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DRUG PREVENTION POLICY AND PROCEDURES

[bookmark: _Hlk505068955]PURPOSE

[bookmark: _Hlk505069010]This policy is intended to outline the Cooperative’s mandatory Drug Free Workplace and Employee Testing Procedures. Its sole intention is to meet any federal or state mandates requiring employee drug or alcohol testing of our employees and to maintain a safe work environment for all our employees and the general public. Therefore, many references made within this policy may be stricter than the Federal Department of Transportation regulations. In any event that the Cooperative’s policy or procedures conflict within D.O.T. mandates, the Cooperative (under its own authority) will take action to enforce this program, independent of D.O.T. authority.

OUR COMPANY

The Cooperative is very concerned about the ever-increasing threat drug & alcohol abuse poses upon the safety and wellbeing of our employees, customers, and the general public. Although we strive to maintain a safe working environment, the U.S. Government states that drug & alcohol abuse continues to contribute to increased accidents, injuries, and workplace violence. As a result, the Cooperative has chosen to implement a Drug Prevention & Testing Program to help protect our employees and the general public from the dangers posed by this known employee hazard.

GOAL

The Cooperative’s goal is to eliminate the threat that drug & alcohol abuse poses to the safety and well-being of our employees. As such the Cooperative has developed a solid commitment to eliminate drug and alcohol abuse from our employees’ environment, through the use of employee testing, discipline, and access to our Employee Assistance Referral Program. It is the responsibility of every supervisor to strictly enforce and report any suspected violation of this policy to the General Manager without delay. Failing to report suspected violations of the Policy may lead to termination.

APPLICABILITY
 
This policy shall apply to all employees of the Cooperative to include, but is not limited to:

1. Any person who receives compensation from the Cooperative such as employees or temporary labor;

2. Any employee returning from lay-off, either paid or unpaid;

3. Any person working in a paid “on-call” or “as needed” status or position;

4. Any non-paid person performing work on behalf of the Cooperative, such as volunteers or R.O.P. students;

5. Any company or organization that is contracted or sub-contracted by the Cooperative;

6. Any company submitting bids, or seeking work from the Cooperative;

7. Any company operating Commercial Vehicles on public roadways, in accordance with Title 49 CFR Part 382;

8. Any employee who is regulated by any Department of Transportation agency, such as F.T.A., R.S.P.A. and the like;

9. Any employee regulated by any other Federal, State, Municipal or local agency requiring this type of program. 

II. DEFINITIONS

A. “Employee” – Anyone receiving compensation from the Cooperative, including but not limited to full time, part time, occasional, temporary help or contracted labor, to include contracted organizations. Also included is unpaid labor, such as volunteers, R.O.P. students and the like.

B. “Company Property” – Any property owned, leased or otherwise under the control of the Cooperative. This includes non-Cooperative owned work locations, such as off-site construction sites, etc. Also included is Cooperative-owned parking lots, vehicles, equipment and any other device used to perform work for the Cooperative.

C. “Compensable Work” – Any time of the day or night when the Cooperative is paying an employee for work performed, which includes paid stand-by and/or on-call assignments.

“Safety-Related” – Any position or job task that may lead to serious injury or death, if performed improperly. This task must be performed the majority of the employee’s workday. This includes the operators of motor vehicles, machinery and heavy equipment. Additional tasks include working around hazardous materials, hazardous work environments, child supervision and D.O.T. regulated duties.

“Under the Influence” – Any condition in which an employee is affected by a drug or by alcohol in any detectable manner. The symptoms of influence are not confined to those consistent with misbehavior, nor in obvious impairment of physical or mental ability, such as slurred speech or difficulty in maintaining balance. A determination of being under the influence may be established solely on a scientifically valid test, such as urine, hair, blood, breath, saliva, fingernail, or any other medically acceptable testing method.

“Alcohol” – Any beverage that contains ethyl-alcohol (ethanol), including but not limited to beer, wine, and distilled spirits.

“B.A.C.” – Breath Alcohol Concentration is the unit of measure of the alcohol present in a volume of breath-expressed in terms of grams of alcohol per 210 liters, as indicated by an evidential breath test.

“B.A.T.” – Breath Alcohol Technician is a professional, who is specially trained to assist and direct a donor with the collection of a valid breath or saliva alcohol sample.

“Sample Collector” – A certified professional, who is specially trained to assist and direct a donor with the collection of a valid forensic sample using strict chain of custody procedures.

