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POLICY STATEMENT 

The use of drugs and alcohol in the workplace and the consequence of such activity is a growing 
concern in all segments of public and private industry. Experience and scientific study have 
demonstrated that the effects of drugs and alcohol continue long after use. 

In an effort to provide public safety, to reduce the chances of occupational injuries and accidents, 
and to protect the reputation of the Jackson County School District, this school district shall be in 
full compliance with the Ominbus Transportation Employee Testing Act of 1991. The policy and 
procedures for compliance shall be in effect beginning January 1, 1995. 

GENERAL GUIDELINES 

In order to comply with the federal regulations, applicants for and current employees in safety-
sensitive positions will be required to participate in this drug and alcohol testing program. 
Employees in a safety-sensitive position shall be defined as an employee with a commercial 
driver’s license and who drives a vehicle for the purpose of transporting pupils on behalf of the 
Jackson County School District. 

Compliance with this policy shall be under the supervision of the Director of Transportation and 
Insurance (Drug Testing Coordinator). In the event the Drug Testing Coordinator is unavailable, 
the Assistant Superintendent at the Central Office shall act as the Assistant Drug Testing 
Coordinator. 

EMPLOYEE TRAINING AND CONSENT 

All covered employees will receive training and/or educational materials about the drug and 
alcohol testing program, and the effects of drug and alcohol abuse on health, safety and the work 
environment. All covered employees are required to have on file a signed “Statement of Consent” 
for drug and alcohol testing. 

DISCIPLINARY PROCEDURES AND PROHIBITED ACTIVITIES 

Prohibited activities include but may not be limited to: 

1. The unauthorized use, being under the influence, and unlawful possession 
or distribution of controlled substances and/or alcohol is prohibited while on 
school property or while executing job responsibilities. 

2. Testing positive for one (1) or more of five (5) controlled substances. 

3. Failure to report to the Drug Testing Coordinator or Assistant Coordinator 
within twenty0four (24) hours any criminal conviction for a drug statue 
violation. 

4. Refusing to submit to a drug or alcohol test as required by the regulations. 

5. Failure to cooperate with collection employees. 

6. Failure to report to his/her immediate supervisor the use of a prescription 
drug which may cause impairment in judgment. Use of prescription drugs 
must be limited to the person for whom the prescription was originally 
written. 
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7. Attempting to adulterate or substitute a specimen. 

8. An employee who voluntarily advises his/her supervisor or employer that 
he/she has a problem with drug or alcohol abuse. 

Violation of the above stated activities will result in termination of employment and referral to a 
Substance Abuse Professional. An employee may re-apply for employment upon evidence of 
completion of a rehabilitation program, evidence of clear drug tests, and a twelve (12) month 
waiting period from the date of termination. Any retesting or treatment will be done at the 
employee’s expense. 

Any employee in a safety sensitive position shall not drive a vehicle for the purpose of transporting 
students while taking any prescription or over-the-counter medications which may cause 
impairment in judgment. Prescription drugs must be limited to the person for whom the 
prescription is written. Violation may result in termination or suspension for twenty-four (24) hours 
without pay, and require evidence of a clear drug test before returning to work. Any retesting or 
treatment will be done at the employee’s expense. 

TYPES OF REQUIRED TESTING 

Pre-Employment Testing 

All applicants for safety-sensitive positions are required to submit to a drug and alcohol screen 
before employment or actual performance of duties. 

Random Testing 

Random testing will be conducted at an rate of 50% for both drugs and alcohol. A computerized 
random selection procedure will be used. There is an equal chance of being selected with each 
random schedule. 

Reasonable Suspicion and Supervisor Training 

Reasonable suspicion testing will be conducted when a trained supervisor observes an 
employee’s action, behavior, or appearance that is characteristic of drug or alcohol misuse. All 
supervisors who are responsible for making reasonable suspicion determinations will receive 
training on the physical, behavioral, and performance indicators of probable drug and alcohol 
abuse. 

Post Accident Testing 

Post accident testing will be conducted when an employee is involved in an accident which 
involves either a fatality or a citation issued to the bus driver. The alcohol test must be conducted 
within eight (8) hours following the accident. The drug test must be conducted within thirty-two 

(32) hours following the accident. 

Return to Duty/Follow-up Testing 

Any time an employee has a positive test of drugs or alcohol, a Return to Duty test will be required. 
The employee will also be referred to a Substance Abuse Professional and a recommended 
course of treatment will be prescribed. All re-analysis or other testing will be performed at the 
employee’s expense. Any time an employee is terminated, he/she must wait a minimum of twelve 
(12) months before re-applying for employment. A series of clean drug tests is also required prior 
to re-application. 
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SUBSTANCE SCREENING 

Controlled Substances 

Testing will be done to detect the presence of marijuana, cocaine, opiates, amphetamines, and 
phencyclidine. Detection of any of the above controlled substances will be considered a violation 
of this policy. 

Alcohol 

Testing may be done to detect the presence of alcohol. Any test result greater than 0.02 is 
considered positive. A test result greater than 0.02 and less than 0.040 will constitute a violation 
of the policy and be subject to suspension for twenty-four (24) hours without pay, and require 
evidence of a clear drug test before returning to work. Any retesting or treatment will be done at 
the employee’s expense. A test result greater than or equal to 0.040 will result in termination of 
employment and referral to a Substance Abuse Professional. An employee may re-apply for 
employment upon evidence of completion of a rehabilitation program, evidence of clear drug tests, 
and a twelve (12) month waiting period from the date of termination. Any retesting or treatment 
will be done at the employee’s expense. 

