Todd County School District Policy: GAK

DRUG FREE/ALCOHOL FREE SCHOOLS
Purpose
The board recognizes that substance abuse in our nation and our community
exacts staggering costs in both human and economic terms. Substance abuse
can be reasonably expected to produce impaired job performance, lost
productivity, absenteeism, accidents, wasted materials, lowered morale, rising
health care costs, and diminished interpersonal relationship skills. The board and
its employees share a commitment to create and maintain a drug free workplace.
The board is responsible for the instruction and well being of the students
entrusted to its care. A consistent message needs to be communicated by the
board that the use of illegal drugs, the use of prohibited substances, the abuse of
alcohol, and misuse of prescription drugs are unacceptable.
Provisions of the Drug Free Workplace Act, Title 41 Chapter 10 702, require
federal grant recipients to establish a drug free workplace. Employees must be
provided with a statement notifying them of the prohibitions pertaining to
controlled substances, consequences of violations, and compliance with the drug
free policy as a condition of employment.
Policy Goals And Objectives
1.
2.
3.
4.
5.
6.
7.

To establish, promote and maintain a safe, healthy working and learning
environment for employees and students.
To aid the affected employee in locating rehabilitation program for an
employee with a self admitted or detected substance abuse problem.
To promote public trust of the district and its employees.
To eliminate substance abuse problems in the workplace.
To aid in the reduction of absenteeism, tardiness, and apathetic job
performance.
To provide a clear standard of job performance for district employees.
To provide a consistent model of substance free behavior for students.

Employee Conduct
Use of illegal drugs, prohibited substances, or alcohol by employees interferes
with the educational and work process. Employees on duty or on the district’s
property, or in attendance at district approved or school related functions shall

not manufacture, distribute, dispense, possess, use, sell or transfer illegal drugs,
prohibited substances or drug paraphernalia, nor shall they be under the
influence of such drugs.
Employees shall not engage in the illegal use of drugs or prohibited substances
at any time and such use shall not be tolerated. Further, employees on duty or on
district property or in attendance at district approved or school related functions
shall not manufacture, dispense, possess, use, sell or transfer illegal drugs,
prohibited substances, or drug paraphernalia; nor shall they be under the
influence of such drugs.
An employee convicted of a criminal drug law offense shall notify the
superintendent or designee of such conviction no later than five days after such
conviction. Within thirty days after receiving notice of a conviction, the
superintendent shall take appropriate disciplinary action and/or refer the
employee to an appropriate substance abuse rehabilitation program.
Failure of the employee to report the conviction within the time prescribed may
lead to disciplinary action up to and including discharge.
Alcohol and Drugs
Alcohol, prohibited substances, prescription drugs, and over the counter drugs
are legal and readily available. These drugs when abused over time or used in
combination with one another can result in chemical dependency or poly-drug
addiction. Employees are expected to conduct themselves in a manner
consistent with the following provisions.
Employees on duty or on district property or in attendance at district approved or
school related functions shall not be under any degree of intoxication so as to
impair work performance. Employees shall not manufacture, sell, or use alcoholic
beverages or possess open alcoholic beverage containers while on duty, or on
district property, or in attendance at district approved or school related functions.
Employees on duty shall not use or take prescription drugs above the level
recommended by the prescribing physician or use over the counter medications
in a manner as to impair work performance and shall not use prescribed drugs
for purposes other than those for which they are intended. Employees shall not
dispense such drugs except as provided in board policy.
Pre-Employment Testing
In the furtherance of achieving the board's goals and objectives as enumerated
above, all applicants being considered for positions with the Todd County School

District shall be required to submit to a urinalysis test for the detection of the
illegal use of drugs as part of the currently required post-offer, pre-employment
physical. Applicants for positions that require testing shall be given a copy of this
policy in advance of the post-offer, pre-employment physical.
Applicants shall acknowledge having read or having received an explanation of
this policy and should understand compliance with this policy is a condition of
employment. Applicants shall sign an acknowledgement prior to substance
screening permitting the summary results to be transmitted to the Medical
Review Officer (MRO) and the superintendent or designee. An applicant refusing
to complete any part of the drug testing procedure shall not be considered an
eligible candidate for employment with the district and shall be deemed to have
withdrawn his/her application.
The board has determined that all positions with the Todd County School District
are considered safety sensitive positions.
Pre-employment drug screening will be conducted by the Human Resource
Office. Drug tests will be collected by certified collectors and submitted to
independent certified laboratories for analysis. The contract with such facility
shall specify the substances to be tested for which may include, but are limited
to: amphetamines, barbiturates, benzodiazepines, cocaine metabolite, opiates,
phencyclidine (PCP), marijuana (THC) metabolite, methadone, methaqualone,
proposyphene, and urinary creatinine.
If the substance screening shows a confirmed positive result for which there is no
current physician’s prescription, any job offer shall be revoked.
Random Screening
The Board of Education has established a random drug-testing program for all
employees. The procedure is set forth in board policy.
Physical Examination/Screening Based Upon Reasonable Suspicion
The superintendent or designee, with such assistance and input of the
employees' supervisors as deemed necessary, is authorized to make the
determination that reasonable suspicion or cause exists to order a drug screen of
employees in safety sensitive positions. Circumstances under which substance
screening may be considered include, but are not limited to, the following:
1.

