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Substance Abuse Policy 
Possession of and/or consumption of alcohol, illegal drugs, paraphernalia or the misuse of prescription drugs is strictly 

prohibited on company property or in company vehicles.  

Any employee taking a legal drug, or other medication, which is known to adversely affect or impair judgment, co- 

ordination, or perceptions must notify his or her direct supervisor or other designated person prior to engaging in 

company business. The supervisor or designated person will determine whether the employee can remain at work or 

whether restrictions are required. 

All employees of J.D.A. Ventures Ltd. are expected to perform to the standards set forth in their respective job 

descriptions. Declines in work performance due to substance abuse will be addressed initially in the same manner as 

performance deterioration for any other reason. However, the use of alcohol or illegal drugs on company premises, in 

company vehicles or while on duty are grounds for immediate dismissal. 

It is the policy of J.D.A Ventures that all employees assist in maintaining a safe and healthy work environment, free from 

the effects and dangers of substance abuse.  J.D.A Ventures concerns are work losses, such as personal loss, property 

and equipment damage resulting from substance abuse.  J.D.A has implemented a substance abuse policy, which is 

directed at protecting the working environment as well as the health and safety of employees, co-workers, and the 

general public.  The substance abuse policy is aimed to combine drug testing, training, and safe work practices to 

maintain a safe work environment. 

Employer’s Responsibilities 
 To inform and educate Supervisors and Employees on this policy and clarify any questions 

 To provide a drug testing process which will help maintain a safe working environment for all employees 

 To maintain an up-to-date list of rehabilitation providers and assist employees where applicable. 

 To ensure all information is kept confidential. 

 To provide safe transport home for any employee who in the employer’s opinion is unfit to drive due to 
impairment by alcohol or drugs. 

 To accommodate any employee who is found to have a dependency on alcohol or drugs by directing them to 
rehabilitation professional. 

Supervisor Responsibilities 
 Knowledge of the policy and how to identify drug and alcohol abuse. 

 Knowledge of how to apply the DAI Policy in the appropriate circumstances. 

Employee Responsibilities 
 To understand and comply with said policy, which includes the safety of themselves and their co-workers 

 To encourage co-workers to comply with said policy 

 To inform their Supervisor, Employer or Safety Supervisor immediately when there is an issues concerning drugs 
or alcohol. 

 To request help to treat an addiction.  

 Employees will not use, possess or offer for sale alcohol or illegal drugs while on company premise or jobsite. 

 Employees will not bring drug paraphernalia onto the work site, including JDA vehicles, company work sites or 
personal vehicles on company work sites.  

 No Employee shall report for duty while under the influence of alcohol or when impaired. (See Concentrations 
Limits Section) 

 To only use prescription and non-prescription medications as instructed and to inform their supervisor where 
the medications may cause impairment. 
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 While in the course of his/her employment when representing the company, employees are 
prohibited from the use of illegal drugs or alcohol. 

 If an employee feels they have a drug or alcohol dependency, that employee is encouraged to notify their 
supervisor for assistance in rehabilitation.  If an employee refuses rehabilitation, that employee is may be 
subject to disciplinary actions which may include termination of employment. 

 Understand that pre-employment drug and alcohol screening may occur for employees. 
Any employee who violates this policy is subject to disciplinary actions that may include termination of employment. 

While under contract, employees will be subject to our customer’s drug and alcohol policy. 

Industry Standards 
J.D.A. Ventures Ltd. will comply with recognized Canadian industry standards. Screening and confirmation tests will be 

conducted consistently with industry standards. 

Concentration Limits 
No employee shall report to work: 

 With a blood/alcohol level that exceeds forty milligrams of alcohol in one hundred milliliters of blood or the 
equivalent concentrations for breath, urine or saliva. 

 While impaired or otherwise unfit for work on account of the use of a prescription or over-the-counter drug. 

 With a drug level for the drugs set out below, equal to or in excess the concentrations set out below. 
 