“Illegal Drug” – Any drug which is not legally obtainable, or which is legally obtainable but has not been legally obtained.  The term further includes prescribed drugs not being used for prescribed purposes. This includes the abuse of any prescription medication or the use or possession of someone else’s prescription medications. This also includes the possession and/or use of medications prescribed within foreign countries, without a valid U.S. Doctor’s written prescription. 

“Schedule II semi-synthetic opioids” -hydrocodone, oxycodone, hydromorphone, oxymorphone).  Some common names for these semi-synthetic opioids include OxyContin, Percodan, Percocet, Vicodin, Lortab, Norco, Dilaudid, and Exalgo.

“Contraband” – Any item or device that is being used or possessed in violation of a Federal, State, or local law, regulation or ordinance. This includes any drug or alcohol related item, weapons, or stolen property.

“D.O.T.” – The Federal Department of Transportation, which regulates commercial motor vehicle operators and employees. They ensure driver and public safety.

“M.R.O.” – Medical Review Officer

GENERAL POLICY AND DISCIPLINE

GENERAL POLICY	

1.	All employees are prohibited from possessing, dispensing, manufacturing, consuming, selling, transferring or in any way encouraging the sale or possession of illegal drugs, to include the unauthorized use or possession of alcohol or drugs during compensable work time including lunch and breaks or while on Cooperative property or assignment. Employees are also prohibited from using and/or possessing any medications that have not been prescribed to them by a licensed United States Doctor. Foreign Country prescriptions are not acceptable.

2. All employees are prohibited from having any detectable amount of illegal drugs within their bodily system during compensable work time, or while on Cooperative property or assignment. This will be determined by the use of employee drug testing procedures. All employees are expected to avoid situations that expose them to illegal drug use. Employees are required to report suspected illegal drug use or suspected violations of this Policy to the General Manager, without delay.

3. All employees are prohibited from having any measurable amount of alcohol within their bodily system during compensable work time, resulting in a confirmed reading of.02% BAC or higher. Any employee with a confirmed reading of .02% BAC, but less than .04% BAC must be removed from duty for no less than twenty-four (24) hours and complete a Last Chance Agreement prior to resuming duty with the Cooperative. This Last Chance Agreement must include a Negative Return to Duty test and two (2) years of random follow-up testing.

4. All employees are encouraged to discontinue alcohol use at least eight (8) hours prior to their assigned work shift and are prohibited from consuming alcohol within four (4) hours of their assigned work shift.  

5. Any employee requested to report to work during off hours is prohibited from working if they have consumed alcohol within the four (4) hours prior to the request.

6. Employees are prohibited from consuming alcohol during their designated on-call assignment. 

7. All employees are required to cooperate with the test collectors and promptly submit to any testing requested by the employer, without delay or hindrance. No employee is permitted to interfere with or disrupt the collector at any time.

8. All employees are required to supply a medically acceptable sample for the detection of drug or alcohol use. Depending on the job classification, the employees of the Cooperative will not test for non-psychoactive metabolites unless otherwise required to do so by state or federal law. The Cooperative may require an employee to submit to one or more of samples, if needed. (Example: urine & hair) 

9. All employees must report to the sample collection facility within the specified time given upon verbal notification. The employee then has no more than one (1) hour to produce a valid sample for testing. D.O.T. regulated employees are allotted a maximum of three (3) hours, by regulation.

10. All employees are prohibited from performing any type of “Safety-Related” function, while under the influence of a controlled substance or substance containing alcohol. This includes any legally prescribed prescription or over-the-counter medication that may cause impairment. If you are taking medications that may cause impairment, you must notify management immediately, so an alternative work assignment can be made, if available. The name of the medication need not be disclosed, only the fact that impairment may be possible. The Cooperative doctor may allow you to return to your duties upon medical clearance.

11. Any employee convicted of violating any State, Federal drug or alcohol statute is required to notify the employer within five (5) calendar days of such conviction. Conviction does not include arrests, but does include court findings of guilt, a plea of “no contest” or an imposition of sentencing by any judicial body.

12.	All employees, including supervisors, are required to cooperate with the administration of this Drug Prevention & Testing Policy. This includes cooperating with testing staff at all times. It is the responsibility of every supervisor to strictly enforce and report any suspected violation of this policy to the General Manager, without delay. Failing to report suspected violations is a violation of this Policy and may result in the Supervisors termination.


DISCIPLINE

Any violation of this policy will lead to your immediate removal from duty and may result in immediate termination.

