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1. Introduction 
 

Under the Health and Safety at Work Act 1974, Flintshire County Council is required to ensure, 

as far as is reasonably practicable, the health, safety and welfare of its employees and ensure 

that any risk in the workplace is minimised.  

 

The Council recognises the importance of having a working environment free from the effects of 

drugs and alcohol and seeks to ensure that misuse of drugs and alcohol does not affect the ability 

to work safely and responsibly.  

 

In order to provide a fair and effective approach, the Council has appropriate procedures which 

will be applied where performance and safety are affected by, or allegations are made, in respect 

of drugs and alcohol misuse.  

 

2. Aims of the Policy 
 

The aim of this policy is to: - 

 

 Meet the requirements of legislation including the Health & Safety at Work Act 1974, The 

Misuse of Drugs Act 1971 and The Psychoactive Substances Act 2016. 

 Eliminate the effects of drug and alcohol abuse in the workplace. 

 Develop a support framework for individual employees who wish to overcome long term 

alcohol or drug use and consequent dependency issues. 

 Provide practical guidance on how to deal with alcohol or drug-related problems 

effectively for managers.  

 Promote the health and well-being of employees. 

 Promote a culture which will reduce the tendency to conceal or deny drug or alcohol 

related problems. 

 

3. Scope 
 

This Policy applies to all employees employed by Flintshire County Council. 

 

It needs to be noted however that other groups are not excluded from this policy and a zero 

tolerance approach applies to everyone representing the Council including Elected Members, 

volunteers, contractors, agency workers and relief workers etc. The Council reserves the right to 
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carry out “for cause” testing to these groups; however the residual actions following the test 

result may differ depending on employment status and applicable policies. The definition of “for 

cause” testing can be seen in section 8.1 further in the policy. 

 

Whilst this policy is not automatically enforced in schools, it is recommended to be taken forward 

by head teachers and governing bodies as the standard approach to managing alcohol and 

substance misuse in the workplace. 

 

4. Definition  
 

For the purpose of this policy: 

 

‘Substance & drug misuse’ is defined as using or dealing any legal or illegal substance, prescribed 

and over-the-counter medications, which as a result, can impair someone’s health and 

performance. 

 

‘Alcohol misuse’ is defined as drinking alcohol either intermittently or persistently, to such an 

extent that it interferes, or is likely to interfere, with health or performance at work.  

 

5. Policy 
 

5.1. Wherever an employee informs the Council that they have an alcohol, drug or substance 

misuse problem and is willing to accept treatment under a relevant rehabilitation 

programme (via their GP and / or Occupational Health), this will be recognised as a 

problem of dependence / addiction that requires specialist support, which will be 

appropriately offered and provided to the employee to overcome this. The Council 

believes that the full co-operation of an employee is needed if treatment for drug/alcohol 

dependency is to be successful.  Absence for treatment and rehabilitation will be regarded 

as normal sickness, and normal attendance management procedures will apply. 

 

5.2. Where an employee is aware that they have an alcohol, drug or substance misuse 

problem but has not sought help in advance (of any internal proceedings), or the 

individual refuses to acknowledge a problem and/or refuses to accept the terms of a 

rehabilitation programme, the Council will pursue matters via the disciplinary or 

capability policy and the dependency issues are unlikely to be considered in mitigation. 

The Council acknowledges that admitting a drug and alcohol problem can be very difficult, 
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and that it may take robust challenge about behaviour (please refer to appendix 2) and 

time for the individual to reflect. However, after such attempts, if an individual still 

refuses to accept that a problem exists, then the disciplinary or capability procedure may 

be appropriate. 

 

5.3. If, in connection with an alcohol, drug or substance misuse problem, evidence of any 

criminal activity comes to light, the Council will bring this to the attention of the Police 

and may pursue matters via the disciplinary procedure. 

