		{Insert Club Logo}

[bookmark: _Toc351534775]Introduction – Policy Implementation (Remove this page before implementing policy)

This template aims to include the structure and content that is necessary/suggested for this type of policy and should be tailored to meet your Club’s specific needs.
You can make additions or remove sections that best suit your Club’s particular requirements, although it is important that appropriate definitions, means of testing, a suitable disciplinary process etc. remain.
Clubs also need to be aware that drug and alcohol policies that state termination will occur where someone breaches the policy regardless of if this is the first time / previous record will bring risks. Cases have shown that these can generally only be relied on where the policy was not only implemented properly and clearly but the work done is also “safety critical” and high risk. 
Prior to implementing this policy, the committee must read it carefully to ensure that they are comfortable with, and capable of following what is contained, particularly with any disciplinary and testing process as the Club mist follow this. 
This policy allows for cause testing to be undertaken, that is where there is reasonable suspicion that someone is under the influence of drugs and or alcohol. Clubs may also elect to allow random testing to be undertaken. 
You should also ensure that before implementing any policy, appropriate consultation has occurred with all affected Parties. 
Club Committees should also ensure that they consult with each other and listen to general feedback from workers (paid or unpaid) before deciding on the final version.
Any effected worker must be clearly informed of the policy’s contents and afforded the opportunity to read through them before they come into force. 







DRUG & ALCOHOL POLICY

Purpose of this policy

{Insert Club} herein referred to as the Club, is committed to providing a safe and healthy environment for all staff and patrons. All employees, contractors, sub-contractors and volunteers, also have a duty to ensure they take reasonable care for their own safety and the safety of others whilst at work. The purpose of this policy therefore is to ensure that the Club and workers can meet their respective duties. 

The use of alcohol or drugs by a worker prior to or during work can impair an individual’s ability to perform their job safely and productively. This may result in an increased risk of an incident or injury occurring not only to, or involving the impaired worker, but also to other workers and Club patrons. As a result, no worker is to be under the influence of alcohol or drugs whilst at work.  

Scope

This policy will apply to all classifications of employees, contractors, sub-contractors and volunteers herein referred to as workers, of the Club.

Drug and Alcohol Testing

The Club reserves the right to subject a worker to a drug and or alcohol test if the Club reasonably believes that the worker may be under the influence of drugs and or alcohol at work.

[OPTIONAL – include the following paragraph only if you also wish to allow random testing] In addition the Club also reserves the right to undertake random drug and or alcohol testing, that being testing without advance notice to a randomly selected number of workers. 

As outlined in this policy, the result of any test may be considered in determining whether the worker was under the influence of alcohol and or drugs whilst at work. 

The type of testing that may be used by the Club is as follows:

· Alcohol testing - a Portable Blood Alcohol Machine; and
· Drug testing – use of a saliva detection device or a urine drug testing kit (optional).[footnoteRef:1] [1:  Any testing equipment used will comply with the relevant Australian Standard. ] 


In addition to the above testing methods, the Club may elect for a drug or alcohol test to be administered by a specialist tester. This may take place either at the workplace or offsite at a medical facility. If a test is conducted offsite, the test will be paid for by the Club and suitable transport arrangements will be made by the Club to have the worker appropriately transported to and from the medical facility. 

A worker shall be deemed to be under the influence of alcohol if they exceed a blood alcohol level of 0.05%. Any alcohol test that returns an alcohol concentration result of 0.05% or higher will require a second test to be administered 20 minutes after. This secondary test will be determinative.

The person who is subject to the alcohol test will not be permitted to smoke, eat or drink for the 20-minute period until the second and determinative alcohol test is conducted. Any alcohol testing undertaken will be complaint with Australian/New Zealand Standard 3547.

Where a drug test is performed, any initial non-negative result will be sent to a laboratory for confirmatory analysis and validated by a professional. An employee will be deemed to be under the influence of drugs should they receive a drug test result in excess of the cut-off levels specified in Australian/New Zealand Standard 4760 and Standard 4308 (only include 4308 if you wish to allow for urinary testing). 