DRUG TESTING PROCEDURES

All samples will be collected, processed, and tested by nationally certified professionals. The Cooperative may request one type of sample or a combination of sample collections, as needed. 

1. [bookmark: _Hlk503033593]All D.O.T. sample collections and lab testing will follow the highest Federal Standards, using Title 49 CFR Part 40 as our guide. All D.O.T. tests will be processed through a D.H.H.S./ S.A.M.H.S.A. federally certified lab for Amphetamines (1,000 ng/ml), Marijuana (50 ng/ml), Cocaine (300 ng/ml), Opiates 	(2,000 ng/ml) & PCP (25 ng/ml). 

2. Effective January 1, 2018, all D.O.T. sample collections and lab testing under Title 49 CFR Part 40 will be processed through a D.H.H.S./ S.A.M.H.S.A. federally certified lab and will perform additional test for four semi-synthetic opioids (i.e., hydrocodone, oxycodone, hydromorphone, oxymorphone).  

3. To comply with state and federal regulations, all employees classified as construction or building trades, regardless of D.O.T status will be subject to drug tests that screen for a broad spectrum of drugs, including psychoactive metabolites. Employees classified within the construction or building trades include, but are not limited to:  

· Energy Services Supervisor
· Fiber Optic Installation Technician 
· Meter and Energy Service Technician 
· All Lineman
· Ground Worker
· Foreman
· Electricians 
· Heavy Equipment Operators
· Site Supervisors 

The Cooperative may include additional job descriptions to undergo testing for a broad spectrum of drugs, including psychoactive metabolites, as needed by state or federal law. For all other employees, the Cooperative will not test for non-psychoactive metabolites unless otherwise required to do so by state or federal law. 


LABORATORY SAMPLE COLLECTION

All sample collections will be conducted using a Cooperative approved provider. Samples will be collected using strict chain of custody protocol, to ensure each and every sample is properly labeled, secured, packaged and sealed in the employee’s presence. All D.O.T. urine samples are then packaged and shipped to the lab for testing. 

All Breath Alcohol Testing will be conducted using an approved breath alcohol-testing or screening device. Any sample at or above .04% shall be confirmed using an Evidentiary Breath Tester (E.B.T) operated by certified breath alcohol technicians.

	B.	NON-LABORATORY SAMPLE COLLECTION (Instant Testing)
	
		Any employee not subject to DOT Federally Regulated Drug and
		Alcohol Testing may be screened using a Rapid or Instant Test
		Device. Results are given to the Designated Employee 					Representative (DER) when all testing is completed. The employee 			may request a copy at that time.

		A positive result may be sent to a certified lab for confirmation as 				per the protocol described in section A.

C.	TEST RESULTS

All test results will be reported to the employer for proper action under this policy. The employee may request a copy of their test results from their employer free of charge or from our testing provider for an additional fee.

a) Test Result Dispute

Any employee wishing to dispute Lab results must do so within 72 hrs. and at their own expense. Immediately contact your management for instructions.

EMPLOYEE RESPONSE TO A POSITIVE, ADULTERATED, SUBSTITUTED OR DILUTE TEST

CONFIRMED POSITIVE TEST 

2. CONDITIONAL NEW HIRE (“New Hire”): The employer will        withdraw the conditional offer of employment to any conditional hire, whom the MRO reports as “Confirmed Positive” for illegal drug use. 

2.	CURRENT EMPLOYEE: 	The employer will immediately remove                                  the employee from all duties and conduct a private face-to-face meeting with the employee. At this meeting, the employee will be advised of the findings and will be told of his pending termination. If the employer permits, the employee may be allowed to enter into the Cooperative’s Employee Assistance Referral Program (EAP), which is not available to job applicants. If the EAP option is allowed the employer must ensure that the employee follows all the terms of his Last Chance Agreement (LCA), to include Substance Abuse Professional (S.A.P.) evaluation, if D.O.T. mandated. The LCA must be signed during this face-to-face meeting, then faxed to our testing provider for proper tracking. 
The Cooperative will not allow an employee to return to work until all the terms of the Last Chance Agreement have been completed.
		
3.	If the employee tests positive for any of the semi-synthetic opioid drugs, then as with any other drug test result that is confirmed by the laboratory, the MRO will conduct an interview with the employee to determine if there is a legitimate medical explanation for the result.  If the employee has a valid prescription, the employee should provide it to the MRO, who will determine if the prescription is valid.  If a legitimate medical explanation is established, the MRO will report the result to the employer as a ‘negative’.  If not, the MRO will report the result to the employer as ‘positive’. 