 

5.4 The misuse of Drugs Act 1971 makes it an offence to possess, supply, offer to supply or 

produce controlled drugs without authorisation. The Council will therefore not allow on 

its premises at any time, the production of, distribution of, the use of, or the possession 

of alcohol or illegal drug substances. Possession or distribution by an employee of any 

illegal substances on Council premises will be reported immediately to the police and 

there is no alternative to this procedure. The Council is also likely to invoke disciplinary 

action under the disciplinary procedure.   

 

5.5 There may be occasions where alcohol has been purchased at lunchtime to be consumed 

at a later time, or purchased as a gift for a colleague. Where possible this should be stored 

in an individual’s own vehicle. Where this is not possible, the alcohol should remain sealed 

at all times and the individual must advise their line manager. 

 

5.6 Searches of work areas / lockers will be carried out where management have reasonable 

grounds to suspect that an employee is unfit/unsafe due to suspicion or allegation of 

drug, substance and/or alcohol misuse. The Council will also investigate accidents and 

incidents at work for signs of drug/alcohol misuse and/or drug dealing. Please refer to 

section 5.4 above. 

 

5.7. The Occupational Health team will offer the advice, support, and counseling which it 

regards as necessary and helpful to the employee.  The OH team will tailor advice and 

treatment to the needs of the individual and, with the employee’s consent, may refer 

them to their local drug/alcohol advice Centre, their GP or hospital.  The OH team will 

seek to rehabilitate the employee back into the workplace and all advice and treatment 

is given in confidence.   

 

5.8 The Council recognises that relapses may occur and reserves the right to revert to 

procedures dealing with unsatisfactory performance and behaviour if relapse is recurrent 
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and/or treatment options have been exhausted.  Each case will be considered individually 

on the Occupational Health / medical advice available. 

 

5.9 Every effort will be made to ensure that after treatment for alcohol or substance misuse, 

the employee returns to their substantive role. If the employee is unable to carry out their 

substantive role, attempts will be made to find suitable alternative employment via the 

medical redeployment process and guidelines. 

 

5.10 Employees’ rights to confidentiality and privacy will be protected; confidential 

information and records of an employee receiving help from Occupational Health or any 

outside agency will not be released without the individual’s consent. 

 

5.11 Where evidence warrants the approach, the Council will inform the Police of illegal drug 

use or any activity or behaviour over which there are concerns as to its legality. For 

example, it would be necessary to report criminal behaviour associated with alcohol use, 

such as driving for work purposes whilst under the influence of alcohol or drugs. 

 

6.  Employees Responsibilities 
 

6.1 Employees are required to adhere to the terms and conditions of this policy and to ensure 

their performance or ability to carry out their activities at work safely and competently is 

not impaired in any way.  

 

6.2 Employees who suspect, or know, that they have a drugs or alcohol related problem are 

encouraged to seek assistance which will be dealt with in a confidential and sensitive 

manner. Help and advice can be sought from their line manager or HR Business 

Advisor/Partner, who will refer the employee to Occupational Health who can provide 

assistance and specialist advice on treatment and rehabilitation. Appendix 1 gives details 

of external agencies where support can be obtained.  

 

6.3 If an employee fails to accept the offer of assistance, their performance, conduct or 

attendance will be dealt with in accordance with the Council’s disciplinary, capability or 

attendance management policies, as appropriate. Each case will be considered 

individually but may ultimately lead to dismissal. 

 

6.4 Employees should inform their line manager if they suspect another employee (or person 

covered in the scope of this policy) is under the influence of drugs or alcohol, which they 
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feel could affect the safety of themselves and others.  Any employees coming forward 

with concerns or suspicions regarding another individual (covered by this policy), will 

remain anonymous and any concerns raised will be treated confidentially and sensitively.  

 

6.5 Consumption of alcohol and drug substances during an individual’s normal working day 

or at any time on Council premises is strictly prohibited. This includes any period of 

overtime, shift work and breaks/rest periods. Any period of standby or emergency call 

out duty is considered as part of the normal working day for the purpose of this policy.  

 

6.6 All employees engaged in work activity or on agreed standby cover, either at home or in 

the workplace, are subject to the procedures outlined in this policy for the duration of 

duty.  