A worker has the right to refuse to undertake a drug and alcohol test. The worker must be aware though that their refusal to undertake a test may constitute a failure to follow a reasonable management direction and result in subsequent disciplinary action occurring. 

How the policy is to be applied – Reasonable suspicion

If any Manager/Supervisor believes that a worker is under the influence of alcohol or drugs whilst at work the following steps will be taken:

1 At the time the Manager/Supervisor suspects the worker to be under the influence of drugs and or alcohol they will discuss the matter with the worker, ensuring any such discussion occurs in private. Any factors that have given rise to the suspicion will be clearly outlined.

2 Should the Manager/Supervisor still reasonably suspect that the worker is under the influence of drugs and or alcohol after this discussion the employee may be subject to an alcohol and or drug test in accordance with this policy. Should a test be undertaken and return a negative result then the person will be permitted to recommence normal duties unless there is another valid reason why the person is not deemed fit for duty.

3 Should the worker return a non-negative or positive result and be unfit for work, the worker will be asked to leave the premises with transport home being arranged by the Club where necessary. 

4 The Club will conduct a full investigation into the matter including a review of any test results and speaking with any other workers who witnessed the worker’s behaviour or were involved in or witness to any incident(s).

5 Once the investigation has been completed the worker will be required to attend a formal meeting at the workplace at a time arranged between the Manager/Supervisor and the worker.

6 During the meeting the worker will be provided with the findings of any test results and the investigation and given a further opportunity to respond to the matter.  

7 Where the Club is satisfied that the worker was under the influence of alcohol or illicit drugs whilst at work the following approach will be taken:

· First occasion: disciplinary action may occur including but not limited to, a formal written warning. Where sufficiently serious misconduct also occurred such as assault and harassment and/or there are also other prior serious warnings or misconduct, termination of employment may occur. The worker will also be offered drug and alcohol counselling {through the workplace EAP program/provider or an external provider of the worker’s choice OR via an external provider}.

· Second and subsequent occasions: disciplinary action will occur which could include but is not limited to, a formal warning, a further warning or termination of employment or the volunteer or contractor relationship. Where termination or ending of the volunteer or contractor relationship does not occur, the worker will be offered further drug and alcohol counselling as above.   

8 If the outcome of any disciplinary action does not result in termination of employment or the volunteer or contractor relationship, but the worker is not in a fit state to return to work, they will not undertake duties until such time as they are fit to return to work. The Club may request evidence that the worker is fit to return to work which may include a medical certificate from the treating doctor. During a period in which the worker is unfit for work, paid personal leave and other paid leave may be accessed if the worker has an entitlement to it and the circumstances allowing for its usage are met.

The Club will consider the following in determining whether or not the worker was under the influence of drugs or alcohol whilst at work:

· The worker’s responses at the time they are deemed to be under the influence and in any subsequent meetings.

· The results of any drug or alcohol testing undertaken – where a non-negative / positive result is returned consideration will be given to the type and accuracy of the test undertaken and the type and quantity of alcohol or drug found to be in the worker’s system (for further information refer to the Drug and Alcohol Testing section below).

· Any other factors the Club deems relevant. 

[Only include this section if random testing is allowed] How the policy is to be applied – Random testing

If the Club decides to undertake random alcohol and or drug testing then the following will occur: 

1 Workers will be chosen without notice and purely at random such as via the drawing of names out of a hat, and then tested in accordance with this policy. 

2 Should a non-negative or positive result be returned in accordance with this policy and the worker deemed unfit for work, the worker will be asked to leave the premises with transport home being arranged by the Club where necessary.

3 The worker will be required to attend a formal meeting at the workplace at a later time arranged between the Manager/Supervisor and the worker to discuss the results.