Observed use, possession, or sale of illegal drugs and/or illegal use,
possession, sale, or abuse of alcohol and/or the illegal use or sale of
prescription drugs.

2.
3.
4.

5.

Apparent physical state of impairment of motor functions.
Marked changes in personal behavior not attributable to other factors.
Employee involvement in or contribution to an accident where the use of
alcohol or drugs is reasonably suspected or employee involvement in a
pattern of repetitive accidents, whether or not they involve actual or
potential injury.
Violations of criminal drug law statues involving the use of illegal drugs,
alcohol, or prescription drugs and/or violations of drug statutes.

The circumstances under which substance screening may be considered are
limited to employee conduct on duty or during working hours, or on or in district
property, or school related functions of the district. Prior to substance screening,
employees shall sign an acknowledgement that the summary result shall be
transmitted to the MRO and the superintendent or designee.
Positive Results/Refusal of Testing
An employee who refuses to take the random drug screening shall be
immediately placed on leave without pay pending disciplinary action or
termination by the School Board.
Employees who test positive for drugs or who have an alcohol test result of .04 or
more will be required to utilize earned leave or leave without pay and referred to
the SAP (Substance Abuse Professional) for further assessment and
recommended course of treatment. Cost of referral, treatment and future testing
will be the responsibility of the employee and/or his insurance. Refusal or failure
to follow recommended course of treatment will result in immediate suspension
without pay pending disciplinary action or termination.
Return to Duty Testing
An employee who has been evaluated by an approved SAP and given the
opportunity to undergo rehabilitation for drugs/alcohol shall, as a condition of
returning to duty, be required to agree to random follow-up testing for the next 24
months. The superintendent or designee is to review the conditions of continued
employment with the employee prior to the employee's returning to work. Any
such condition for continued employment shall be given to the employee in
writing. The superintendent or designee may consult with the employee's
rehabilitation program in determining an appropriate follow-up program, including
the frequency of any substance screening contained in a follow-up testing
program. In no instance shall such screenings be ordered by the superintendent
or designee more than one time within a seventy-two hour period.

Any employee subject to return to duty testing who has confirmed positive drug
test shall be in violation of this policy. Violation of this policy shall constitute
grounds for immediate discipline up to and including termination in accordance
with board policy and state law.
The cost of the drug rehabilitation or treatment provider shall be borne by the
employee and/or the employee's insurance provider.
Rehabilitation
The Board of Education recognizes that chemical dependency is an illness that
may be successfully treated.
The board's policy is, where possible and in addition to appropriate personnel
action, to refer for rehabilitation employees with a self admitted or detected drug
or alcohol problem.
Employees seeking medical attention for chemical dependency shall be entitled
to benefits to the extent covered under the district's group medical insurance
plans, if they have chosen to be covered by said plans.
For employees enrolled in a formal treatment/rehabilitation program, the board
may grant sick leave and then annual leave until the same are exhausted and
then may grant leave without pay not to exceed one year. If the employee is a
member of the Sick Leave Bank they may request SLB hours, per approval of the
Sick Leave Bank Committee.
The cost of the drug rehabilitation or treatment provider shall be borne by the
employee and/or the employee's insurance provider.
The board strongly encourages employees using illegal drugs or who engage in
the abuse of alcohol to voluntarily refer themselves to a treatment program. A
voluntary referral is defined as being one that occurs prior to any positive test or
notification of a test for illegal drugs under this policy or prior to any other
violation of this policy, including a criminal conviction of that individual on a drug
related or alcohol related offense. Employees are not subject to disciplinary
action for the act of voluntary referral to rehabilitation even where rehabilitation is
for the use of illegal drugs or abuse of alcohol.
Disciplinary Action
Employees in violation of the provisions of this policy may be subject to
disciplinary action, up to and including termination.

