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1. Overview 
 
The District Council of Elliston is committed to striving for a drug and alcohol free workplace to provide a safe 
and healthy environment for its workers, contractors, visitors and the general public.  The principle of 
tolerance applying to illicit drugs and the legal limit of blood alcohol by any law, or 0.05 whichever is the 
lesser taking precedence. 
 
Council is committed to ensure that drugs, alcohol and other substance abuse has no adverse impact on the 
health and safety of all workers, contractors visitors and general public at the District Council of Elliston work 
sites. 

  

 

 

 

 

2. Definitions  
 

Worker  As defined in the S.A. WHS Act 2012, a person is a worker if the person 
carries out work in any capacity for a person conducting a business or 
undertaking, include work as:  

a) An employee; or  

b) A contractor or subcontractor; or  

c) An employee of a contractor or subcontractor; or  

d) An employee of a labour hire company who has been assigned to 
work in the person’s business or undertaking; or  

e) An outworker; or  

f) An apprentice or trainee; or  

g) A student gaining work experience; or  

h) A volunteer; or  

i) A person of a prescribed class.  

Fit for Work To be fit for work, a worker must not be under the influence of drugs, alcohol 
or any other substances and must be in the appropriate physical and mental 
state to perform their duties competently and in a manner that does not put 
the health and safety of themselves or others at risk. 

Illegal Drugs Use of drugs such as heroin, amphetamines, cocaine and cannabis are illegal 
and are prohibited from Council’s workplaces.  They can significantly impair 
an individual’s work performance and can substantially increase the 
probability of a work place accident.    

Chain of Custody As per Donor Declaration the ‘chain of custody’ verifies that the specimen 
given by the donor is the actual specimen that is sent for further analysis at 
the laboratory. 
 

 

 
SIGNED: 

 
………………………………… 

 Chief Executive Officer  

 Date:  _____/_____/_____  

http://www5.austlii.edu.au/au/legis/sa/consol_act/whasa2012218/s7.html
http://www5.austlii.edu.au/au/legis/sa/consol_act/whasa2012218/s7.html
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3. Procedure 
 

The personal possession, consumption, sale or distribution of illicit drugs on or in a District Council of Elliston 
(DCE) workplace and perimeters is strictly prohibited.   
 
To ensure a safe and healthy workplace, workers (when requested by the CEO, Department Manager or 
Supervisor) will be required to undertake a drug screening process, involving a saliva or urine test for drugs 
and either blood or a breathalyser test for alcohol.   
 
Screening processes shall be carried out in private, in the workplace.  All participating workers will be 
informed of the results as soon as they are available. 
 
When a saliva or urine test indicates a positive reading then a further sample will be required to be sent away 
for an analysis by an independent laboratory.  If the laboratory sample returns as a positive result, further 
action will be undertaken, this may include disciplinary action. 

 
3.1 Screening Processes 

 
The types of drug being tested for using saliva or urine testing are: 
 

a) Stimulants: 
o Amphetamines; Speed, Ice, Ecstasy etc 
o Cocaine; Cocaine hydrochloride and crack cocaine 

b) Depressants: 
o Alcohol 
o Benzodiazepines; Sedatives, sleeping pills, mini tranquilizers 
o Cannabis; Marijuana, Hash, Hash Oil 

c) Narcotics: 
o Opiates; Heroin, Morphine and Codeine  

d) Hallucinogens: 
o Psilocybin; Peyote and Mescaline, LSD 

 
An alcohol breathalyser test will be the primary test at work for the presence of alcohol.  Only a medical 
practitioner may take a sample of blood for alcohol testing. 
 

3.1.1 Screening 
 

The District Council of Elliston will ensure that only appropriately trained sampling technicians will 
conduct four types of screening (depending on circumstances): 

 
a) Incident Screening – will occur when there has been an accident or incident involving injury 

to a person or damage to property. 
 

b) Cause Screening – will occur where a Supervisor or Department Manager has reason to 
believe that a worker is affected by a possible intake of drugs or alcohol. 
 
