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POLICY 
 
This policy is designed to enhance safety and productivity and foster excellence by maintaining 
a safe and productive work environment for employees.  The Metropolitan District, 
hereinafter, "the District" maintains a strong commitment to a drug-free and alcohol-free 
work environment and has adopted this policy to provide guidance to supervisors and 
employees in dealing with controlled substances and alcohol use. 
 
This policy has been developed in accordance with the Omnibus Transportation Employee 
Testing Act and the Department of Transportation Controlled Substance & Alcohol Use & 
Testing Regulations, Title 49 CFR, Parts 382, et. al., hereinafter identified as "the Federal 
regulations". 
 
To further our commitment to providing a safe, drug-free and alcohol-free environment, the 
District has adopted the following: 
 
· A program for employee and supervisor education and training. 
 
· A drug and alcohol testing program for employees and applicants for employment in 

safety-sensitive positions. 
 
· A program for evaluating employees who violate the drug and alcohol abuse policy. 
 
· An expanded program to test all new hires for controlled substances. 
 
· Administrative procedures for record keeping, reporting, releasing information, and 

certifying compliance. 
 
EMPLOYEE CATEGORIES SUBJECT TO TESTING 
 
Under the Federal regulations, all employees who perform safety-sensitive functions, and all 
applicants for and incumbent employees seeking transfer to safety-sensitive positions, will be 
included in this drug and alcohol-testing program.  Participation in this drug and alcohol 
testing program is a condition of employment for employees as they hold safety-sensitive 
positions and for applicants and incumbents as they may attempt to bid into such positions. 
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PROHIBITED CONDUCT 
 
Alcohol 
 
Employees who perform safety-sensitive functions must not consume alcohol:  1) in the 
performance of a safety-sensitive function;  2)  during the four-hour period prior to performing 
a safety-sensitive function;  and 3)  during the eight-hour period following an accident (or until 
the employee undergoes a post-accident test, whichever occurs first). 
 
As referred to in this policy, alcohol means any food, beverage, mixture, or preparation, 
including any medication, containing ethyl alcohol or other low molecular weight alcohols. 
 
They are also prohibited from being on duty or operating a commercial motor vehicle (CMV) 
while in the possession of alcohol, unless the alcohol is manifested and transported as part of a 
shipment.  This includes the possession of medicines containing alcohol (prescription or over-
the-counter), unless the packaging seal is unbroken. 
 
Drugs 
 
Employees who perform a safety-sensitive function are strictly prohibited from using or 
ingesting prohibited drugs at any time.  Manufacturing, distributing, dispensing, possessing or 
using controlled substances in the work place is prohibited.  Pursuant to the District policy, any 
employee who manufactures, distributes, dispenses, processes, sells, attempts to sell, or 
arranges to sell a controlled substance to any other person while on duty, whether on or off 
District property, shall be subject to discipline up to and including discharge. 
 
Employees who are under a physician's care and have a prescription shall carry that 
prescription in the original container, with the prescriber's and pharmacist's identification 
thereon, and may be required to provide documentation from their physician.  Employees 
using a prescription drug which may impair mental or motor function skills shall inform their 
supervisor of such drug use prior to commencing work.  For the safety of all employees, the 
company may place persons using such drugs in a less hazardous job assignment or place them 
on temporary medical leave until released as fit for duty by the prescribing physician.  The 
company reserves the right to have its medical review officer determine if a prescription drug 
produces hazardous effects or to restrict the quantity of the prescription the employee is 
allowed to bring to the workplace.  
 
As referred to in this policy, a controlled substance or drug means a stimulant, hallucinogenic 
narcotic, cannabinoid, or derivation or combination thereof, or any other substance as 
controlled by law.  Pursuant to the District's policy, this definition also applies to any other 
substance that impairs one's ability to perform his or her job fully and safely.  The Federal 
regulations prohibit the performance of safety-sensitive functions when a prohibited level of 
any of five specified drugs is detectable in the employee's urine. 
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DRUG AND ALCOHOL TESTING PROGRAM 
 
Safety-sensitive employees will be subject to testing pursuant to the Federal regulations.   
 