 4.	If the employer receives a ‘positive’ drug test result, the employer is to immediately remove the employee from performing safety-sensitive functions and provide the employee with a list of qualified S.A.P. available.  In order to return to performing safety-sensitive functions for any DOT-regulated employer, the employee must complete the return-to-duty process that will include an evaluation by a S.A.P., who will require education and/or treatment.  The S.A.P. will determine if the employee successfully completed the prescribed education and/or treatment.  Before an employer could return the employee to safety-sensitive work, the employer must get a negative result on a directly observed return-to-duty drug test.  After the employee returns to safety-sensitive work, the employee must be subject to directly observed follow-up testing for 12-60 months depending on the S.A.P.’s recommendations.
	
                     5.	Historically, the DOT’s regulation required the MRO to report employee medication use/medical information to a third party (e.g. the employer, health care provider responsible for the employee’s medical qualifications, etc.), if the MRO determines in his/her reasonable medical judgement that the employee may be medically unqualified according to DOT Agency regulations, or if the employee’s continued performance is likely to pose a significant safety risk.  The MRO may report this information even if the MRO verifies the employee’s drug test result as ‘negative’.
     
As of January 1, 2018, prior to the MRO reporting the employee’s information to a third party the employee will have up to five days to have their prescribing physician contact the MRO.  The employee is responsible for facilitating the contact between the MRO and their prescribing physician.  The employee’s prescribing physician should be willing to state to the MRO that the employee can safely perform their safety-sensitive functions while taking the medication(s), or consider changing the employee’s medication to one that does not make the employee medically unqualified or does not pose a significant safety risk.

CONFIRMED ADULTERED OR SUBSTITUTED TEST

CONDITIONAL NEW HIRE/EMPLOYEE: The employer will deny employment to any person who has provided an “Adulterated” or “Substituted” sample. This is considered a “Refusal to Test”. An “Adulterated” result means that the Lab & the MRO have discovered a known adulterant that has been added to the sample, which is not consistent with normal human urine. A “substituted” result means that the lab and the MRO have determined that the sample provided is not consistent with normal human urine. This is considered a “Refusal to Test”.
 		
CONFIRMED DILUTE SAMPLE

CONDITIONAL NEW HIRE/EMPLOYEE: There are few reasons for an employee or conditional new hire to produce a “Dilute” specimen. Dilute specimens are caused by ingesting large quantities of liquid just prior to testing, or by taking diuretic supplements in an attempt to flush-out “toxins” from one’s body. Since a “Dilute” (Specific Gravity of <1.003 and Creatinine <20 mg/dL) sample result is unable to give the Cooperative a true and genuine reading of the conditional new hire’s/employee’s drug free status. The Cooperative, under its own authority, may require immediate re-testing via hair or saliva and urine to determine policy compliance.




ABNORMAL SAMPLE REPORT

CONDITIONAL NEW HIRE/EMPLOYEE: If a sample is reported by the testing lab as “Abnormal”, “Unsuitable”, “Unable to Test” or cannot be tested for any reason, the Cooperative may require an immediate re-test via hair or saliva and urine in order to obtain a reliable test result.

UNACCEPTABLE SAMPLE

CONDITIONAL NEW HIRE/EMPLOYEE: If a sample is reported by the Sample Collector as “Out of Temperature”, “Suspect Adulterated”, “Suspected Substituted” or suspected of being tampered with by any means, the Collector is authorized to recollect another urine sample under same sex direct Observation. This means the Collector must observe the urine leave the donor’s body into the sample cup. The Cooperative may also require retesting via other methods, in addition to re-testing under direct observation. The Cooperative may terminate or deny employment to any employee/applicant for suspected sample tampering.

REFUSAL TO TEST

All employees and conditional new hires are required to immediately undergo drug and/or alcohol testing at the request of the Cooperative, under the terms of this policy. Failing to do so is considered a Voluntary Resignation or Quit.

The following is a partial listing of situations that will constitute a “Refusal to Test” situation.	