The fact that an employee has been referred for assistance and his/her
willingness or ability to rehabilitate are appropriate considerations as to what, if
any, personnel action may be taken.
Post Discipline Drug Testing
Following determination by an administrative or judicial proceeding that she/he is
engaged in misconduct involving the illegal use of controlled substances, an
employee who has been reprimanded or disciplined for misconduct involving
illegal use of controlled substances shall submit to random or periodic drug
testing in accordance with applicable regulation for a period not to exceed
twenty-four months from the date of such reprimand or disciplinary action.
Confidentiality
Records that pertain to required substance screens are recognized to be private
and sensitive records. They shall be maintained in a secure fashion to ensure
confidentiality and privacy and be disclosed to the superintendent or designee
only to the extent necessary to address any work related safety risks occasioned
by either the drug or alcohol use. The superintendent or designee shall keep any
such records in a secure fashion to maintain confidentiality and privacy. Medical
records, and information relating directly thereto, shall be maintained in
accordance with provision of law and use with the highest regard for the privacy
consistent with law and the purpose of achieving and maintaining a drug free
workplace. All personnel records and information regarding referrals, evaluations,
substance screen results, and treatment shall be maintained in a confidential
manner; and such records shall not be placed in an employee's personnel file.
Changes To Policy
This policy may be amended from time to time to facilitate needed changes to the
board's drug free workplace substance abuse program. Any amendments made
by the board, shall be consistent with board policy.
Definitions As Used In This Policy
1.

Illegal use of drugs means the use or purchase of drugs, the possession
or distribution of which is unlawful under the controlled substance act.
Such term does include the use of a prescription drug(s) taken above the
level prescribed or recommended by the prescribing physical or use of
over the counter medications in a manner as to impair work performance
or for purposed other than those for which they are intended or other uses
authorized by the controlled substances act.

2.

Drug or illegal drug means a controlled substances as defined in
Schedules I through V of Title 21 Chapter 13, Subchapter I Part B Section
812 of the Controlled Substances Act.

3.

Conviction means a finding of guilt, including a plea of no contest, or
imposition of sentence, or both, by any judicial body charged with the
responsibility to determine violations of the federal or state criminal drug
statutes.

4.

Criminal drug law means a federal or nonfederal criminal statue involving
the manufacture, distribution, dispensing, possession, or use of any
controlled substance.

5.

Controlled substances shall mean any substance or immediate precursor
listed in Title 21 Chapter 13, Subchapter I Part B Section 812 of the
Controlled Substances Act.

6.

Prohibited drugs include, but are not limited to, any substance that an
individual may not sell, possess, use, distribute or purchase under federal
or state law.
Prohibited substances include:
a.

All prescription drugs obtained without authorization, and

b.

All prohibited substances however taken or used, including but not
limited to, inhaling, ingesting, and/or injecting. These include, but
are not limited to, prescribed and over the counter drugs and
prohibited volatile substances as defined by law that are used or
intended for use for an abusive and/or intoxicating purpose.

DRUG FREE WORKPLACE NOTICE TESTING PROCEDURES
All employees shall receive the following notice as a partial implementation of
policies and federal regulation.
NOTICE TO ALL EMPLOYEES
YOU ARE HEREBY NOTIFIED that it is a violation of policies of this school
district for any employee to unlawfully manufacture, distribute, dispense, be
under the influence of, possess, or use on or in the workplace any narcotic drug,
hallucinogenic drug, amphetamine, barbiturate, marijuana or any other controlled