This type of testing will occur where there are reasonable grounds to suspect that a worker is 
effected by ingestion or effects of drugs or alcohol.  A criterion that may lead to cause testing 
includes, but not limited to: 
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• repeated unexplained absence or lateness 
• repeated management concerns about poor performance or achievement 
• a series of small accidents/incidents 
• a worker’s behaviour, actions, appearance or conduct suggest that they may be 

under the influence of drugs or alcohol 
• fighting or arguments in the workplace 
• an unexplained drop in performance  
• physical signs and behaviour such as dilated pupils, droopy eyelids, bloodshot eyes, 

slow and slurred speech, slow gait, unusually high energy levels or disorientation; 
• changes in alertness (falling asleep, attention span difficulty, problems with short 

term memory) 
• changes in personality from previous history 
• emotional signs such as mood swings; or 
• any other unusual or out of character behaviour 

 
c) Random Testing – where workers are required to undertake a drug and alcohol test at a 

time nominated by Council’s sampling technician. 
 
Workers will be selected as a group e.g. all Lock employees or all Elliston employees.  
Random testing will be carried out by an appropriately trained sampling technician using 
mouth (saliva) test for drugs and an Alcolizer breath analysis instrument for alcohol. 
 
Participating workers will be selected by the sampling technician.  Workers will then be 
directed to attend the screening process at a specific time and place (notification time will be 
short).  Non-attendance (without due cause) will be marked in a worker’s personnel file as 
refusal to undertake a test which will have the same disciplinary action as a positive result. 
 
All screenings are undertaken in a neutral location within the workplace, away from the 
mainstream workforce.  Each screening is conducted in private, with the sampling technician, 
however, the worker may select a witness, if desired.  
 
The actual drug screening mouth swab used on the worker is known as a ‘primary sample’.   
 
All screening results will remain confidential between the worker and the CEO and the 
relevant Department Manager. 

 
Prior to their individual screening each worker will be asked a series of six questions: 
 

1) Have you taken anything orally in the previous ten minutes? 
2) Have you consumed any alcohol in the previous 8 hours? 
3) Have you taken any illicit (illegal) drugs in the previous 24 hours? 
4) Are you currently under the effects of any illicit drugs? 
5) Are you taking any pharmaceutical drugs? 
6) Are you at present on any medication? 

 
Should a worker respond with a “yes” to any of these questions then further information will 
be required (i.e. evidence of the medication being taken).  Any information provided is taken 
seriously and disciplinary action may occur if a worker provides false information. 
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All testing devices used will meet the relevant Australian standards. 
 

d) Test Refusal - should a worker refuse to undertake a screening test, it will be noted in their 
personnel file, and as a result the same disciplinary action as a positive result may ensue.  
Once this is explained to the worker and they then choose to undertake the screening test 
and the result is negative, a file note of the initial refusal will be recorded in their personnel 
file and they may resume their normal duties. 

 
e) Test Tampering – should a worker be found to of tampered, adjusted or interfered with in 

any way a test sample, report or in any way cause a false or incorrect result to be received by 
the Council, instant dismissal shall occur. 

 
3.2 Post Alcohol Screening Process 
 

3.2.1 Non - Negative Result 
 
In the event of a negative reading the worker will be immediately advised of the result and the worker will 
resume normal duties. 
 
Each result is recorded on screening documentation by the sampling technician and a copy will be made 
available to the worker and the Senior Management Team. 
 
A summary report is prepared for the CEO at the conclusion of testing each day. 

 
3.2.2 Positive Result 
 
In the event of a positive reading, the worker will be immediately advised of the result.  No opinions or 
comments are offered or considered by the sampling technician. 
 
The result is recorded on screening documentation. The documentation records the time and date of the 
screening, the activities the worker was undertaking immediately prior to the screening, the workers 
details, the screening number and the result. 
 
The worker is able to offer any comment on the positive result, should they choose to.  Any discussion on 
the positive result is strictly between the worker and the sampling technician. 
 
The worker will be requested to wait another 30 minutes without consuming any food or beverage for a re 
test to occur. 
 
The result is recorded on screening documentation. The documentation records the time and date of the 
screening, the activities the worker was undertaking immediately prior to the screening, the workers 
details, the screening number and the result. 
 
The worker is invited to sign the documentation. 
 
Any worker returning to work after being stood down will be subject to another alcohol breathalyser test 
prior to commencing their next working day. 
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3.3 Post Drug Screening Process 
 

3.3.1 Non - Negative Result 
 
In the event of a non - negative reading the worker will be immediately advised of the result and the 
worker will resume normal duties. 
 
Each result is recorded on screening documentation by the sampling technician and a copy will be made 
available to the worker and the Senior Management Team. 
 
The sample is immediately disposed of by the sampling technician.  
 
A summary report is prepared for the CEO at the conclusion of testing each day. 
 