A.	Verbally or physically refusing to submit to testing;

B.	The MRO has reported the sample as “Adulterated”;
		
	C.	The MRO has reported the sample as “Substituted”;

D.	The MRO or Sample Collector has reported a “Refusal to Test”;

E.	Adding any substance, other than your own body’s urine into the sample collection container(s);

F.	Adding water or another’s urine into the sample collection container(s);

G.	Possessing any material or device used to adulterate, substitute or tamper with the collection process;

H.	Presenting a urine sample to the collector which has been substituted or adulterated;

I.	Masking your sample by any means which will alter the testing              process;

J.	Verbally refusing to take a test when ordered by a supervisor or their appointed agent;

K.	Physically refusing to report for testing when ordered by a supervisor or their appointed agent; 

L.	Not reporting on time for testing as directed;

	M.      Reporting late for a scheduled testing appointment;

 N.   	Delaying or interfering with the collection or testing process by any                                        means;

	O.      Verbally or physically abusing the sample collector;

P.	Refusing to consent for testing as required by the collection site or the Cooperative;

Q.	Refusing to supply required testing information such as employee ID number;

R.	Supplying false or misleading information to the collector or the Cooperative;

 S.      Refusing to sign the verification statement on either a breath or drug test form;

	T.	Refusing to calmly follow the collector’s verbal instructions;

U.	Refusing to re-test under direct observation when required by the 	           collection site;

	V.	Attempting to defeat the collection or testing process by any means;
	
W.		Leaving the collection site at any time during the collection process   (includes waiting area);

X.	Any behavior that limits the Cooperative’s ability to obtain a valid sample in a timely manner;

Y.	Providing false, misleading, or fraudulent identification or information to the sample collector or the Cooperative.

PRE-EMPLOYMENT TESTING PROCEDURES

ALL CONDITONAL NEW HIRES

	1.	All conditional new hires, given a conditional offer of employment, shall be required to submit to Pre-employment drug screening through a Cooperative approved provider PRIOR TO JOB PLACEMENT. Pre-employment testing is also required of any current or previous employee who has been off work for more than 30 days, to include seasonal employees.
		
2. All Pre-Employment testing shall be conducted PRIOR to the conditional new hire reporting for work with the Cooperative.

3. The Cooperative will make every effort to advise conditional new hires of this drug-testing requirement during the hiring process, via posters, signs and notifications. AT NO TIME will the Cooperative or supervisor pre-notify the applicant of the exact time and date of impending testing. This must be kept strictly confidential to protect the integrity of the testing process. 

TYPES OF ACCEPTABLE SAMPLES

Only approved hair, fingernail, saliva, urine, or any other testing methods will be used to determine the job applicants “Drug Free” status. One or more samples may be requested, such as hair & urine. F.D.A. approved “Instant” Testing devices or “On-Site” testing devices that offer qualitative results (line/no line) are approved for use by the Cooperative for Non-DOT regulated testing. For certain employees the Cooperative will not test for non-psychoactive metabolites, unless otherwise required to do so by state or federal law. 

D.O.T. APPLICANTS
	 	  
	           1.	In addition to the above-listed requirements, all D.O.T. regulated applicants must also undergo a three-year background check, consisting of a written drug and alcohol testing history from the applicant’s previous employers. This must include all employers for the past three years. The D.O.T. applicant must complete an “Authorization to Release Private Medical Information” form for each past employer, over the last three years, PRIOR to employment. The applicant is required to give the Cooperative his or her written consent to collect this data PRIOR to hire. Applicants are prohibited from omitting past employer information or giving false or misleading information, during this process. 
			
2. The Cooperative will NOT use this applicant in a D.O.T. regulated position until this background check is completed.

POST ACCIDENT TESTING PROCEDURES

ALL EMPLOYEES

In order to conduct a complete and reasonable investigation into the     cause of any work-related accident or incident, the Cooperative will require any employee who is involved in or is a contributing factor to any work-related accidents/incident to be immediately tested for the presence of drugs and alcohol, under any of the following conditions:

1.	Any person is injured, which requires professional medical treatment away from the accident/incident scene;

2. Any vehicle(s) or Cooperative property is damaged to a point that it prevents its safe operation;

3. The accident results in the loss of human life;

4. A moving violation citation is issued to the operator, following any incident or accident.

5. The employer feels it is in the company’s best interest (non-DOT                        related accidents only).

TIMING OF TESTING

All testing will be conducted immediately following the incident or accident, or as soon as practical. It is every employee’s responsibility to immediately report for post-accident testing, when any of the above situations occur, during compensable work time. The maximum time limit to report for testing is no later than two (2) hours following the incident or accident. Emergency medical treatment shall take precedence over testing. Failing to report for required testing may result in termination from employment.