substance, as defined in schedules I through, V of the Controlled Substance Act
and as further defined by regulation ate 21 CFR 1300.11 through 1300.15.
"Workplace" is defined as the site for the performance of work done for the
district. That includes any place where work on a school district program, project
or activity is performed, including a school building or other school premises; any
school owned vehicle or any other school approved vehicle used to transport
students to and from school or school activities; off school property during any
school sponsored or school approved activity, event or function such as a field
trip or athletic event, where students are under the jurisdiction of the school
district.
YOU ARE FURTHER NOTIFIED that it is a condition of your continued
employment with this district that you will comply with the above policies of the
school district and will notify your supervisor of your conviction of any criminal
drug statute for a violation occurring in the workplace no later than five days after
such conviction.
An employee who violates the terms of the school district's drug free workplace
policies may be non-renewed or his/her employment may be suspended or
terminated. As an alternative the superintendent or designee may choose that an
employee who violates the terms of the school district's drug free workplace
policies shall satisfactorily participate in a drug abuse assistance or rehabilitation
program approved by the board. If the employee fails to satisfactorily participate
in such program, the employee shall be non-renewed or his/her employment may
be suspended or terminated.
Purpose
The purpose of this procedure is to establish guidelines to be followed in the drug
testing of external applicants as well as employees for all positions with the
board.
Responsibility
The superintendent or designee has the overall supervision of this program.
Medical Review Officer
The Medical Review Officer (MRO) shall be responsible for reviewing the results
of drug tests before they are reported to the superintendent or designee;
reviewing and interpreting each positive test to determine if there is an alternative
medical explanation for the positive screening result, conducting an interview
with the individual testing positive; reviewing the individual's medical history and

medical records made available to determine if the positive result was caused by
legally prescribed medication; requiring a retest of the original specimen if the
MRO deems it necessary; and verifying that the laboratory report and the
specimen are correct. The MRO is expected to follow the Medial Review Officer
Manual published by the U.S. Department of Health and Human Services for
tests conducted under this policy.
If the MRO determines that there is a legitimate medical explanation for the
positive test other than the use of a prohibited drug, the MRO shall conclude that
the test is negative and shall not take any further action. If the MRO concludes
that a particular test is scientifically insufficient, the MRO shall conclude that the
test is negative for that individual. If the MRO determines that there is no
legitimate explanation for the positive test other than use of a prohibited drug, the
MRO shall communicate the test results as a positive to the superintendent or
designee.
Designation Of Laboratory
A certified laboratory designated by the board shall perform the testing on
specimens submitted and shall be responsible for performing the required drug
test in accordance with applicable regulations. The lab shall be responsible for
performing the required drug test in accordance with applicable federal
Department of Transportation (DOT) Procedures for Transportation Workplace
Testing Programs 49 CFR Part 40 and, more specifically, as contained in board
policies. The lab shall be a Substance Abuse and Mental Health Services
Administration (SAMHSA) certified approved for DOT drug testing.
Collection Site
A suitable facility agreeable to the certified laboratory and the board shall be the
designated as the collection site for collecting urine specimens.
Forms For Testing
When the person reports to the collection site, the drug screening procedures
shall be explained; and the person shall be asked to assist in completing any
necessary forms. All persons subject to testing for any reason shall be asked to
sign the necessary authorization forms for the test to be performed and for the
testing information to be provided to the MRO and the superintendent or
designee.
Specimen Retention

Retention of specimens for possible future analysis is the responsibility of the lab.
The lab shall retain all specimens for a minimum period of one week. At such
time, negative specimens shall be discarded. Positive specimens shall be
resealed and retained in a separate and secure area for a minimum of one year.
Within this one year period, the person tested, the MRO, or the superintendent or
designee may request in writing that the lab retain the sample for an additional
reasonable period specified in the request. If no proper written request is
received within the one year period, the sample may be discarded.
Any transfer of the original specimen to another laboratory for reconfirmation of
positive results shall follow the chain of custody procedures described in the
regulations contained in 49 C.F.R. Part 40.
Notification And Administrative Processing Of Positive Results
All analytical results, negative and positive, shall be reported by the laboratory to
the MRO within an average of five days after receiving the specimens. The MRO
shall review the individual's medical history, questionnaire, and relevant
biomedical information and interview the person to determine if there is any
satisfactory explanation for the positive results. The MRO may conduct an
additional medical interview with the individual and may require the original
specimen to be reanalyzed if necessary.
The MRO shall advise the superintendent or designee of any positive test results
on external applicants where drug testing has been required and where in view of
the MRO, there is no legitimate medical explanation for the confirmed positive
test result other than the unauthorized use of an illegal drug.
The MRO shall advise the superintendent or designee of any positive employee
drug test results that were done for any reason, so that the superintendent can
consider implementation of disciplinary and/or rehabilitation measures. The MRO
shall also advise the superintendent or designee of negative test results.
Record Retention Confidentiality
Records of drug test results are recognized to be private and sensitive records,
which shall be kept in a secure fashion separate from an employee's personnel
file to maintain confidentiality. Records showing an employee passed a drug test
shall be kept for at least one year. Records showing that an employee failed a
drug test shall be kept for at least five years. These records may be maintained
for an indefinite period of time, beyond the specified minimum as directed by the
superintendent or designee.