4 Where the Club is satisfied that the worker was under the influence of alcohol or illicit drugs whilst at work the following approach will be taken:

· First occasion: disciplinary action may occur including but not limited to, a formal written warning. The worker will also be offered drug and alcohol counselling {through the workplace EAP program/provider or an external provider of the worker’s choice OR via an external provider}

· Second and subsequent occasions: disciplinary action will occur which could include but is not limited to, a formal warning, a further warning or termination of employment or the volunteer relationship. Where termination or ending of the volunteer relationship does not occur, the worker will be offered further drug and alcohol counselling as above.   

5 If the outcome of any disciplinary action does not result in termination of employment or the volunteer or contractor relationship, but the worker is not in a fit state to return to work, they will not undertake duties until such time as they are fit to return to work. The Club may request evidence that the worker is fit to return to work which may include a medical certificate from the treating doctor. During a period in which the worker is unfit for work, paid personal leave and other paid leave may be accessed if the worker has an entitlement to it and the circumstances allowing for its usage are met.

Confidentiality

The Club shall maintain appropriate confidentiality in all matters relating to this policy and all records shall only be disclosed to those in positions reasonably requiring their involvement in the matter e.g. a worker, their manager and any relevant witnesses. 

Drug and alcohol results and correspondence shall be stored in an area at the Club that is secured from general access and kept along with the relevant workers employment file.

A worker involved in any investigation relating to the testing or possibly being under the influence of drugs and alcohol shall remain appropriate confidentiality and not disclose details of this to any unrelated or unauthorised third party unless they can reasonably be considered to have a genuine involvement in the matter e.g. the workers legal advisor or support person. 

Social events

Where a social event is held at the workplace such as but not limited to work Christmas parties and work functions, it is the duty of the Club and its workers to ensure everyone remains safe.

During these events, it is expected that:

· everyone is to act in a responsible manner;
· where alcohol consumption is allowed, that no excessive consumption occurs;
· there will be no bringing of, or consumption of illicit drugs; and
· where someone intends to consume alcohol, they will ensure an appropriate means of getting home is organised.

Where a worker does not behave in an acceptable manner at Club social events they may be subject to disciplinary action including but not limited to a formal written warning or termination of employment or the volunteer or contractor relationship. 

Other drug related matters

At no stage is a worker to bring illicit drugs onto the Club premises or to work related events. Where a worker is found to be in possession of, or involved in any way in the sale of, illegal drugs at the workplace or at work related events, disciplinary action will be taken such as but not limited to formal written warnings or termination of employment or the volunteer or contractor relationship. Further, the matter will be reported to Police. 

A worker who is convicted of any alcohol or drug related offence outside of work, may be subject to disciplinary action including termination of employment or the volunteer or contractor relationship. When determining the level of disciplinary action to be taken, if any, the Club will consider the nature and severity of the offence along with any other factors that may be relevant on a case by case basis. Termination of employment or the volunteer or contractor relationship may occur where the conviction results in the worker being unable to fulfil their contractual obligations. This includes where the worker is no longer able to maintain approval as a Responsible Person and or Gaming Manager/Worker and such approval is a requirement of their role.    

Prescription or other drugs – medical purpose 

Where a worker is required to take prescription drugs, or any illicit drug prescribed by a medical professional that is being used for ‘medicinal purposes’, it is the responsibility of this worker to check with their doctor in order to establish if, and to what extent, the use of the drug will impact on their ability to perform their duties. Where the drugs may impact on the performance of duties, a worker should consult with the Manager and make them aware of any such possible impacts. The Club may wish to seek confirmation from the treating doctor as to whether the worker can perform their duties and tasks during this time. In addition, the Manager and worker will discuss whether any reasonable adjustments are required to the worker’s role or duties for the period during which the prescription or other drugs are required to be taken. 

Further Information

Should you wish to discuss anything raised in this policy further then please contact {Insert Contact Person/s}.

Approved By:	(Insert Name and Title)			Date:	(Insert date)
All information contained herein remains the property of Clubs SA. No part of this work may be reproduced in any form without prior approval from Clubs SA.