Initial Test Analyte Initial Test Cut-Off 
Concentration 

Confirmatory Test Analyte Confirmatory Test Cut-Off 
Concentration 

Marijuana metabolites 50ng/ml THCA1 15ng/ml 

Cocaine metabolites 150ng/ml Benzoylecgonine 100ng/ml 

Opiate metabolites    

     Codeine/Morphine2 2000ng/ml Codeine 2000ng/ml 

  Morphine 2000ng/ml 

6-Acetylmorphine3 10ng/ml 6-Acetylmorphine 10ng/ml 

Phencyclidine 500ng/ml Phencyclidine 25ng/ml 

Amphetamines    

     AMP/MAMP4 500ng/ml Amphetamine 250ng/ml 

  Methamphetamine5 250ng/ml 

MDMA6 500ng/ml MDMA 250ng/ml 

  MDA7 250ng/ml 

  MDEA8 250ng/ml 

 
1 Delta-9-terahydrocannabinol-9-carboxylic acid (THCA).  
2 Morphine is the target analyte for codeine/morphine testing.  
3 Either a single initial test kit or multiple initial test kits may be used provided the single test kit detects each  
target analyte independently at the specified cut-off.  
4 Methamphetamine is the target analyte for amphetamine/methamphetamine testing.  
5 To be reported positive for methamphetamine, a specimen must also contain amphetamine at a concentration  
equal to or great than 100 ng/ml.  
6 Methylenedioxymethamphetamine (MDMA).  
7 Methylenedioxyamphetamine (MDA). 

Safety-Sensitive Positions and Functions 
Safety Sensitive positions include any position that may put the worker, a co-worker or a member of the public at risk.  

The following are examples of some Safety Sensitive Positions that may be performed by J.D.A Ventures Ltd. Employees. 

 Working in, or around, any J.D.A. Ventures Ltd. vehicles 

 Working alone 

 Driving/operating mobilized equipment 

 Any operation that requires PPE 



SECTION 18: SUBSTANCE USE / ABUSE 
 

5 
 

Reasons for Testing 

Pre-Employment 
For all applicants applying for a safety sensitive positions. 

Pre-Access 
When a site owner directly or by contract requires site-access testing, J.D.A. Ventures will require alcohol and drug 

testing for any employee in a safety-sensitive position. 

Post-Incident 
Should an work related incident, a medium to high risk incident, or near miss occur and drugs or alcohol may have been 

a factor, testing should occur within 8 hours for alcohol, and 32 hours for drugs after the incident.  Should the employee 

refuse testing, that employee may be subject to examination by a professional. 

When testing is required, a designated company representative will escort the employee to the testing facility to ensure 

the employees safety. 

Results of any drug and alcohol testing will only be released to a company representative (Senior Management / HSE 

Manager). 

Effective October 1, 2006 all incidents and near misses must be verbally reported to the Dispatcher responsible for 

that/those employee(s), as well as to the Safety Supervisor.  A written report will be submitted to the Safety Supervisor 

within 24 hours. 

See JDA’s Risk Assessment Matrix for guidelines for determining a low, medium or high-risk incident. 

Reasonable Cause 
Should management or supervisory personnel have reasonable suspicion that an employee has consumed alcohol or 

drugs, or is abusing alcohol or drugs; the supervisor shall document his or her observations and will report immediately 

to the safety department. Where a customer representative suspects consumption of alcohol or drugs, or that the 

employee is impaired, that the employee may be required to submit to testing in accordance with the above policy. 

Testing based on reasonable suspicion will occur within eight hours for alcohol and 32 hours for drugs. Should the 

employee refuse testing, that employee may be subject to examination by a professional. When testing is required, a 

company representative (safety personnel) will escort the employee to the testing facility to ensure the safety of the 

employee. Results of any drug and alcohol testing will only be released to the designated company representative 

(safety personnel). 

Checklist Supporting Reasonable Cause Testing Referrals 

Instructions for Use: 

1. Testing is only required when there are reasonable grounds to believe alcohol or drug use is a factor in an unfit 

work investigation. 

2. If after consultation and agreement of a second person, the decision is to conduct a test, advise the individual 

they are being referred for an alcohol and drug test. 

3. Once a decision to test is made, make arrangements as soon as possible. Then fill out the documentation form 

with reasons for testing. Items 1-28 on the checklist below identify the combination of indicators that you 

believe provided the grounds for the test. The 14 supplemental comments would not trigger a test, but should 

be referenced as applicable in any documentation. 
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4. No single factor listed below will necessarily constitute an automatic test.  

Question Yes No 

1. Smell of alcohol on breath of person?   

2. Speech:   

a. Slurred?   

b. Confused?   

c. Fragmented?   

d. Slow?   

e. Unusually soft?   

f. Unusually loud?   

3. Disorientation, is the employee confused about:   

a. Where he or she is?   

b. What day or time it is?   

4. Apparent inability to focus on work?   

5. Unusual or unexplained resistance to authority or refusal to follow reasonable directions?   

6. Lack of motor coordination   

7. Skin color:   

a. Pale?   

b. Flushed?   