SUPERVISOR DOCUMENTATION

Any supervisor who orders post-accident testing on an employee, must document his observations, then issue a written report to the Cooperative’s General Manager or their designee within twenty-four (24) hours of said observation. The supervisor may use any means available to make this report, such as a written memo, fax, form or any other available written communication. Reporting is mandated!  Employees should be transported to the testing facility to avoid potential accidents or further injury.

REASONABLE SUSPICION TESTING PROCEDURES

A.	ALL EMPLOYEES

To ensure the safest workplace possible for all employees and the general public, the Cooperative may require a drug and alcohol screening of any employee reasonably suspected of using or being under the influence of a drug or alcohol while at work or on the premises of the Cooperative or while on call. 
	
 	B.	THE DETERMINATION TO TEST

1.	The Cooperative may, along with its trained supervisors, request that testing be ordered of any employee when impairment or use is reasonably suspected, during compensable work time. Reasonable suspicion may arise from, among other factors, supervisory observation, co-worker reports or complaints, performance decline, behavioral changes, results of drug searches or other detection methods, or involvement in a work-related injury or accident. These determinations must be compared to normal behaviors displayed by the employee on a regular basis. 

	C.	TIMING OF TESTING

		All testing will be conducted immediately following the observation, or as soon as practical. It is every employee’s responsibility to immediately report to their supervisor any suspect employee when any of the above situations occur, during work or on the premises or off-site construction sites. If the employee is reasonably suspected of using or being under the influence of a drug or alcohol the Cooperative will require that the employee report for testing no later than two (2) hours following the initial observation. Emergency medical treatment, if required, shall take precedence over testing. Failing to report for required testing may result in termination of employment. If possible, you should have another supervisor confirm your suspicions prior to confronting the employee, but this is not required.

	D.	SUPERVISION DOCUMENTATION

		Any supervisor who orders reasonable suspicion testing on an employee must document his observations, then issue a written report to the Cooperative’s General Manager or their designee within twenty-four (24) hours of said observation. The supervisor may use any means available to make this report, such as a written memo, fax, form or any other available written communication.	

RANDOM/BASELINE TESTING PROCEDURES

A.	D.O.T. REGULATED EMPLOYEES

1.	In addition to the above requirements, all D.O.T. regulated drivers will be randomly tested at a minimum rate of 50% per year for drugs and 10% per year for alcohol. The Cooperative may, under its own authority, test at a higher percentage, but no less than the current D.O.T. mandates. Breath alcohol testing shall occur just prior, during or just after performing a “Safety-Sensitive” duty. 

2. The following is an example of D.O.T. regulated duties that may require random testing, as a condition of employment. These positions include employees who are in readiness to perform these duties or on-call status.

a. Operators of Commercial Motor Vehicles;
			b.	Operators of vehicles transporting hazardous materials;
			c. 	Operators of motor vehicles transporting 16 or more    passengers, including the driver; 				
			g.	Any other position or task regulated under D.O.T. authority.
		
	B.	SAFETY RELATED EMPLOYEES

1. 	In addition to the above requirements, outlined within section X. paragraph A and B, random drug and alcohol testing will be required for employees working in “Safety-Related” duties, such as those employees working in job positions that can lead to serious injury or death, if performed improperly. 

2.	The following is a limited example of safety sensitive duties that may require random testing as a condition of employment. 

a. Operators of any motor vehicle, forklift, aircraft, boat, train, bus, farm equipment, machinery, factory equipment, etc.;
b. Employees working with hazardous materials, chemicals or very hot or very cold materials;
c. Employees who work or repair vehicles or machinery;
d. Employees who stand guard over another employee’s/person’s safety;
e. Employees who work in dangerous situations or hazardous work environments;
f. Employees working in or around open ditches, trenches, canals, rivers, lakes and the like;
g. Employees who watch over children or disabled persons;
h. Police Officers, Security Personnel, Firefighters, E.M.T.’s and the like;
i.   Employees working with or around any situation that may lead to serious injury or death to any person. 

MEDICATIONS AND PRESRIPTIONS

ALL EMPLOYEES

	1.	All employees are required to have a written Medical Doctor’s prescription, in their own name, from a licensed United States Doctor for any controlled substance in their possession during compensable work time, or for any controlled substance or drug found in their bodily system during compensable work time. Written prescriptions from a foreign country will not be accepted, such as Mexico or Canada. Violations of this policy will result in termination from employment. 