Any testing procedures utilized by the District will conform to applicable Federal requirements.  
The District will conduct the appropriate tests required by applicable law to determine if an 
employee has a controlled substance or a prohibited level of alcohol in his or her system. 
 
Pursuant to the District's policy, refusal by an employee to submit to required testing or failure 
to pass a drug or alcohol test will lead to disciplinary action, up to and including discharge.  
Refusal to take a test includes:  outright refusal to submit to a test; inability to provide 
sufficient quantities of breath or urine to be tested without a valid medical explanation; 
conduct that clearly obstructs the testing process; or the action of leaving the scene of an 
accident without a valid reason before tests are conducted without notifying the District of 
where he/she can be reached to be available for testing.  Under District policy, a refusal to take 
a test will constitute the equivalent of a positive drug test and an alcohol test of 0.04 or greater. 
 
Pursuant to the District's policy, any employee who tampers with, falsifies, substitutes, or alters 
a urine sample, or breath test, or who attempts to do so, shall be subject to discipline up to and 
including discharge. 
 
The District will adhere to all required standards of confidentiality.  Testing records and 
results will be released only to those authorized to receive such information. 
 
As a general policy, drug and alcohol testing will be conducted off the District premises.  
Normally, administration of breath tests for alcohol will be performed concurrently with urine 
collections.  However, the District reserves the right to administer breath tests separately from 
urine collections and to administer breath tests and/or urine collections on District premises.   
 
EMPLOYEE ASSISTANCE PROGRAM 
 
The District has a commitment to assist its employees, where appropriate, through the 
Employee Assistance Program (EAP).  An EAP is available for all employees for initial 
counseling and referral services.  For additional information, please call Wheeler Employee 
Assistance Program (1-800-275-3327).  The EAP will not insulate employees who violate any of 
the procedures herein from any disciplinary measures. 
 
TESTING PROCEDURES 
 
The District will select an appropriate site for the collection of urine and breath samples which 
meets the requirements specified by the Department of Transportation. 
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The site selected for collecting urine specimens will provide, at a minimum, a privacy enclosure 
for urination, a toilet, and a water source for hand washing, which, if practicable, will be 
located outside the privacy enclosure.  The contractor who conducts the testing will ensure that 
access to the testing site is restricted during testing, that unauthorized persons are not present, 
and that there are no unobserved entrance points to the testing site.  Furthermore, the District 
shall ensure that the collection site personnel provided by the contractor respects the dignity 
and privacy of the donor and that all collection site personnel are trained to prepare the 
collection site, collect specimens, examine specimens for tampering or sample adulteration, 



observe collections, spilt the specimens, and properly label and preserve the chain of custody of 
the specimens.  These steps will be taken to protect the employee and the integrity of the drug 
testing process, safeguard the validity of the test results, and ensure the test results are 
attributed to the correct covered employee. 
 
Drug testing of safety-sensitive employees authorized by the Federal Regulations is limited to 
the following substances: 
 

Marijuana 
Cocaine 
Amphetamines 
Opiates (e.g., heroin, codeine) 
Phencyclidine (PCP) 

 
Breath specimens will be collected through the use of an evidential breath-testing (EBT) device 
approved by the National Highway Traffic Safety Administration and will be administered by a 
breath alcohol technician (BAT) trained to proficiency in the operation of the EBT.  If the 
result of the screening test is an alcohol concentration of less than 0.02, no further testing is 
required, and the test will be reported the employer as a negative test.  If the result is an alcohol 
concentration of 0.02 or greater, a confirmation test must be performed.  This test will be 
conducted at least 15 minutes, but not more than 20 minutes, after the completion of the initial 
test.  These steps will be taken to protect the employee and the integrity of the alcohol testing 
process, safeguard the validity of the test results, and ensure the test results are attributed to 
the correct covered employee. 
 