 

6.7 Employees must not operate any machinery or drive any vehicle on behalf of Flintshire 

County Council, in any capacity, including driving to and from work, whilst under the 

influence of drugs or alcohol. 

 

6.8 When representing Flintshire County Council at a formal function outside normal working 

hours, employees are expected to take a responsible attitude to alcohol, bearing in mind 

that they are representing the Council and must uphold its reputation.  

 

6.9 Any employee who is prescribed medication from their general Practitioner/Pharmacist 

and are advised that the medication may have side effects/impact on work, must inform 

their line manager who can seek further advice on potential risks and whether alternative 

work may need to be provided to the employee. 

 

6.10. Employees obtaining treatment or medicines for themselves must be aware of any side 

effects and seek alternatives that do not affect individual performance. Employees can 

seek advice from their General Practitioner/Pharmacist or Occupational Health. 

 

6.11 It is every employee’s responsibility to help ensure a safe workplace. Under Section 7 of 

the Health and Safety at Work Act 1974, employees are required to take reasonable care 

of themselves and others who could be affected by what they do. Employees could be 

liable to charge if their alcohol consumption or drug taking puts safety at risk. 

 

6.12 All employees therefore have a role in helping to identify those who jeopardise safety in 

the workplace by the misuse of alcohol and/or drugs. 
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7.  Roles & Responsibilities of the Manager 
 

7.1 Managers are expected to be aware of, comply with this policy and follow the core 

procedures. Managers must ensure their employees are familiar with the policy and 

understand their role within it. 

 

7.2 Managers should be aware of the effects/signs of employees being under the influence 

of drugs or alcohol and to monitor changes in performance, behaviour, attendance etc. 

Please see Appendix 2 for further information and examples. 

 

7.3 All managers must deal with any concerns raised in a sensitive and professional manner 

ensuring confidentiality is maintained at all times 

 

7.4 If a manager suspects that any employee (or individual in scope of this policy) are in 

possession of illegal substances on Council premises, they must immediately contact their 

Service Manager/Chief Officer and HR Advisor for advice. If it is appropriate to carry out 

a search of the work area, the Manager must arrange for a witness (another manager), to 

carry out the search with them (consideration can also be given to the employee and their 

representative being present at the search, however this is not compulsory). If any 

substances are found following a search, the area will be sealed off and the police will be 

informed immediately. Any employees involved, will be called in for a meeting/interview 

where it is likely suspension will be considered and the disciplinary procedures will be 

evoked. The Council will provide the police with relevant information such as the 

employees name and address, to allow the police to carry out their own criminal 

investigation. 

 

7.5 Managers have a duty of care and where a manager has concerns regarding the 

performance, behaviour, health or safety of an employee due to the suspected use of 

alcohol or drugs, an immediate meeting/interview with the employee (and their TU / 

work based representative, if requested), will need to be arranged. It is also advised that 

the line manager asks for another manager and/or a HR Representative, to attend, as a 

witness. 

 

7.6 If a manager is informed of an allegation that an employee may be unfit/unsafe to work 

due to the effects of drugs/alcohol misuse, then an immediate meeting/interview will be 
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arranged with the employee, who may be accompanied by their Trade Union 

representative or work based colleague. Another manager and/or HR representative 

must attend as a witness.  

 

7.7 During the interview with the employee, the manager will advise them of the allegations 

and a suspension risk assessment will be completed to decide if it is appropriate to 

remove the employee from their duties and responsibilities. 

 

7.8 It may be appropriate as part of this process to arrange for Drug & Alcohol screening (see 

section 8). This decision will be taken in conjunction with a relevant HR Representative & 

Service Manager and the employee will be advised of the reasons for the testing during 

the interview process. Flintshire County Council’s external supplier will then be contacted 

and arrangements will be made for an approved tester to be sent to the premises. Service 

Level Agreements have been made with the supplier, which is that they will be on site 

within 2 hours (although it is likely they will arrive sooner). 

 

7.9 Where the investigation indicates that the employee is fit/safe to return to work, the line 

manager will advise the employee of the outcome and they can return to work with 

immediate effect. 

