Alcohol & Drug Abuse – The Company’s Approach
Foreword

Society and Industry have become increasingly concerned about the dangers of the abuse of alcohol, use of illegal drugs, or mis-use of legal drugs, both at home and at the workplace where it can be a serious risk to safety, health and environment. 

We conduct our business against high standards of safety, and concern for the environment and the health of our employees. It is for this reason that we have set out our approach to Alcohol and Drugs issues, the driving principle of which is to create a situation where usage of alcohol and drugs can be no threat to the safety of our business, or to the health of the workforce engaged in it.

Rehabilitation is a key part of our approach, with assistance being given to staff who identify a personal problem with alcohol or drugs either to their supervisor or to a Medical Officer. However, we cannot tolerate a situation where someone having such problems carries them over to the workplace with a consequent impact on safety. Another change is the introduction of "with cause" testing from 1st February 2000 which is more fully explained in this booklet.

We are publishing our full approach for everyone.  It is solely aimed at providing a safer and healthier place of work for all of us. Please take the time to read this short booklet and help us create this situation where any threat to safety, health and environment from alcohol and drug abuse can be eliminated.

Steve Ollerearnshaw
Managing Director
December 1999

Dispelling the Myths

There is considerable evidence to justify our concern just within PDO. We have had 50 new cases of alcohol dependency identified in the period August 1997 - June 1999. A number of these employees opted for counselling by Company Medical Officers and 11 employees were referred for rehabilitation to specialised health institutions. There have also been cases where individuals lost their job because of serious misconduct related to alcohol abuse.     

There are many myths to be dispelled

· PDO is immune. We are not. We also have particular responsibilities given the safety sensitive nature of our business and its potential environmental impact.

· Abuse is a private matter, not a workplace issue.  The effects have an impact on the individual long after actual consumption, making it a workplace issue - excessive drinking could take up to 12 hours to clear the body.

· You can easily tell when someone is using alcohol or drugs. Unfortunately you cannot, with individuals keeping habits hidden from colleagues.

· There's nothing wrong with using someone else's prescription medicine. Only doctors should prescribe, otherwise there may be harmful side effects and impact at the workplace.

· Taking prescribed drugs is not abuse. In most cases this is true. However, exceeding the dosage, combining with alcohol or other drugs, or not giving your full history to a prescribing doctor, may be abuse.

· I'm only a social drinker, this doesn't affect me. The policy applies to all employees. Remember also that the legally permitted alcohol level for driving in Oman is zero.

What are the key features of the statement on Alcohol and Drugs and the approach ?

The Company wants all its staff to be aware of the dangers of the abuse of alcohol, use of illegal drugs, or mis-use of legal drugs, both at home and at the workplace where it can be a serious risk to safety, health and environment.

The Company recognises Alcohol or Drug Dependency as a treatable condition and encourages staff who believe they may have a dependency to seek Medical and Company advice. Assistance will be given to staff who seek such help.

Inability to perform one's duties through impairment by alcohol or use of illegal drugs or mis-use of legal drugs is regarded as serious misconduct. Similarly, possession, distribution, sale or use of alcohol and illegal drugs (or legal drugs which are misused) on the Company’s business premises is serious misconduct. Summary dismissal is normally the disciplinary measure applied.

In support of this approach, testing by a third party for alcohol and drug abuse will be conducted when there is "with cause". This will be where there is abnormal behaviour, discovery of evidence of abuse, or judgement that impairment may have been contributory to a work-related incident.  In cases where there is damage to public property or personal injury and in all road traffic incidents, the Royal Oman Police will continue to be responsible for the conduct of tests, as they are now.  In all other “with cause” cases in which tests are sought by the Company, individuals will be expected to consent to the tests, but will have a right to refuse.
The full statement and approach is appended to this booklet, and will be incorporated in Principal Terms and Conditions of Employment for staff contained in the Standing Instructions.

Helping staff to help themselves  - Our approach to Rehabilitation

PDO recognises substance abuse as an ill health condition. All employees who believe they may have an alcohol or drug problem are encouraged to come forward and to seek help and support. When necessary the line will refer employees to Company Medical Officers.  Employees will receive advice and help from the Company Medical Officer.  The Medical Department will assist in arranging treatment.  Periods of absence due to rehabilitation will be registered as normal sick leave. 

Several options for rehabilitation treatment are available;

· Working with a counsellor (Company Medical Officer)

· Taking part in an education programme on alcohol abuse 

· Professional treatment for the dependence including hospitalization.  The employee will be referred to an institution in his base country.  In Oman, patients will be referred to the department of Behavioural Medicine of the University Hospital.