ROLE OF THE MEDICAL REVIEW OFFICER (MRO) 
 
All urinalysis drug results will be communicated by the laboratory to a specially trained 
physician serving as MRO.  The MRO will notify the District directly if an employee's test 
result is negative.  If the test result is positive, the MRO will contact the employee to discuss the 
test, to determine if the positive result is valid and to notify the employee that he/she has 72 
hours to request a test of the split specimen.  The District will be informed only that an 
individual has tested positive or negative.  The specific drug(s) involved and level(s) detected 
will not be disclosed to the District by the MRO. 
 
ROLE OF THE SUBSTANCE ABUSE PROFESSIONAL (SAP) 
 
All safety-sensitive employees who have a verified positive drug test or a confirmed alcohol test 
result of 0.04 or greater will be evaluated by a SAP to determine what assistance, if any, the 
employee needs to resolve problems associated with prohibited drug use or alcohol misuse.  
After evaluating such an employee, the SAP will recommend to the employee the steps, if any, 
he/she should take to resolve his/her problems. 
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Safety-sensitive employees permitted to return to work following a positive test will be 
reevaluated by the SAP to determine whether the employee has complied with the SAP’s 
recommendations.  After that evaluation, the SAP will recommend to the District the number 
and frequency of follow-up alcohol and/or drug tests following the employee's return to duty.  
The follow-up testing shall consist of at least six tests in the first twelve months following the 
driver's return to duty.  Finally, the SAP will recommend whether the employee should be 
subject to both drug and alcohol follow-up tests. 



 
TYPES OF TESTING 
 
The District will have the following types of drug and alcohol tests conducted including: 
 

·  Pre-Employment Testing 
·  Random Testing 
·  Reasonable Suspicion Testing 
·  Post-Accident Testing 
·  Return-to-Duty Testing 
·  Follow-Up Testing 

 
 
Pre-Employment Testing      
 
All applicants for employment and incumbent employees seeking transfer to safety-sensitive 
positions will be informed in writing of the testing requirements and will undergo a pre-
employment drug test.  The District will not hire an applicant or transfer an employee to a 
safety-sensitive position unless the result of the applicant or employee's drug test is negative. 
 
A positive pre-employment test for drugs shall be considered sufficient grounds to disqualify 
the applicant from employment with the District or to disqualify an incumbent employee’s 
transfer into a safety-sensitive position.  In addition, an incumbent employee whose drug test 
result is positive will be subject to the same consequences as an employee whose results of a 
random drug or alcohol test were positive. 
 
The District will not assign an applicant or incumbent employee who has failed a drug test or 
who has refused to take the test to a safety-sensitive position.  If such an applicant or employee 
later applies for a safety-sensitive position, however, the District must administer another drug 
test.  The District will not hire an applicant or transfer an incumbent employee to a safety-
sensitive position until he/she takes a drug test with a verified negative result. 
 
Random Testing 
 
Random testing will be conducted for all employees performing safety-sensitive functions at a 
rate established by the Federal regulations.  Random tests will be unannounced and spread 
reasonably throughout the year.  There will be no pattern to when random tests will be 
conducted, and all employees performing safety-sensitive functions will have an equal chance of 
being selected for testing from the random pool each time random tests are conducted.  
Employees shall remain in the pool even after being selected and tested.  An employee, 
therefore, may be selected for a random test more than once during a year. 
 
Selection of employees to be tested will be administered by a third party management company 
utilizing a scientifically valid computerized random selection program.  The employee must 
report immediately to the collection site after receiving notification of his/her selection from the 
random pool.  In the event a randomly selected employee is absent from work on the day 
his/her test was scheduled, the employee will be tested immediately upon his return to work, as 
practicable, unless the employee fails to return to work before the next randomly selected 
testing date. 
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In such an event, an additional employee identification number will be selected for each absent 
employee previously selected in testing. In the event it is necessary to collect a urine specimen 
from an employee for random testing outside his or her regular work hours, the employee will 
be paid for the extra time at the applicable overtime rate.  A safety-sensitive employee will be 
subject to random testing for alcohol only while the employee is performing safety-sensitive 
functions or just before or just after performing safety-sensitive functions. 
 
