has violated Washington State law and District policy through the prohibited use of illegal drugs.  Personnel will be subject to Post Incident and Reasonable Suspicion Drug Testing for the following drugs, utilizing a urine test or approved substitute test for:
	Drug Group
	Screen Cutoff
	Confirmation Cutoff

	Amphetamines
	1,000 ng/ml
	500 ng/ml

	Cocaine
	300 ng/ml
	150 ng/ml

	Opiates
	2,000 ng/ml
	2,000 ng/ml

	Phencyclidine
	25 ng/ml
	25 ng/ml

	Methamphetamine
	1,000 ng/ml
	500 ng/ml

	Barbiturates
	300 ng/ml
	200 ng/ml

	Benzodiazepines
	300 ng/ml
	200 ng/ml

	Methadone
	300 ng/ml
	200 ng/ml

	Propoxydene
	300 ng/ml
	200 ng/ml


Reference: Quest Diagnostics Standard 10-Panel(2016
7.8.2  Intoxicating Drug Test:  The intent of the drug test for intoxicating substances is to determine if an employee is under the influence or impaired by these legalized intoxicating substances.  Personnel will be subject to drug testing for intoxicating levels of recreational drugs, using a blood test or approved substitute quantitative test:
	Drug Group
	Adopted Intoxicating Level

	Alcohol
	.02 % Blood Alcohol Concentration

	Marijuana THC
	2 ng/ml (Delta 9)


7.8.3  Sample collection and laboratory procedures for all testing will follow current S.A.M.S.H.A. and/or N.I.D.A. guidelines, and be coordinated by the District’s occupational medicine provider.
7.8.3.1 Initial and confirmatory levels will be set at the current levels adopted by S.A.M.H.S.A. for non-DOT testing, and will be evaluated by the MRO at the time of the test to ensure they meet the intent of this policy.  Utilization of different levels shall not invalidate the drug test results.
7.8.4  The M.R.O. will be responsible for conducting an evaluation of the candidate, following their standard practices, prior to finalizing the drug test results.  The M.R.O. will communicate the results of the drug testing and/or evaluation directly to the D.E.R.

7.8.4.1 Employees who wish to challenge the drug test results will be responsible for all costs related to third-party testing of the split sample if employee is found to have violated the policy.
7.8.5  The drug test results will be maintained in the
employee’s confidential health and safety record.
7.8.5.1  The D.E.R. will inform the fire chief or designee of the drug testing results, only as necessary for corrective action related to this policy. The communication of results shall be limited to the areas that are deemed, by the M.R.O., to be in violation of this policy.
Reasonable Suspicion - Medical Evaluation

7.9  This medical evaluation is intended to evaluate the individual for a cause of impairment or intoxication other than an illegal or intoxicating drug covered in section 7.8 (e.g. medical issue, psychological issue, or medication use).
7.9.1  The medical evaluation should be performed by the District’s occupational physician: Doctors Clinic – Occupational Medicine 9621 Ridgetop Blvd NW.  360-782-3300
7.9.1.1  The District may select another licensed healthcare professional to perform the evaluation if necessary.
7.9.2  The medical evaluation shall be completed prior to the employee returning to duty. 

7.9.3  The physician will report the results of the medical evaluation directly to the D.E.R., or in their absence, the District’s human resources manager. 
7.9.4  The medical evaluation will be maintained in the employee’s confidential health and safety file.
7.9.5  The D.E.R. will inform the fire chief or designee of the results of the medical evaluation.  The results shall be limited to the areas that are deemed by the occupational physician to impact the employee’s fitness for duty.
Leave for Drug Testing


7.10  Personnel who are removed from duty under the provisions of this policy will be granted administrative leave, pending the results of the drug test.
7.10.1  Personnel who successfully pass the drug testing and fitness for duty evaluation will be returned to duty, with no loss of pay or accrued benefits.
7.10.2  Personnel who fail the drug test or fitness for duty evaluation may be placed on administrative leave until the corrective action process is completed.

7.10.3  Personnel who are deemed not fit for duty and/or are required to complete mandated drug abuse counseling/treatment will be placed on sick leave or administrative leave until they meet their return to work requirements.
7.10.4  Personnel may not use any form of leave to avoid or delay completion of drug testing, fitness-for-duty evaluations, or corrective action related to this policy.
Last Chance Agreements 

7.11  For personnel who violate the Drug Free Workplace Policy, the fire chief may utilize a ‘last chance agreement’ in lieu of termination subject to just cause.
7.11.1  ‘Last Chance Agreements’ will be developed for the individual in collaboration with the District’s physician, the District approved Substance Abuse Professional, and the applicable employee representative.
7.11.2  ‘Last Chance Agreements’ may include return to work drug testing and/or random drug testing.  The drug testing parameters will be determined as part of the ‘Last Chance Agreement’. 
7.11.2.1  Ongoing random drug testing will be administered by the District’s occupational medicine provider, to be conducted while the employee is on duty. 

7.11.3  ‘Last Chance Agreements’ may include mandated drug abuse counseling and/or rehabilitation, under the direction of a District approved Substance Abuse Professional. 

Voluntary Reporting 

7.12  Employees who are experiencing problems with drug or alcohol addiction are encouraged to seek assistance on their own.  Personnel who voluntarily report substance abuse or dependency issues will not be subject to corrective action under the following circumstances:
· Self reporting occurs prior to an incident or investigation.
· They cease use of the controlled substance.
· They enter into a treatment/rehabilitation program managed by a substance abuse professional.
7.12.1  Personnel who meet the voluntary reporting criteria will be offered workplace protections as required by the Americans with Disabilities Act.
7.12.2  Participation in a drug or alcohol rehabilitation program will not absolve personnel from the requirement to meet their minimum job performance requirements.

7.12.3  Personnel who voluntarily report a substance abuse problem will be provided resources under the Employee Assistance Program and / or Critical Incident Stress Management Policy. 
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