 

7.10 In all circumstances where an employee has been suspended from duty, the line manager 

will refer the employee to Occupational Health for support pending disciplinary 

investigation.   

 

7.11 Managers have a duty and a responsibility to assess and manage each situation as 

appropriate if they feel an employee is incapable of performing their duties as a result of 

drug/alcohol misuse and is potentially impinging on health and safety at work.   

 

7.12 Advise any contractors, relief workers, agency workers, volunteers (and any other 

individuals within scope of this policy) that the Council has a zero tolerance approach 

towards Alcohol and Drug misuse and that they will not be exempt from any actions under 

this policy. 

 

7.13 Under the Health and Safety at Work Act 1974, managers are required to take reasonable 

care of themselves and others. Managers need to be aware that they have a duty of care 

to deal with alcohol and drug related issues promptly and effectively. If managers are 

unsure of what action to take, they must contact HR for advice and support. Please note 
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in certain circumstances, an employer who does nothing about a drug problem may be 

liable to charges under the Health and Safety at Work Act 1974. 

 

8. Drug and Alcohol Testing 
 

To assist in the implementation of this policy, an established screening procedure to test for 

unauthorised substances in the body (including legal highs) is carried out the following 

circumstances. 

 

 ‘For Cause’ Screening 

 Follow up screening as a responsible employer. 

 

On site testing will generally be by a calibrated alcometer (for alcohol) and urine sample (for 

drugs), but this may vary depending on the circumstances. An outside agency will be employed 

to conduct the tests, which will be carried out in controlled conditions. 

 

8.1. “For Cause” Testing 
 

For Cause testing is undertaken on an individual or group: 

 

 Where there is reasonable suspicion that an individual may either be under the influence 

of drugs or alcohol or has an addiction or substance misuse habit; or 

 When an individual has been involved in an accident or a near miss incident; or 

 When Flintshire County Council has received information relating to potential alcohol or 

substance abuse or addiction. In this case, where the Council believes the information has 

been provided in good faith, the source of the information will not be revealed to the 

individual, however a record will be kept confidentially in HR. 

 

Examples of ‘For Cause’ screening could include: 

 

 Abnormal or ‘out of character’ behaviour. 

 Discovery of an alcohol container with a broken seal. 

 Possession of a controlled substance (which may have been found as part of a random 

search exercise). 

 Signs of current intoxication / impairment. 

 A workplace incident or accident. 
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8.2. Follow up screening as a responsible employer 

 

Where a drug or alcohol dependency problem has been identified, the Council reserves the right 

to subject employees to follow up screening for a period to determine cooperation with any 

rehabilitation programme. 

 

8.3. Testing Procedure 

 

8.3.1 An employee (and all other persons identified within scope of this policy), will be informed 

via their line manager that they have been identified to be tested for alcohol and drugs, 

as well as the reasons, and will be provided with a suitable location giving aural and visual 

privacy. The individual will have the right to be accompanied by a witness, for example a 

Trade Union representative or work based colleague. The individual will be provided with 

a Donor Information Sheet, which explains in detail the testing procedure and they will 

be required to sign a consent form. For alcohol, the company the Council employ to 

conduct the tests will use an electronic breath test device; manufactured by Home Office 

approved companies. The electronic breath test device gives a direct % 000 Blood Alcohol 

Concentration (BAC) reading.  Testing for drugs will be via a collection of urine samples 

for analysis which will be achieved by the use of a portable testing kit for preliminary 

screening. All drug testing will be conducted by an appointed external collection service, 

who will provide competent persons especially trained in urine drug testing and the chain 

of custody process. (Chain of custody is the name given to the procedures that are used 

to ensure that a sample travels in an intact and secure manner from the donor to the 

laboratory). 

 

8.3.2. Employees and individuals have a right to refuse to take a test, however this will then be 

classed as a positive result and appropriate action may be taken. 