Information regarding an individual's drug testing results is confidential and shall
be released only upon the written consent of the individual or in response to a
duly issued subpoena or judicial or administrative order.
Unless precluded by an administrative or court order, the superintendent or
designee shall make a reasonable effort to notify the employee in advance of
compliance with a subpoena or order. Exceptions: Nothing in this policy shall be
construed to prohibit the release and reliance upon drug testing results and
information by the board or superintendent in his/her official capacity in any
administrative or court action by the employee involving the drug test or in any
disciplinary proceeding (administrative or judicial) arising from a violation or
alleged violation of board policy. This shall not be in derogation of any
employee's right to a private hearing under applicable law
General Drug Testing Procedures
The initial test performed on the urine at the laboratory shall be an approved
screening test, which shall be used to eliminate negative urine samples from
further consideration. All specimens identified as positive on the initial test shall
be confirmed using gas chromatography/mass spectrometry (GC/MS)
techniques.
Specimens shall be collected in accordance with Department of Transportation
(DOT) Procedures for Transportation Workplace Drug Testing Program 49
C.F.R. Part 40, which are incorporated herein by reference with the exceptions
as noted in this policy. At least 30 ml. of urine shall be required to complete the
test, or the specimen shall be rejected and must be repeated.
The designated collection site shall have an enclosure within which private
urination can occur, a toilet for completion of urination, and a source of water for
washing hands.
Procedures for collecting urine specimens shall allow individual privacy unless
there is reason to believe that a particular individual may alter or substitute the
specimen as specified in 49 C.F.R. 40.25. Examples of reasonable cause to
believe a specimen will be adulterated or substituted include: the presentation of
urine specimen that fall outside the normal temperature range (90 deg F - 100.0
deg, F); presentation of a specimen with a specific gravity of less that 1.003 and
creatinine concentration below .2g/1; presentation of a specimen that contains
the presence of adulterants; and observation of conduct clearly indicating an
attempt to substitute or adulterate the sample. Under the authority of the Todd
County School Board, employees are required to provide a normal urine
speciman for testing. If the drug screen test result is reported as dilute the

employee must be tested again immediately. The employee will be required to
retest at their expense.
The lab shall follow DOT approved procedures for preparation for testing, chain
of custody, security, privacy, integrity, and identity of specimen and for any
necessary transportation to a laboratory. The person submitting the specimens
shall complete the urine custody and control forms as required by the lab.
Designated Safety Sensitive Positions
For purposes of this policy, the board has determined that all positions with the
Todd County School District are designated safety sensitive positions.
Pre-Employment/Post Job Offer
Pre-employment drug testing shall be required for all positions. Applicants shall
not be given an offer of employment prior to the test. Employment is contingent
upon passing the test with negative results.
Applicants for positions that require drug testing shall report to the designated
collection site upon notification by the superintendent or designee of time and
date to report. The Human Resource Office will conduct the collections and
submit them to the laboratory for testing.
All applicants shall sign an authorization for the tests, which shall release the
MRO to disclose the results of the drug test to the superintendent or designee. In
the event an applicant refuses to execute the appropriate authorization or to
submit to the drug test, the collector shall suspend the procedures at that point
and refer the applicant to the superintendent or his designee.
The MRO shall review the analytical results of the drug test, the individual's
medical history questionnaire, and relevant biomedical information and interview
the applicant, either by phone or in person, to determine whether there is any
satisfactory explanation for a positive result the MRO may conduct an additional
medical interview with the individual and may require the original specimen to be
reanalyzed if necessary. The MRO shall advise the superintendent or designee
of any positive test results where there is not a legitimate explanation for the
positive test. The MRO shall advise the applicant that she/he has tested positive
and if requested shall allow the applicant a reasonable period, not to exceed
three days, to provide additional medical evidence of proper prescription for the
drug(s) which caused the positive test.
Nothing herein shall be construed as requiring the MRO or the superintendent or
designee to disclose to the applicant the drug(s) for which the applicant tested