8. Excessive perspiration?   

9. Bloodshot eyes?   

10. Dilated pupils?   

11. Pinpoint pupils?   

12. Traces of alcohol in any containers?   

13. Confession that employee:   

a. Was drinking alcohol?   

b. Ingesting drugs?   

c. May not be able to pass test   

14. Presence of substances with appearance of drugs?   

15. Drug paraphernalia?   

16. Smell of marijuana?   

17. Mood:   

a. Belligerent?   

b. Moody?   

c. Ecstatic?   

d. More nervous than usual?   

e. Giddy?   

f. Talkative?   

g. Drowsy?   

18. Weariness, fatigue or exhaustion?   

19. Deteriorating physical appearance?   

20. Yawning excessively?   

21. Blank stare or expression?   

22. Sudden and/or unpredictable change in energy level?   

23. Unusually energetic?   
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24. Shaking or trembling hands?   

25. Sunglasses worn at inappropriate times?   

26. Change in appearance after lunch/break?   

27. Breathing difficulties?   

28. Needle marks on arms?   

29. Other signs or explanations?   

Supplemental Comments   

1. Unusually high incidence of colds, flu, upset stomachs and headaches?   

Unauthorised or unscheduled absences?   

Prolonged lunch hours/breaks?   

Excessive trips to rest room?   

Tardiness?   

Unexplained departures from work or disappearances from the job area?   

More than average number of job-related injuries, mistakes or accidents?   

Decrease in efficiency or productivity?   

Careless operation of equipment?   

Careless performance of job?   

Withdrawal and avoidance of peers?   

Complaints from co-workers?   

Excessive absenteeism, especially Monday, Friday, days before or after holidays or paydays?   

Confirmation by other employees?   

 

Special Remote Site Procedure for Reasonable Suspicion of Employees in Safety-Sensitive Positions 
1. Should an employee suspect consumption of alcohol or drugs, or that the employee is impaired, the employee 

shall report their suspicion to Dispatch. 

2. When a call is received to Dispatch regarding possible reasonable cause, Dispatch will attempt to suspend work 

by contacting the nearest supervisor (JDA or customer) and requesting that work is suspended pending 

investigation by the supervisor. 

3. If investigation determines valid reasonable cause, employee will be escorted to nearest testing facility, and a 

replacement employee will be dispatched to complete the job. If the investigation finds that suspicion cannot be 

supported, work shall be resumed.  

Refusal to Test 
In any situation when an employee is required to go for testing, they can refuse to be tested. If an employee refuses to 

be tested, the employee may be subject to a suspension. 

Return to Duty 
For employees who retain employment with JDA following a substance abuse incident must successfully pass a drug 

and/or alcohol test, have participated in an assistance program, and will be subject to unannounced testing for a 

designated period of time.    

Follow-Up Testing 
As part of J.D.A. Ventures Ltd. accommodation and rehabilitation efforts, the employee will agree to follow-up testing at 

regular intervals as recommended by a professional following a substance abuse evaluation. 
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Consequences for Failure to Comply with Policy 
The company will discipline or terminate the employment of an employee who fails to comply with the SA Policy. What 

constitutes failure with the SA Policy is solely within the discretion of the employer but may include the nature of the 

violation, the existence of prior violations, the response to corrective and rehabilitative programs and the seriousness of 

the violation 

The employer may consider rehiring an employee who has been terminated for violation of the SA Policy provided he or 

she provides the following: 

 A certificate from a licensed physician or rehabilitation professional certifying that the person who has been 

terminated has successfully completed his or her rehabilitation program and continues to comply with all the 

requirements of the rehabilitation program. 

 A statement signed by the person who has been terminated, acknowledging that he or she agrees to other 

reasonable considerations imposed by the company. 

Confidentiality 
All drug and alcohol test results are confidential and will only be released to the appropriate manager or HSE manager. 

The managers may release any relevant information to company executives or decision makers as required. 

All records will remain at all times in a locked and secured manner to ensure the privacy of individuals involved. 

It is important that each employee and applicant for employment understand the details of this policy and the 

company’s commitment to have a substance free workforce and workplace. Employees are encouraged to contact their 

immediate supervisor or HSE manager if they have any questions regarding this policy. 
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Figure 1: Revisions 

Date Written / Date of Effect Original Author 

09/08/2010 Mandy Dawson 

 

Date Revised / Date of Effect Author Summary of Changes 

04/27/16 Mandy Dawson  

   

   

   

   

   

   

 