Reasonable Suspicion Testing 
 
Employees who perform a safety-sensitive function will be required to submit to a drug or 
alcohol test when the District has a reasonable suspicion that the employee has used a 
prohibited drug or misused alcohol.  Reasonable suspicion is established if a supervisor trained 
in detecting the signs of alcohol misuse and drug use reasonably concludes, based on his/her 
observation, that an employee has used drugs or misused alcohol.  The determination that 
reasonable suspicion exists shall be based on specific, contemporaneous, articulable 
observations concerning the appearance, behavior, speech, or body odors of the employee.       
 
The District will direct an employee to undergo reasonable suspicion testing for alcohol only if 
such observations are made while the employee is performing safety-sensitive functions or just 
before or just after the employee performs such functions.  Additionally, a reasonable suspicion 
test for alcohol must be performed within eight hours following a determination that 
reasonable suspicion to test exists.  If a reasonable suspicion tests is not performed within two 
hours after such a determination, the District will prepare and maintain a record stating the 
reasons the test was not promptly administered. 
 
A written record of the observations leading to a controlled substances and/or alcohol 
reasonable suspicion test shall be made and signed by a supervisor or company official within 
24 hours of the observation or before the test results are released, whichever is first. 
 
An employee who undergoes reasonable suspicion testing will be removed from service pending 
the test results.  If the test results are negative, the employee will be returned to work and paid 
for any time lost. 
 
If the employee is not discharged, the employee shall, at a minimum, be subject to the same 
requirements regarding assessment, rehabilitation and return to work testing applied to 
employees following a positive random test.     
 
 
Post-Accident Testing 
 
As soon as practicable following an accident involving a commercial motor vehicle, the 
employee shall be tested for alcohol and controlled substance when either: 
 

· the accident involved a fatality 
 

· a vehicle is towed from the scene of the accident and a citation is issued to the driver 
 

· medical treatment is administered away from the scene of the accident and a citation 
is issued to the driver 
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Drug tests must be performed within 32 hours and alcohol tests within eight hours following an 
accident.  If the employee has not submitted to an alcohol test within two hours of the accident, 
the District will prepare and maintain on file a record stating the reason that the test was not 
administered promptly.  If the alcohol test is not administered within eight hours after the 
accident, the District will cease efforts to administer the test and will maintain the same 
documents.  If the drug tests are not administered within 32 hours, the District will cease efforts 
to test for drugs and will prepare and maintain the same type of record. 
 
These testing requirements will not delay necessary medical attention for injured people, nor 
will they prohibit an employee who was performing a safety-sensitive function from leaving the 
scene of an accident to obtain assistance in responding to the accident or to obtain necessary 
emergency medical care.  However, employees performing a safety-sensitive function must 
remain readily available for testing for 32 hours.  This means the employee must ensure that 
the District knows the employee's location for at least a 32-hour period following an accident, 
or until post-accident drug and alcohol tests have been completed.  An employee who is not 
available for testing will be considered to have refused to submit to testing unless his/her 
unavailability is attributable to efforts to obtain assistance in responding to the accident or 
obtaining necessary emergency medical care.  Employees will be provided with necessary post-
accident information, procedures and instructions prior to operating a commercial motor 
vehicle so they will be able to comply with the Federal regulations. 
 
An employee subject to post-accident testing must refrain from consuming alcohol for eight 
hours following the accident or until he/she submits to an alcohol test, whichever comes first. 
 
Return-To-Duty Testing 
 
An employee with a verified positive drug test result, an alcohol test result of 0.04 or greater, a 
refusal to submit to a test, or any other activity violating this policy or the Federal regulations 
may not return to work until the employee is evaluated by a substance abuse professional 
(SAP) who determines the employee has followed any recommendations for rehabilitation 
made by the SAP to the employee and passes a return to duty test.  A return-to-duty test will be 
performed only after the substance abuse professional has indicated that the employee has 
followed the recommendations.  To pass the return-to-duty test, the result must be a verified 
negative drug test result or an alcohol test result of less than 0.02.  In the return-to-duty 
evaluation, the substance abuse professional also will determine whether the employee needs to 
participate in a rehabilitation program after returning to duty and the frequency and duration 
of follow-up testing after the employee returns to duty.    
 
