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FRMAT Substance Use and Misuse Policy 

1.       Introduction 

1.1 The Trust acknowledges that there is a growing problem, nationally and locally, of 
persons using legal and illegal substances and that this could affect any employee 
regardless of age or status. 

 
1.2 The Trust further recognises that issues related to alcohol and other substance 

misuse could impact on the services it provides if employees are under the influence 
of one or more substances.  

 
1.3 The Trust recognises that the use of alcohol and other drugs can become a problem 

when taken continually, repeatedly or occasionally and the effects (or after-effects) of 
the substance can interfere with that person's health and/or work performance. 

 
1.4 The Trust also recognises that when an employee is under the influence of alcohol or 

other substances the risk of them being involved in an accident, making an error of 
judgement, and/or for reduced performance increases.   

 
1.5 The Trust will provide a supportive environment in which an employee is encouraged 

to voluntarily seek help for a substance-related problem by informing their line  
Manager.  (See Appendix 1) 
 

1.6 Employees must notify their manager immediately should they be prescribed 
medication, or plan to take over-the-counter medicines that may cause side effects 
that impair their ability to undertake their duties safely and effectively due to 
underlying conditions. 

 
1.7 The Trust is committed to dealing with this problem.  The Disciplinary Procedure will 

be automatically considered for any employee found to be under the influence of 
alcohol or other substance in the workplace who has not previously declared a 
substance related problem.  (See Appendix 2)  

2.       Purpose or aim 

2.1 Enable Trust Managers to manage the health and safety risks associated with 
substance misuse issues in the workplace, ensuring that: 
 
2.1.1 The health and safety of the individual employee and/or others (employees 

and service users) is not compromised because of any substance that they 
may have taken/used. 

 
2.2 Help towards ensuring that employees work within the Code of Conduct, which 

makes specific reference to the use of alcohol or other substances. 
 
 

2.3 Provide information to Employees and Trade Union representatives about 
recognising alcohol and other substance related problems in the workplace. 

 

 

 



 

3. Equal opportunities 

3.1 The policy must always be applied fairly and in accordance with employment law  and 
 the employer’s equal opportunities policy. 

4.       Action 

4.1 There are two routes of action that will be taken when a manager is aware that an 
employee has a substance misuse problem: 

 
4.1.1 Employees who acknowledge, of their own accord, that they have a substance 

misuse problem will be given help to seek appropriate support to deal with the issues.  
(See Appendix 1) 

 
4.1.2 Employees found to be under the influence of, or taking of alcohol or illegal 

 drugs whilst at work will be dealt with under the Trust’s Disciplinary  Procedures.   
          (See Appendix 2) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix 1  

SUBSTANCE MISUSE IN THE WORKPLACE 



 

PROCEDURE 
 

MANAGEMENT AND SUPPORT OF AN EMPLOYEE WHO VOLUNTARILY 

STATES THAT THEY HAVE A SUBSTANCE MISUSE PROBLEM 
 
1. When an employee notifies a line manager of a substance related problem the 
 following guidelines will apply: 
 
1.1. Do not be judgmental. 

 
1.2. Arrange to speak with the employee in private, allowing the employee the time to 

express their concerns.   
 
1.3. Explain that you will need to contact HR and Occupational Health who will give 

further advice about this guidance and how it can support both the employee and 
line managers. 

 
1.4. Consideration should be given to whether it is safe for the employee to continue to 

work that day, contact HR for advice if the safety of the employee or others may be 
at risk.  

 
1.5. If it is agreed that the employee would not be safe at work, advise the employee to 

go home.  This will be classed as sickness absence until further information can be 
obtained. 

 
1.6. Where appropriate, a referral will be made to Occupational Health for advice.  The 

circumstances, any previous concerns, and details of the role that the employee 
undertakes will be shared.   

 
1.6.1. An employee may also be signposted to appropriate agencies in support of the 

referral to Occupational Health. If the employee acknowledges a substance misuse 
problem and seeks help, then a support ‘contract’ can be proposed, and the 
manager should seek support from HR. 