positive. Rather, it is the applicant's duty to disclose to the MRO and upon
request to provide the MRO with evidence of all drugs taken by prescription. In
the event of a positive test where there is no legitimate medical explanation, the
superintendent or designee shall advise the applicant in accordance with the
Drug Free Workplace Substance Abuse Policy of the conditions that must be met
before the individual could again be considered for employment with the board.
Reasonable Suspicion Testing
Anyone who makes a determination of reasonable suspicion shall have the
proper training.
This testing shall be conducted for an employee whenever the board, through the
superintendent or designee or someone authorized in his/her absence, has
reasonable suspicion that there is a violation of the board's Drug Free Workplace
Substance Abuse Policies.
Once the determination has been made that a employee is to be tested based
upon reasonable suspicion, the employee shall be transported to the collection
site or make other appropriate arrangements for transportation. The collection
site personnel should be notified that the reason for testing is reasonable
suspicion.
Upon arriving at the collection site, the employee shall be asked to sign a release
for testing and to assist in completing the necessary forms for testing. After the
employee has signed the necessary releases for testing, the standard
procedures for drug and alcohol testing should be followed by the collection site
personnel.
Once the procedure has been completed the employee should be transported
back to the superintendent's or designee’s office where the employee shall be
placed on administrative leave with pay until the results of the tests are available
and given instructions to call the superintendent or designee or principal each
workday, before the normal reporting time for that employee, for further
instructions.
If the employee refuses to sign the release or refuses to be tested by the lab, the
employee should be advised that such refusal is insubordination. If the employee
continues to refuse, the employee should be transported back to the
superintendents or designee’s office. The superintendent or designee shall place
the employee on administrative leave with pay with instruction to call his/her
office before the normal reporting time for that employee on the work day
designated by the superintendent or designee (preferably the following day, but
in no event beyond the number of days permitted by board policy for suspension

with pay). If the superintendent or designee feels that the employee is in no
condition to operate a vehicle, then the employee should be transported home. If
the employee insists upon driving the superintendent or designee should tell the
employee that if she/he gets in a vehicle to drive, the superintendent or designee
shall call the sheriffs department and give the law official the vehicle's location
license plate number, etc. An employee who refuses to be tested and/or refused
to sign the release forms is subject to sanctions for insubordination, up to and
including termination.
In the event of positive results, the MRO shall contact the superintendent or
designee who shall consider implementation of appropriate disciplinary and/or
rehabilitative measures.
Random Testing
Random urine drug testing of all employees will be administered at an annual
rate of up to 15% of the average number of safety sensitive positions every 3
months. Of the 15% drawn for testing, 5% will also be subject to alcohol testing.
The superintendent or designee shall designate a percentage up to 25% and no
greater than 25%, and shall provide notice of said percentage to employees in all
positions under this policy and to the board contracted testing facility at least 30
days before implementation of the testing program.
Random testing consists of an unannounced drug test given to a predetermined
percentage of all employees who are selected in a statistically sound random and
unannounced basis.
The information on the dates of random testing, locations, and names of those to
be tested remain confidential prior to testing. The employees covered by this
procedure will be placed in a common pool.
All pre-employment covered employees' positions will be added to the school
district's random pool the date a verified drug test result is received from the
MRO.
The individuals selected for random testing shall be notified the same day the
test is scheduled, and the school district shall ensure that persons selected
proceed immediately to the testing site, preferable within two hours of the
scheduled testing. The supervisor shall explain to the employee that the
employee is under no suspicion of taking drugs and that the employee's name
was selected randomly.
An administrator of the board contracted testing service will treat the board of
education and employees as an individual account. The district shall utilize such

administrative services for purposes of determining who shall be tested
randomly. This service will use a computer based number generated system,
based on an employee's social security number or payroll identification number,
to ensure a true random sampling. This method assures the random selection
process will be objective and anonymous and includes the appropriate
safeguards to ensure that the selected individual's identity cannot be determined
prior to or at the time of the selection. This makes it possible, over a short period
of time, for one employee to be tested several times while another employee will
not be tested at all. This method will ensure that every employee in the random
pool has an equal chance of being selected and tested on each occasion. Any
employee refusing to submit to a random drug test at the time of the request will
be advised that such refusal is considered insubordination and will be subject to
disciplinary sanctions, up to and including termination. Refusal to submit for
random drug testing will be determined as a positive test and will be subject to
sanctions as defined in this policy.
Employees not available for random testing when selected (including those on
medical leave or vacation) will have their names held and tested when they
return if the time of their return is within the same test period. Employees not
tested because they were unavailable during the entire test period may not be
tested during the next testing cycle unless their names are randomly drawn
again.
Changes To Procedures
Procedures may be amended from time to time to facilitate the board's Drug Free
Workplace Substance Abuse Policy as necessary. Changes to this procedure
shall require board review under board policy.
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