 

9. Screening Results 
 

9.1. Immediate actions following an ALCOHOL test result 
 

9.1.1 A record of all tests taken and the results will be held confidentially within HR for 

equality purposes. 
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9.1.2. A negative result will be advised to the employer and the relevant individual, and a record 

made. 

 

9.1.3. Flintshire County Council’s limit is the same as the law on drink driving in England and 

Wales, which is 80 milligrams of alcohol per 100 millilitres of blood, 35 micrograms per 

100 millilitres of breath, or 107milligrammes per 100 millilitres of urine.  

 

9.1.4. If an employee tests at or above 0.8%000 BAC, they are deemed to have tested positive 

and will be immediately suspended from work. The employer will arrange for the 

individuals safe transport home, as they will not be permitted to drive away from the 

workplace. Disciplinary procedures will then be instigated which may result in a summary 

dismissal, even for a first offence. 

 

 

9.2. Immediate actions following a DRUG test result 

 

9.2.1 A record of all tests taken and the results will be held confidentially within HR for 

equality purposes. 

9.2.2 A negative result will be advised to the employer and the individual, and a record made 

(on an employee’s electronic personnel file).  

 

9.2.3 If the urine reading is indicative of recent drug use, the individual will be advised that the 

sample (urine) needs to be analysed in a laboratory (this is classed as a non-negative 

result). The sample, provided under controlled conditions, will be handled in a formal 

chain of custody including maintenance of a split sample. The individual will then be 

suspended from work, pending the result of further laboratory analysis. 

 

9.2.4 Individuals taking the test will have the opportunity to advise the Collector that he / she 

have taken medication prior to the test which may cause a positive result. In this scenario 

a suspension risk assessment will be completed to review if suspension is necessary 

pending the outcome of the laboratory analysis. 

 

9.2.5 The drug screening kits are set to the established Substance Abuse and Mental Health 

Services Administration (SAMHSA) cut off levels which are internationally recognised, 

which are also recommended by the United Kingdom Laboratory Guidelines for Legally 

Defensible Workplace Drug Testing. Employees who are therefore tested positive are 

classed as working whilst being “impaired” putting their own and others health and safety 
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in danger. Being impaired / under the influence whilst at work will be classed as gross 

misconduct under the disciplinary procedures. 

 

10. Supporting Policies 
 

Depending on the circumstances, one or more of the following Policies and Procedures will apply: 

 

 Disciplinary Policy 

 Capability Policy 

 Attendance Management 

 Flexible Working 

 

11. Monitoring and Review 
 

The policy will be reviewed to ensure compliance with changes in employment legislation or 

recommended best practice.  
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Appendix 1 
 

Sources of Help – Useful Organisations 
 

If you are concerned about your own drug/alcohol habits, or that of a family member, you can 

seek advice from your doctor, or from your local drug and alcohol misuse advice team. 

 

 

Wales Drug and Alcohol Helpline 

Telephone: 0808 8082234 

This is a free and bilingual telephone helpline providing a single point of contact for anyone in 

Wales wanting further information and/or help relating to drugs and/or alcohol. This service is 

available 24 hours a day, 7 days a week.  

www.dan247.org.uk 

or text Dan to 81066 

 

NHS Direct Wales 

Telephone: 0845 46 47 

www.nhsdirect.wales.nhs.uk 

 

Occupational Health Department 

Telephone: 01352 702777 

 

FRANK 

Information, help and advice on the risk of drugs 24 hours a day, 7 days a week. 

Telephone: 0300 1236600 (please note this is not a bi-lingual helpline) 

Text: 82111 

www.talktofrank.com 

 

http://www.dan247.org.uk/
http://www.nhsdirect.wales.nhs.uk/
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Appendix 2 
 

Signs of employee using drugs and/or alcohol 

 

Drug/alcohol misuse may manifest itself as signs/symptoms which can be visible in the 

workplace.  

All of the signs below may be caused by many factors, and should be regarded only as indications 

that an employee may be misusing drugs/alcohol.  