Follow-Up Testing 
 
Employees permitted to return to duty are subject to unannounced follow-up testing for at least 
12, but not more than 60 months.  The District will determine the frequency and duration of 
the follow-up testing in consultation with the substance abuse professional.  A minimum of six 
follow-up tests during the first 12 months after the employee has returned to duty will be 
performed.  This follow-up testing is separate from and in addition to the regular random 
testing program.  Accordingly, employees subject to follow-up testing will remain in the 
standard random pool and will be tested whenever their names come up for random testing, 
even if this means being tested twice in the same day, week or month. 
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If an employee is subject to follow-up alcohol tests, the employee may be required to take one 
or more follow-up alcohol tests with a result of less than 0.04.  If the employee is subject to 
follow-up drug tests, the employee may be required to take one or more follow-up drug tests 
with a verified negative result.  Follow-up alcohol testing will be conducted only when the 
employee is performing safety-sensitive functions, just before performing such functions, or 
just after. 
 
A positive test result for an employee subject to follow-up testing within three years of the first 
positive test will be subject to discipline pursuant to District policy. 
  
CONSEQUENCES FOR ENGAGING IN DRUG AND ALCOHOL-RELATED CONDUCT 
 
Controlled Substances 
 
An employee who tests positive for drugs or refuses to submit to a drug test must be removed 
from performing safety-sensitive functions immediately.  Pursuant to the District's policy, a 
verified positive drug test may subject the employee to discipline, up to and including 
discharge.  An employee who tests positive for drugs or refuses to submit to a drug test may not 
perform a safety-sensitive function until the employee has been evaluated by a substances abuse 
professional, completed all recommended treatment, and taken a return-to-duty drug test with 
a verified negative result.  The District retains the right to terminate or otherwise discipline an 
employee who tests positive for drugs or refuses to submit to a drug test. 
 
Alcohol 
 
An employee who has an alcohol concentration of 0.02 or greater but less than 0.04 may not 
perform a safety-sensitive function until the start of the employee's next regularly scheduled 
duty period, provided such period is not less than 24 hours following administration of the 
alcohol test.  An employee who has an alcohol concentration of 0.04 or greater may not perform 
a safety-sensitive function until the employee has been seen by a substance abuse professional, 
completed all recommended treatment, and passed a return-to-duty test with an alcohol 
concentration of less than 0.02.  The District retains the right to terminate or otherwise 
discipline an employee who tests positive for alcohol or refuses to submit to an alcohol test. 
 
RETESTING AT THE EMPLOYEE'S REQUEST 
 
The Federal regulations provide for a "split sample" procedure which requires a portion of 
each urine specimen to be retained in a separate, sealed container.  An employee whose urine 
test is positive may request that the split sample be tested at a separate laboratory meeting the 
required Federal certification.  The Federal regulations require that the employee make such 
request within 72 hours of learning of a verified positive test. 
 
All costs associated with the retesting or split sample testing must be prepaid by the employee, 
including shipping and handling, transportation, testing a reporting to the MRO.  The District 
will review the results of a retest in consultation with laboratory staff and the MRO.  If the 
results of the retest are negative, the District reserves the right to require the employee to 
provide a new urine sample for testing.  If the District does not require a new test, or if the 
results of this new test are negative, the employee will be reinstated with no loss of seniority and 
paid for lost back wages. 
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CONTACT PERSON  
 
For the purpose of this policy, the contact person will be Mr. Russell Mannila, Metropolitan 
District, 555 Main Street, Hartford, Connecticut, 06142 (Telephone Number (860) 278-7850, 
Extension 3308). 
 
EFFECTS OF ALCOHOL 
 
The Federal regulations require that written drug and alcohol policies include a discussion of 
the effects of alcohol misuse.  That information is provided to all safety-sensitive employees as a 
supplement to the required training. 
 