Although the Company will assist with rehabilitation of employees, being on rehabilitation programme is not an excuse for alcohol or drug abuse, and dependency will not be allowed as a mitigating circumstance in a disciplinary process.

How testing will work when initiated by the Company

Testing procedures are designed for accuracy and confidentiality and will be carried out with the individual's consent and in line with the Basic Law.  PDO has defined its cut-off levels for alcohol and drugs concentrations in body fluids; above these levels, specimens are called 'positive'. There is ‘zero tolerance’ with respect to any incident-related test. A system of controls with respect to the integrity of the sample collection, transport, storage and analysis through to the delivery of the final test results is in place to ensure the integrity of the Chain of Custody and will provide documentary evidence.

Tests sought by PDO will be conducted by third parties - trained nurses from contractor companies.  As first choice, these tests will use specialist alcohol breathanalyser equipment for screening, and for a confirmatory test.  In case of positive screening and confirmatory test results, the employee can request an alcohol blood test. 

If the analysis produces a positive result, there will be a discussion with the individual to ascertain whether a legitimate medical reason exists. If there is no legitimate reason then a positive result will be recorded and the individual and the line manager will be advised accordingly.

Some more questions answered......

Who is affected - what about Contractors and visitors?

Our statement and approach on Alcohol and Drugs affects all PDO staff and the same standards of behaviour are expected from all contractors and visitors on our sites. Any misconduct will be dealt with via their employing organisations after removal from our sites.

What is changing in the Company’s approach? 

Firstly, our approach is being made transparent.  Awareness is being raised through this publication to all staff, with roadshows and presentations also available form the Occupational Health Team.  Secondly, we make it clear that dependency is a treatable condition, with confidential support available for those for who come forward to their supervisor or Medical.  Lastly, there will be consent-based testing by a third party for alcohol and drug abuse where there is ‘cause’; this is called ‘with cause’ testing. There is no change in conditions of employment; possession or use, or being under the influence of alcohol or drugs on the Company’s business premises, is still gross misconduct for which summary dismissal is normally the disciplinary measure.

What does rehabilitation mean?

Rehabilitation is an individually tailored treatment plan determined by Medical.

When will rehabilitation be available?

When employees volunteer themselves via their line or directly to Medical. Employees discovered to have an alcohol/drugs dependency by means other than self-disclosure may, depending on the circumstances, be offered assistance. Being on a rehabilitation programme does not provide an excuse for further misconduct, which will be regarded as a disciplinary matter.

Why do you use a third party to carry out tests?

In order to ensure complete impartiality and maintain strict confidentiality and medical professionalism.

Who will be told the results of the tests?

The Company (i.e. Line/Medical) will be told of the names of people where confirmed positive tests have been established.

What are the tolerance levels in the tests?

Staff should be aware that there is ‘zero tolerance’ on both alcohol and drugs for any incident-related test, and that this is in accordance with the laws of the Sultanate.

What happens if I fail a test?

Failure of a test will result in a disciplinary hearing being convened, the result of which will be discipline up to and including summary dismissal for gross misconduct.

What happens if I am taking prescribed medication?

As a part of the testing procedure staff will be given a questionnaire to establish whether any medication that might affect the test is being taken. However, any prescribed medication which may affect safety in the workplace, or your job performance, should be immediately advised to Medical. This is the responsibility of the individual. Equally, if consuming alcohol in any period before reporting to work individuals should be sure they will not be in anyway impaired when at work.

What happens if I refuse a test (ie do not give my consent to be tested)?

Staff do not have to consent to a test.  However, any disciplinary case arising from the incident where the test was requested will still go ahead and a decision will be made,  but without the evidence that the test would have provided (which could have been that there was no alcohol involved).  In other words, failure to consent to a test will be regarded as a matter of fact, not evidence, and any disciplinary case will proceed on its merits.

Aren't you infringing my personal freedoms?

Employees should recognise that the Company’s aim is to protect the health and ensure the safety of all staff and anyone affected by our activities. Care has been taken to ensure that our approach conforms with our existing conditions of employment, the laws of the Sultanate and the provisions of the Basic Law itself. There has also been a full review with the Royal Oman Police of our whole approach.

What will be the role and involvement of the Royal Oman Police?

Our policy is supported by the Royal Oman Police, who will conduct 'with cause' tests for road traffic incidents and where any damage to public property or personal injury arises. 

Should any illegal drugs be found, or illegal activity suspected on our premises, the Royal Oman Police will also be called.