2. 	All employees are prohibited from performing any task while taking medication (prescription or non-prescription) that may cause impairment, such as drowsiness, sleepiness or hyperactivity. All employees should follow all their doctor’s guidance and adhere to the written directions listed on their medication package, such as cautions against driving or operating machinery. Abuse or misuse of any prescription or non-prescription medication or substance is considered a violation of this policy. 

3. All employees are required to report any medication use to their supervisor, PRIOR to performing any “Safety-Related” duty for the Cooperative. You are not required to disclose the actual name of the prescription medication, only the fact that the medication may cause impaired performance. This may require the employee to submit to a “Fitness for Duty” medical exam by the Cooperative doctor prior to continuing the performance of any “Safety-Related” duty.		

MEDICAL REVIEW PROCESS

	All employees are required to report specific prescription drug use to the Cooperative’s Medical Review Officer (MRO), upon request of the M.R.O. or employer. The M.R.O. will use this confidential information to determine the accuracy and reliability of test results collected and received during the enforcement of this policy. The confidential prescription drug information will not be released to the Cooperative without the employee’s express written consent. However, the M.R.O. may require the employee to submit to a “Fitness for Duty” exam, prior to resuming “Safety-Related” duties for the Cooperative.

FACILITY INSPECTIONS

ALL EMPLOYEES
		
		1.	In an effort to reduce the potential risk to our employees’ safety posed by weapons, firearms, knives, chemicals, illegal substances and other items, the Cooperative will require that all employees submit to random work area inspections. Therefore, all Cooperative owned property, vehicles, lockers, cabinets, containers, or any other object owned or under the control of the Cooperative will be subject to search or inspection at any time, with or without cause. Therefore, all employees are advised that they will hold no reasonable expectation of privacy while on compensable work time for the Cooperative or while on Cooperative property.

2. The Cooperative may ask the employee to present personal items for visual inspection at any time. Therefore, you should not bring any vehicle, item, container, or any object onto Cooperative property that you do not want subject to search. This includes private vehicles parked within the Cooperative’s parking lot and/or parked on Cooperative operated job sites.

3. Any employee who refuses a supervisor’s reasonable inspection request will be terminated of employment. 







XIII.	WORKPLACE VIOLENCE

	A.	ALL EMPLOYEES

	All employees are prohibited from engaging in any activity that encourages or results in an unsafe work environment. This includes verbal arguments, physical pushing or fighting, abusive language, challenging to fight another person, threatening another person, abusive or harassing behavior, or any other activity determined by the Cooperative to be a potential safety risk to our employees, customers, or the general public. Our employees are considered professionals and are required to act accordingly.

Further, all employees are prohibited from the unauthorized possession or use of the below listed items during compensable work time, or while on Cooperative property or assignments. Please keep in mind that the possession of a “Concealed Weapons Permit” or other “Permit” issued by a law enforcement agency will NOT allow the possession or use of these items while on Cooperative property or assignment. This is a ZERO TOLERANCE POLICY, which will result in termination, even on the first offense.

3. Firearms/Bows: This includes any device that will “fire” a projectile of 
         any shape, size, or configuration.

4. Knives: This includes any unauthorized cutting device with a blade measuring over 3”,
3.	Explosives: This includes any device or instrument manufactured or intended to cause harm to people.

4.	Chemicals: This includes Mace, Pepper spray or any other chemical or mixture used to harm people.

	5.	Any harmful items: This includes any item the Cooperative may determine to be potentially harmful to its employees.

XIV.	LAST CHANCE AGREEMENT, EMPLOYEE ASSISTANCE AND EDUCATION, SELF REPORTING
	
	A.		ALL EMPLOYEES

		1.	The Cooperative may elect to allow a current employee, not a job applicant, who has violated any drug or alcohol related section outlined within this policy, to enter into the Cooperative’s Employee Assistance Referral Program, instead of imposing termination. The decision will be solely up to the Cooperative’s General Manager, on a case-by-case basis. In no event, will a job applicant be permitted to enter into this program. The Cooperative may impose a “Zero Tolerance” policy, which may result in termination of any employee who violates this policy.

2. The Employee Assistance Referral Program will be contingent upon the employee’s willingness to enter into a Last Chance Agreement. The Last Chance Agreement may contain the following requirements:

a. The employee will be removed from duty for no less than seven (7) calendar days, and may be removed up to thirty (30) days;
		
b.	The employee may be required to report to a Substance Abuse Professional (S.A.P.) for an evaluation, at their expense;

			c.	The employee will be required to seek assistance through community-based drug or alcohol programs;  
				
			d.	The employee may be required to be re-evaluated by the S.A.P. prior to returning to duty;    
			
			e.	The employee will be required to submit to a Return to Duty drug and alcohol test, at their expense;
			
			f.	The employee will be required to submit to a minimum of two (2) years follow-up testing, at their expense;

			g.	The Cooperative or the S.A.P. may impose additional requirements, as needed.