EDUCATION AND TRAINING 
 
Training for Employees  
 
The District will display and distribute to employees performing a safety-sensitive function 
educational materials explaining the requirements of the Federal Drug and Alcohol Testing 
Regulations and its policies and procedures.  Employees and supervisors who perform a safety-
sensitive function also will be provided at least 60 minutes of training on the effects and 
indications of drug use.  Employees will be required to sign a form indicating that they have 
received a copy of the policies and procedures; the form will be filed in employee personnel 
files. 
 
Training for Supervisors 
 
Supervisors responsible for determining when to administer reasonable suspicion tests will 
receive at least 60 minutes of alcohol awareness training and at least 60 minutes of drug 
awareness training.  
 
MISCELLANEOUS PROVISIONS 
 
In cases of positive test results, where possible, the District shall make efforts to transport the 
individual from the testing site to the individual's residence or to a location in which another 
individual, District employee or other private agent, can assume such transport duty.  Nothing 
herein prevents the District from securing a private or public agent to assume such 
transportation role. 
 
In recruiting for job vacancy situations, for safety-sensitive positions, an employee who tests 
positive for the pre-placement drug screen and/or alcohol test shall have his/her name 
immediately removed from the Eligibility List.  Said removal shall be defined as a removal for 
just cause reasons. 
 
 
DEFINITIONS: 
 
"Commercial motor vehicle (CMV)" - a motor vehicle or combination of motor vehicles used in 
commerce to transport passengers or property if the motor vehicle -  
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(1) Has a gross combination weight of 26,001 or more pounds inclusive of a towed unit with 
a gross vehicle weight rating of more than 10,000 pounds, or  

 
(2) Has a gross vehicle weight rating of 26,001 or more pounds; or  
 
(3) Is designed to transport 16 or more passengers, including the driver; or 
 
(4) Is of any size and is used in the transportation of hazardous materials requiring 

placards. 
 
"Confirmation test" - for alcohol testing means a second test, following a screening test with a 
result of 0.02 or greater, that provides quantitative data of alcohol concentration.  For 
controlled substances testing means a second analytical procedure to identify the presence of a 
specific drug or metabolite which is independent of the screen test and which uses a different 
technique and chemical principle from that of the screen test in order to ensure reliability and 
accuracy. 
  
"Medical Review Officer (MRO)" - A licensed physician (medical doctor or doctor of 
osteopathy) responsible for receiving laboratory results generated by an employer's drug 
testing program who has knowledge of substance abuse disorders, and has appropriate medical 
training to interpret and evaluate an individual's confirmed positive test result together with 
his or her medical history and any other relevant biomedical information. 
 
"Performing (a safety-sensitive function)" - any period in which the employee is actually 
performing, ready to perform, or immediately able to perform any safety-sensitive functions. 
 
"Refusal to submit (to an alcohol or controlled substance test)" - an employee (1) fails to 
provide adequate breath for testing without a valid medical explanation after he or she has 
received notice of the requirement for breath testing, (2) fails to provide adequate urine for 
controlled substances testing without a valid medical explanation after he or she has received 
notice of the requirement for urine testing, or (3) engages in conduct that clearly obstructs the 
testing process.  
 
"Screening test (aka initial test)" - in alcohol testing it means an analytical procedure to 
determine whether an employee may have a prohibited concentration of alcohol in his or her 
system.  In controlled substance testing it means an immunoassay screen to eliminate 
"negative" urine specimens from further consideration. 
 
"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 knowledge of clinical experience in the 
diagnosis and treatment of alcohol and controlled substances-related disorders. 
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         METROPOLITAN DISTRICT 
 
 

________________________________ 
        M. Stephen Rhoades 
   Chief Executive Officer 
 
_______________________  
Date     
 
 
 
 
   _______________________________ 
   Patricia Speicher Werbner 
   Director of Human Resources 
 
 
_______________________  
Date     
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The District's Policy Implementing the Department of Transportation Regulations on 
Controlled Substances & Alcohol Use & Testing has been provided to all Officers of Local 184, 
AFSCME and Local 1026, AFSCME, following introductory meetings and impact discussions
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