Who should I approach if I think that I already have/am at risk of having alcohol or drug dependency?

Individuals should discuss this with a Company Medical Officer, who will treat all such information as confidential and provide counselling and rehabilitation assistance as required within our policy. In the case of drugs, there is already an established process of contacting the Royal Oman Police which is discussed with consenting patients prior to pursuing rehabilitation needs.

What do other Companies do?

Alcohol and Drugs policies are long established in many Companies and organisations, particularly the transport sector and indeed our own Oil & Gas industry. We are a leading Company in Oman, and are happy to establish such an approach and make it transparent to all our staff, contractors and visitors.

Will you further strengthen the approach with, say, random testing?

The Company prefers to concentrate on awareness and prevention, and does not currently foresee that random testing will be appropriate as well as “with cause”. As with any issue, especially one which is safety and health related, this situation will be reviewed from time to time. It is sincerely hoped that further strengthening will not be necessary with there being a supportive response from staff to the current approach.

Is this a change in my contractual terms?

Possession or use, or being under the influence of alcohol or drugs on Company property remains gross misconduct for which summary dismissal is normally the disciplinary measure. This is no change. Principal terms of employment in the Standing Instructions are being updated to include a separate section on Alcohol and Drugs . This is intended to maintain a higher level of awareness in the organisation to the threat to safety and health which the usage of alcohol and drugs can pose, and the measures taken to seek to eliminate this threat.

APPENDIX

Standing Instruction Section 1 - Principal Terms & Conditions, New Section I
I. ALCOHOL AND DRUGS 

Key Statement

The abuse of alcohol, use of illegal drugs, or mis-use of legal drugs can impair performance at work and can be a serious threat to safety, health and environment.  The Company wishes to ensure that all employees recognise this threat and aims at creating a situation where the usage of alcohol and drugs can be no threat to the safety our business, the environment and the health of our employees.

Guiding Principles

· The Company encourages employees who believe they have a dependency on alcohol or drugs to come forward in confidence to their supervisor or Medical, and receive assistance in accordance with the rehabilitation facilities which are available.

· Inability to perform one's duties through impairment by alcohol or use of illegal drugs or mis-use of legal drugs is regarded as serious misconduct;

· Possession, distribution, sale or use of alcohol and illegal drugs (or legal drugs which are misused) on the Company’s business premises is regarded as serious misconduct;

The Company Approach

1. The Company recognises alcohol or drug dependency as a treatable condition and encourages employees who believe they have a dependency to seek Medical and Company advice at the earliest opportunity.  Such employees will be assisted in accordance with the Rehabilitation policy.

2. Employees discovered to have an alcohol/drugs dependency by means other than self-disclosure may, depending on the circumstances, be offered assistance in accordance with the Rehabilitation policy.  Also, only limited time-off with pay will be granted, and being on a rehabilitation programme does not provide an excuse for further misconduct, which will be regarded as a disciplinary matter.

3. If dependency is discovered as a result of a disciplinary situation, the individual will be subject to the normal disciplinary procedure.  Dependency will not be allowed as mitigating circumstances in a disciplinary procedure.

4. Searches for alcohol and drugs may be conducted where the Company has reasonable grounds to believe alcohol or drugs have been brought onto its premises.  Failure to cooperate will be regarded as serious misconduct.

5. Alcohol and drug testing may be required of an employee when circumstances suggest the possibility of impairment by alcohol or drugs.  Typical circumstances would be abnormal behaviour or appearance, absence or lateness problems, unreliable information supplied, or situations of disputed possession.  This is defined as "with cause testing".

6. Testing will be conducted by a third party according to agreed procedures, and requires the employee's written consent.  A positive test will be regarded as serious misconduct.  If an employee does not consent to a test, any disciplinary case arising from the incident where the test was requested will still go ahead and a decision will be made, but without the evidence that the test would have provided (which could have been that there was no alcohol involved).  An employee may themselves request a test to clear their name, and the result will form a part of any disciplinary investigation.

7. Employees must be alert to possible side effects or impaired efficiency from prescribed drugs or medications when taken as a treatment for a health condition.   It is the employees responsibility to advise their supervisor of potentially impairing side effects.  Failure to do so could give rise to disciplinary action.  Equally, when drinking alcohol off-duty, employees should ensure that the time before them to be on duty is sufficient for them not to be impaired.

8. Tests will be the responsibility of the Royal Oman Police where there is damage to public property or personal injury and in all road traffic incidents. The conduct of these tests will continue to fall fully under their jurisdiction.
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