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Drugs and Alcohol

Signs of Intoxication

When putting a drug and alcohol
policy together, the workplace
must give thought to how one
would recognise that an employee
was unwell and/or a risk to
themselves and to others. Possible
signs for alcohol intoxication
might include: unsteady gait,
fumbling, lack of focus in gaze,
mumbling, slurred incoherent
speech, disoriented appearance,
stupor or coma and impairment

in attention or memory, change in
behaviour.

Signs of amphetamine
intoxication include presentation
of either extreme euphoria,
hypervigiliance, paranoia, anger,
irritability, pressured speech,
dilated pupils, sweats and chills
that are not temperature related,
vomiting, agitation, confusion,
seizures, disorientation, confusion
and physical agitation.

Criteria for cannabis intoxication
are reddened eyes, increased
appetite, dry mouth, possibly
perceptual disturbances, slow gait,
impaired coordination, paranoia
and/or euphoria. These lists are
not exhaustive and the intoxicated
person should always be reviewed
by a medical practitioner. If it is
not feasible to have the person
reviewed medically because of the
size or location of the workplace,
then there is an option of training
peers to recognise signs of
impairment.

Cut-Off Points

When introducing drug testing

substance abuse. For example, in
some workplaces, the minimum
cut-off point is 100 ug/l; in

other workplaces it is 50 ug/l for
cannabis testing. The higher the
cut-off point, the more risk there is
that recent cannabis use will not be
detected.

Confidentiality

The other concern is confidentiality.
Taking prescription medication
may influence the results of

the test, and it is necessary for
employees to advise company
testers of any medications that
they may be on. However some
companies insist that employees
advise their supervisors about
prescription medications for safety
reasons. Whilst it is correct that
some prescription medications
will affect safe operation of
equipment; is it necessary to
advise supervisors of this? What
about trusting employees to be
responsible for themselves?

This is essentially an industrial
relations issue and a privacy

issue that needs to be negotiated
between the relevant stake-holders,
and the Privacy Commissioner
and legal representatives. If
supervisors are to be privy to such
information, then they need to be
trained in ethics and maintaining
confidentiality.

Test Result Records

There is the matter of how long
records of drug and alcohol
test results should be used as
an indication of performance.
Is the slate to be wiped clean
each year, or should testing be

employee refuses to be tested?
How does this refusal fit in

with disciplinary procedures?

In the matter of Larkin v Boral
Construction Materials Group Ltd
2003 (WAIRC 07963, 20 March
2003) the employer terminated an
employee’s employment, after the
employee refused to submit to a
drug and alcohol test. The West
Australian Industrial Court of
Appeal ruled that the termination
was an “oppressive exercise” of the
employer’s right to dismiss. Any
disciplinary action in connection
with testing or refusal to be tested
needs to be done with appropriate
legal advice and in conjunction
with other company policies.
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