EMPLOYEE ASSISTANCE AND EDUCATION REFERRAL PROGRAM

		Any current employee may seek help, education and assistance with a drug or alcohol-related problem free of charge, by calling 1-800-662-HELP. This national help line will provide printed education materials on drugs and alcohol and direct the employee to available community resources and programs in the area. Employees requesting help through the Employee Assistance Referral Program will not be protected or shielded from testing or discipline required under this policy.




DRUG AND ALCOHOL AWARENESS MATERIALS

		Any employee may request printed drug and alcohol awareness materials, free of charge, by calling 1-800-662-HELP. The materials will be delivered direct to the employee via US Mail, free of charge.

SELF REPORTING OR ILLEGAL DRUG USE OR ALCOHOL ABUSE

		Any employee experiencing a problem with drugs or alcohol may self-report their need for assistance to management personnel, or they may call direct to 1-800-662-HELP for a free referral to a program close to the employee’s job assignment. Any employee who self-reports a drug or alcohol problem to management may be required to undergo “Reasonable Suspicion” testing, to determine the employee’s ability to safely continue working with the Cooperative. Self-reporting will not dismiss an employee from completing required testing under the terms of the policy. However, the Cooperative will make every attempt to assist the employee in finding assistance through community-based programs or the Cooperative’s Employee Assistance Program, if available. The Cooperative will also require the employee to sign a Last Chance Agreement and abide by its terms of continued employment.

XV.	PROGRAM MANAGER AND SERVICE PROVIDERS

A. THE FOLLOWING INFORMATION IS SUPPLIED TO ASSIST OUR EMPLOYEES WITH THEIR QUESTIONS OR CONCERNS

1. Our Designated Employer Representative (DER) is: 
		Human Resources Manager 1-951-763-4333
		PO Box 391909, Anza, CA 92539
		
2. Our Medical Review Officer (MRO) is:       	
					Sara Rinck MD			(714) 418-0130
					CDC 16560 Harbor Blvd Suite A
					Fountain Valley, CA 92708
		
3. Our Third-Party Administrator is:
					Ardent Mobile Drug Testing, LLC (951) 837-5892
					29970 Technology Dr. Suite 206
	Murrieta, CA  92563

3. Our Substance Abuse Professional (SAP) is:
				American Substance Abuse Professionals, Inc.
				711 West 40th Street-Ste 235
				Baltimore, MD 21211		1-888-792-2727
					or
		National SAP Service		1-800-879-6428

4. Our SAMHSA/DHHS Lab is:
				MedTox Labs			1-800-832-3244
				402 W. County Rd. D
				St. Paul, MN  55112

5. Drug and Alcohol Printed Materials (Free):
				S.A.M.H.S.A.				1-800-662-HELP

6. Employee Assistance Referral Program (E.A.P.)
					S.A.M.H.S.A.				1-800-662-HELP

XVI. LAWS AND REGULATIONS

	A.	The Federated Drug Free Workplace Act of 1988

	B.	Department of Transportation Employer Regulations, Title 49 CFR Part 382

	C.	Department of Transportation Drug and Alcohol Testing Regulations, Title 49 CFR Part 40



						Signed: ________________________________
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								     Secretary



Effective Date:  December 28, 2006
Revised:  January 24, 2008
Reviewed & Signed:  October 21, 2008
Reviewed & Signed:  November 24, 2009
Revised:  October 28, 2010
Reviewed & Signed:  October 27, 2011
Revised:  October 25, 2012
Reviewed & Signed:  October 24, 2013
Revised:  April 24, 2014
Reviewed & Signed:  October 23, 2014
Reviewed & Signed:  October 22, 2015
Revised:  October 27, 2016
Reviewed & Signed:  October 24, 2017
Revised:  January 26, 2018
Revised:  October 25, 2018
Reviewed & Signed: September 19, 2019
Reviewed & Signed: October 22, 2020
Reviewed & Signed: October 28, 2021
Reviewed & Signed: October 27, 2022
Reviewed & Signed: November 17, 2023
Revised:  March 28, 2024
Reviewed & Signed: August 22, 2024
Revised:  September 25, 2025
Reviewed & Signed: September 24, 2026