 

 Increased sickness absence 

 Impaired job performance; lack of concentration, unreliability, difficulty meeting 

deadlines 

 Poor time-keeping; late into work, early leaving work, late returning from lunch 

 Frequent accidents 

 Poor relationships with colleagues, customer and managers 

 Unusual irritability or aggression 

 Sudden mood changes 

 A tendency to become confused 

 General neglect of appearance including cleanliness and personal hygiene 

 Dishonesty and theft 

 Slurred speech, hand tremors 
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Appendix 3 – Guidance on Alcohol Consumption  
 

It is important for employees to be aware that the effects of drinking alcohol may continue for a 

considerable period of time after drinking has finished.  Alcohol depresses brain function and 

may affect judgement, self-control, skills and performance.  The potential influence of alcohol in 

an individual constitutes an avoidable risk to health and safety. 

There have been a number of genuine reports of individuals failing the breathalyser test the 

morning after the night before.  If you enjoy drinking it would be foolish to ignore the warning 

that these cases provide by assuming it only happens to very heavy drinkers.  People's perception 

of heavy drinking varies considerably, and consumption which some people regard as normal 

drinking can lead to problems of this type. 

It is possible that employees could unknowingly jeopardise their own safety and the safety of 

others by failing to appreciate how long it can take for the body to dispose of alcohol.  The 

following information is provided so that individuals can ensure that they are not affected by 

alcohol whenever they report to work and to ensure that unnecessary risk to themselves, their 

colleagues and the public is avoided. 

Measurement of Alcohol Consumption 

The conventional way of measuring alcohol consumption is based on the standard unit of alcohol.  

Obviously there are large differences in the alcohol concentration of different beverages, such as 

spirits, wine, beer, etc.  There is also a great deal of variation in the alcohol content or strength 

within a particular class of drink; beers can range in their alcohol content from 2 units per pint to 

several units per pint.  The following table is a guide to the strength in units of alcohol for many 

familiar drinks.   

 

How Many 'Units' In Your Drink 

The unit content of alcoholic drinks can be worked out by multiplying the volume of the 

drink in ML by the alcohol by volume (ABV) and dividing the result by 1000. 

Beers and Lagers Spirits 

Ordinary strength 

beer or lager 

½ pint 

1 pint 

1 can 

1 

2 

1½ 

1 standard single measure in most of 

England & Wales (1/6 gill) 

1 

Export beer 1 pint 

1 can 

2½ 

2 

1 standard single measure in Northern 

Ireland (¼ gill) 

1½ 
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Strong ale or beer ½ pint 

1 pint 

1 can 

2 

4 

3 

1/5 gill measure 1¼ 

Extra strength beer or 

lager 

½ pint 

1 pint 

1 can 

2½ 

5 

4 

¼ gill measure served in some parts of 

Scotland 

1½ 

Ciders Table Wine 

Average cider ½ pint 

1 pint 

1 can 

1½ 

3 

6 

(including 

cider wine 

and barley 

wine) 

1 standard glass 

1 bottle 

1 litre bottle 

1 

7 

10 

Strong cider ½ pint 

1 pint 

quart 

btl 

1½ 

3 

6 

Sherry and Fortified Wine 

1 standard small measure 

1 bottle 

1 

12 

 

 

Estimating the Duration of Alcohol Breakdown 

 

Alcohol is broken down by the body in the liver at a fairly constant rate.  None of the popular 

'sobering up' remedies such as drinking coffee or taking exercise make the liver work faster.  On 

average it takes 1 hour for the body of a healthy 70kg male* to get rid of 1 unit of alcohol.  If 

during an evening an individual consumes 10 units of alcohol between 8 and 11pm, at a fairly 

constant rate, it is unlikely that they will be free from alcohol before 6am the following morning.  

If an individual consumes 24 units during an evening, at a fairly constant rate, it would be unlikely 

that he/she would be free from alcohol before 8pm the following evening.   

 

You may estimate your total consumption on any one occasion by referring to the above table.  