3.3.1 Positive Result – Saliva or Urine Testing 
 
In the event of a positive reading the worker, the CEO and relevant Department Manager are immediately 
advised of the result.  No opinions or comments are offered or considered by the sampling technician. 
 
The result is recorded on the screening documentation.  The worker is invited to sign the documentation.  
The documentation records the time and date of the screening, the activities the worker was undertaking 
immediately prior to the screening, the workers details, the screening number and the result. 
 
The worker is able to offer any comment on the positive result, should they choose to.  Any discussion on 
the positive result is strictly between the worker and the sampling technician. 
 
In the event of a positive result the “chain of custody” process will immediately take place. 
 
A primary laboratory sample will be taken and prepared in the presence of the worker for analysis at an 
accredited laboratory.  The vial is sealed with a “chain of custody” seal. 
 
The sampling technician will forward the vial of the primary sample to the laboratory for analysis of the 
screen. 
 
The laboratory is to supply a certificate of their independent screening results to Council’s Senior 
Management Team. 
 
If the worker had previously indicated the use of prescription medication and this may be the cause of the 
positive result, the sampling technician will liaise with the local pharmacist and seek an indication whether 
the positive result is conducive with the medication being taken.  This being the case, the worker can 
resume normal duties. 
 
In the intervening period whilst awaiting the results of the analysed screening result, the worker who has 
not declared any use of prescription or illicit drugs the worker is to be stood down with pay, until further 
written notice from the Council.  Assistance will be provided to that worker to arrive home safely.  No 
worker will be permitted to work until the laboratory results have been confirmed. 
 
If a confirmed positive test result is returned, the results will be forwarded onto a qualified Medical Review 
Officer (MRO).  Council and the sampling technician will select a MRO from a selection list provided by 
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the Civil Aviation Safety Authority (CASA).  The MRO will determine if the result recorded could be as a 
result of legitimate therapeutic treatment or another source.  The MRO may request the worker to attend 
an interview. 
 
If the MRO is of the opinion that the result could have been the result of legitimate therapeutic use or 
some another source then the result is to be considered negative then no further action will be required. 
 
If a worker returns a confirmed positive result due to an illegal drug substance, the stand down period will 
be deducted from the workers accrued leave, on the basis that the worker is deemed unfit for work.  If the 
worker has no leave available the time off work is deemed without pay. 
 

4. Responsibility  
 

Any worker or employee attending work at a Council work site under the effects of alcohol or an illicit drug will 
not be permitted to commence or continue work.  A breach of this shall lead to disciplinary action, which may 
include dismissal or cancellation of contract. 
 
All workers have a duty of care and they must advise their manager or supervisor if someone at work may be 
affected by drugs and/or alcohol.  Managers will then assess the situation and an appropriate course of action 
will be taken. 

 
5. Disciplinary Process 
 
The disciplinary process will be the responsibility of the CEO and the relevant Department Manager and will 
involve the following steps: 
 
First Positive Test 
 

1. The employee is deemed unfit for work and is stood down without pay for the remainder of that shift and 
any on-going shifts 

2. Their file is amended to include the breach and a written warning given that the next offence shall result in a 
final written warning 

3. The employee shall be counselled about the safety hazards created by the use of performance impairing 
substances and recommend attendance at a drug and alcohol awareness program  

4. An employee shall not resume work until a negative test result has been achieved 
5. An employee who has tested positive may be re-tested twice in the next six months additional to any 

instance where they are nominated in the random testing process 
6. Further breaches of this policy could lead to the review of employment status, which may lead to 

termination. 
 
Second Positive Test 
 

7. The employee is deemed unfit for work and is stood down without pay for the remainder of that shift and 
any on-going shifts 

8. A final written warning is recorded in the employee’s personnel file and a warning given that the next breech 
shall result in the termination of the employee’s contract of employment 

9. The employee shall be counselled about the safety hazards created by the use of performance impairing 
substances and the employee shall be required to attend a drug and alcohol awareness program. If the 
employee does not attend the program the employee’s contract of employment will be terminated  

10. An employee shall not resume work until a negative test result has been achieved 
11. An employee who has tested positive may be re-tested twice in the next six months additional to any 

instance where they are nominated in the random testing process 
12. Warnings are valid for period of twelve months 
13. Further breaches of this policy could lead to the review of employment status, which may lead to 

termination. 
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6. References  
 
South Australian Work Health and Safety Act 2012  

7. Related documents  
 
Code of Conduct for Council Employees 
 
Fitness for Work Policy 

 
Employee Assistance Program Policy 
 
Employee Assistance Program Procedure 
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