  
 
2.  Follow the guidance from Occupational Health: 
 
2.1. Commence monitoring of the employee using the Managing Attendance and 

Capability at Work Procedures. 
 

2.2. Allow reasonable time off to attend appointments with Occupational Health and 
external support agencies. 

 
2.3. Meet regularly with the employee to discuss their progress. 
 
2.4. Be aware of the possibility of relapse when the employee may be under the 

influence of a substance whilst at work and be prepared to take follow up action as 
appropriate. 

 
3.0  Support contract  
 
3.1 This will take the form of regular meetings with the manager, HR, Occupational 

health, and may involve input from an employee's General Practitioner with employee 
agreement, and, in some cases an external specialist organisation.   



 

3.2 The employee must agree not to be under the influence of alcohol or any other 
substance whilst at work.  This includes smelling of alcohol or displaying the after-
effects of substance misuse during working hours. 
 

3.3 The employee will be reviewed under Managing Attendance and Capability 
procedures as a way of formally monitoring progress. 

 
3.4 Failure to engage in supportive interventions by the Trust or to be under the influence 

of any substance whilst at work could lead to disciplinary action.   
 
3.5 Withdrawing from a substance misuse problem is not easy and there will be times 

when the employee breaks an aspect of the support contract.  Discretion, with 
appropriate advice from Occupational Health and HR, will be used to support the 
employee through relapses. 
 

3.6 If there is a serious breach of the support contract or the employee does not remain 
focused on tackling the problem, disciplinary action may commence at the 
appropriate level.  Disciplinary action will always be the first consideration in 
instances where the health and safety of the employee or others is compromised. 
 

3.7 Any support contract will require the completion of a risk assessment.  
 
4.0 If the ‘support contract’ is broken: 
 
4.1 The Trust will refer to the appropriate policy Management of Attendance, 

Capability or Disciplinary procedure at the appropriate level. 
 

 

 

 

 

 

 

 

 

 

 

Appendix 2:  

 
Employees found to be under the influence of alcohol/other substance whilst 

at work, who have not previously notified their Manager  
 
1.  The Code of Conduct: 
 



 

1.1. Employees need to be aware that management will make reference to the “Trust 
Code of Conduct” which makes reference to alcohol and substance misuse. 

 
2.  This Appendix will apply when: 
 
2.1. The employee has not previously notified the Trust that they have a problem related 

to a substance. 
 

2.2. The Manager has reasonable reason to believe that an employee is under the 
influence of alcohol or other substance whilst at work, or 

 
2.3. The employee has broken the trust and confidence of the employer because of 

actions they have taken outside of work. 
 
3.  Action 
 
3.1. The Manager will be required to take action when: 

 
3.1.1. An employee starting, or returning to, work appears to be under the influence of 

alcohol or any other substance; or 
 
3.1.2. An employee is found to be taking, or using, any substance at work. 

 
3.2. When the employee’s actions fall under the Code of Conduct, the Trust 

Disciplinary procedure will be used. 
 

3.2.1. If this occurs the Manager may contact HR for immediate advice, which could, 
depending on circumstances, involve suspending the employee.   

 
3.2.2. There may be the opportunity for an employee to access support (as Appendix 1) in 

the same way as an employee who has volunteered to use the Policy.  In these 
circumstances (as Appendix 2) entry into a support contract will only take place as 
an outcome of a disciplinary process. 

 
3.3. The safety of the employee and/or others is paramount, as is the reputation of the 

Trust.  This will be the overriding consideration when deciding the level of action to 
take. Any agreed action will include the completion of a risk assessment. 

 
 

4.  Activities outside work 
 
 In some instances, activities outside work can lead to a loss of trust and confidence 

in an employee.  When this type of activity is related to a substance misuse issue, 
this guidance will be applied, irrespective of whether the activity occurred at or away 
from work.  

 
5.  Testing 
 
 The Trust does not test employees for the evidence of any substance within their 

bodies.  This includes random testing, post incident testing or where an employee 
may request it to demonstrate that they do not have a substance in their body. 
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