The figure obtained by totalling up the number of units consumed will give the number of hours 

required to become alcohol free.  If drinking takes place at a fairly constant rate, the number of 

hours may be added onto the time at which drinking began to estimate the time that you are 

likely to become alcohol free.  Below are some typical examples: 

 

*In general the blood concentration in females reaches a higher concentration than in males for 

the same quantity consumed: female are therefore advised not to apply these estimates but to 

seek further advice from the Occupational Health department if required. 
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Begin drinking at 8pm – finish at 12 midnight 

Drinks consumed 3 pints strong ale or lager 

1 double whisky 

12 units 

2 units 

Total 14 units 

Average male not free from alcohol before (8pm + 14 hours) = 10am next day. 

   

Begin drinking at 7pm – finish at 10pm 

Drinks consumed 1 bottle of red wine 

1 double brandy 

7 units 

2 units 

Total 9 units 

Average male not free from alcohol before (7pm + 9 hours) = 4am next day. 

 

Begin drinking at 8pm – finish at 11pm 

Drinks consumed 8 pints of ordinary strength lager 16 units 

 

Average male not free from alcohol before (8pm + 16 hours) = 12 midday next day. 

 

Begin drinking at 1pm – finish at 2.30pm 

Drinks consumed 3 pints of ordinary strength lager 6 units 

 

Average male not free from alcohol before (1pm + 6 hours) = 7pm the same day. 

 

However, if the rate of alcohol consumption is heavier towards the end of the evening or 

period, then the calculation should take place from the time drinking finished.  For example: 

 

Begin drinking at 8pm – finish at 11pm 

Drinks consumed between 9-10pm 

Drinks consumed between 10-11pm 

2 pints ordinary strength beer 

3 double whiskies 

4 units 

6 units 

Total 10 units 

Average male not free from alcohol before (11pm + 10 hours) = 9am next day. 

 

 

It is essential to appreciate that these are estimates based on the average male.  Some individuals 

may get rid of alcohol a bit faster, but more importantly others may take longer than suggested 



Alcohol & Substance Misuse V6 Dec16  20 
 

by the above examples.  Since it is not possible to say which individuals will take longer than 

average, individuals should allow for this and aim to be free from the influence of alcohol well 

before the commencement of duties.  Furthermore, because of individual variation, under no 

circumstances whatsoever should you adopt a less cautious approach to your drinking habits 

because of this information – it is intended solely as a guide to avoid drinking habits that could 

lead to problems. 

 

Finally, for general health and well-being it is important to maintain sensible drinking habits.  If 

any individuals would like further confidential advice they may contact the Occupational Health 

Department. 
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Appendix 4 – Urine Drug Testing – Drugs of Abuse Cut off Levels 
 

Drug Group / Type Cut off for 

Screening 

(ng/mL) 

Confirmation by Drug Cut Off for 

Confirmation (ng/mL) 

Cannabis 50 Delta-9-THC Acid 15 

Cocaine 300 Benzoylecgonine 

Anhydroecgonine 

150 

150 

Opiates 300 Codeine 

Morphine 

6-MAM (Heroin) 

Dihydrocodeine 

300 

300 

10 

300 

Methadone 300 Methadone 

EPPD 

250 

250 

Amphetamines 300 Amphetamine 

Methamphetamine 

MDA, MDMA, MDEA 

200 

200 

200 

Benzodiazepines 200 Oxazepam 

Amino Nitrazepam 

Temazepam 

Nordiazepam 

Flunitrazepam (Rohypnol) 

Diazepam 

100 

100 

100 

100 

10 

10 

Buprenorphine 5 Buprenorphine 

Norbuprenorphine 

5 

5 

Propoxyphene 300 Propoxyphene 

Norpropoxyphene 

300 

300 

Barbiturates 200 Amobarbital 

Butabarbital 

Pentobatbital 

Phenobarbital 

Secobarbital 

150 

150 

150 

150 

150 

Katamine 500 Ketamine 

Norketamine 

200 

200 

 

 

Synergy Health, who are our current suppliers of drug testing work to cut off levels recommended 

by the United Kingdom Laboratory Guidelines for Legally Defensible Workplace Drug Testing. 