REPORTING OF TEST RESULTS AND APPEAL OF TEST RESULTS 

The laboratory shall forward all test results to the Medical Review Officer (MRO) for review and 
interpretation. After review by the MRO, all negative test results are reported to the employer in 
writing. The MRO may not notify the employer of a positive test result before contacting the 
employee to determine if there is a legitimate medical explanation for the positive test. Upon 
verification of the positive result, the MRO shall provide written notification to the employer and 
the employer shall take the appropriate action to remove the employee from safety-sensitive 
duties. 

The employee has seventy-two (72) hours after MRO notification of a positive test result to request 
a split sample re-analysis. The employee must contact the MRO, not the testing laboratory, for 
split sample re-analysis. The employee may specify the same or another NIDA laboratory to 
perform the re-analysis. The employer has no obligation regarding the cost of re-analysis or 
testing. 

EMPLOYEE ASSISTANCE PROGRAM 

Treatment and counseling services for drug and alcohol abuse are available to employees 
through various agencies and facilities. Any employee requiring these services will be given a list 
of the agencies/facilities providing such services. Questions concerning services available or 
other questions related to any part of this policy should be directed to the Drug Testing 
Coordinator or Assistant. 

COLLECTION PROCEDURES 

A recognized National Institute on Drug Abuse (NIDA) certified laboratory will be selected to 
conduct testing on behalf of the Jackson County School District. Collection procedures and testing 
methodology as specified in the Omnibus Transportation Employee Testing Act of 1991 will be 
followed. These shall be contained in the Drug Testing Procedures Manual of the Jackson County 
School District. Current procedures of methodologies will be distributed to all covered employees. 
Changes in requirements will be communicated to all covered employees immediately after 
notification is received and notice given to the school board 
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CONFIDENTIALITY OF RECORDS 

All records related the drug and alcohol testing program are confidential and will be treated as 
such by anyone authorized to review test results. 

RELEASE OF RECORDS 

No employee records can be released to another employer without the employee’s written 
consent. However, if an employee initiates a grievance, hearing, lawsuit, or makes application for 
workman’s’ compensation, unemployment, or other benefit payments, the employer may release 
relevant information to the decision maker without written consent. 

RETENTION OF RECORDS 

All “Negative” test results will be maintained for a period of two (2) years. All “Positive” test results 
will be maintained for a period of five (5) years. 
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JACKSON COUNTY SCHOOOL DISTRICT DRUG TESTING PROCEDURES  

Collection Site  

On-Site Collection  

In order to comply with the federal regulations, applicants for and current employees in safety-
sensitive positions will be required to participate in this drug and alcohol testing program. 
Employees in a safety-sensitive position shall be defined as an employee with a commercial 
drivers license and who drives a vehicle for the purpose of transporting pupils on behalf of the 
Jackson County School District.  

Collection will be done on-site at the separate attendance centers. Off-site collection will be done 
at a location specified by the designated collection company.  

Compliance with this policy shall be under the supervision of the Director of Transportation and 
Insurance (Drug Testing Coordinator). In the event the Drug Testing Coordinator is unavailable, 
the Assistant Superintendent at the Central Office shall act as the Assistant Drug-Testing 
Coordinator. 

 

Collection Procedure  

Step 1: Upon arrival at the collection site, the collection site person will request the 
employee being tested to present a photo ID or driver’s license as proof of identity. If the 
employee does not have proper identification, the collection site person will make a 
notation on the chain of custody form and ask the employer’s representative to visually 
ID the employee. 

Step 2: The collection site person will explain the collection procedure to the employee 
and provide the appropriate collection container. 

Step 3: The employee will collect a minimum of 45 mls (milliliters) of urine as instructed 
for the drug screen and/or submit to a breath analysis for alcohol. 

Step4: Immediately after collection, the collection site person will check the urine 
container temperature monitor and inspect the specimen. (Any unusual findings will be 
noted on the chain of custody form). 

The collection site person will split the urine specimen into two (2) samples with a minimum of 30 
mls in the primary container and 15 mls in the split container.  

If a sample appears adulterated, another sample will be collected under “direct observation” and 
both specimens forwarded to the testing laboratory. Section 40.25 (e)(2) sets out the only four (4) 
circumstances where direct observation is appropriate. 

1. The employee has presented a urine specimen that falls outside the normal 
temperature range, and the employee declines to provide a measurement 
of oral body temperature by sterile thermometer, as provided in paragraph 
(f)(23) of the part, or the oral temperature does not equal or exceed that of 
the specimen. 

2. The last urine specimen provided by the employee (i.e., on a previous 
occasion) was determined by the laboratory to have a specific gravity of less 
than 1.003 and a creatinine concentration below .2 g/L. 
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3. The collection site person observes conduct clearly and unequivocally 
indicating an attempt to substitute or adulterate the sample (e.g., substitute 
urine in plain view, blue dye in specimen presented, etc.). 

The employee has previously been determined to have used a controlled substance 
without medical authorization and the particular test is being conducted as a part of a 
rehabilitation program or on return to service after any required rehabilitation. 

Step 5: During the employee’s presence, the collection site person will seal the urine 
specimen with a tamper proof security seal (across the cap and down both sides of the 
container) and affix an identification label on the container. 

Step 6: The employee will verify information on ID label, initial the security seal, read 
and sign the certification statement on the chain of custody form. 

Step 7: The collector will sign the chain of custody form and give employee the 
appropriate copy. 

Step 8: The collection site person will forward the sealed urine specimen and chain of 
custody form to the testing laboratory. 

An employee may be asked to remove unnecessary outer garments and/or bulky items from 
pockets when entering the collection site. 

INSUFFICIENT SPECIMEN PROCEDURE 

Shy Bladder 

1. Employee will be allowed to consume up to 24 ounces of fluid. 

2. Employee has two (2) hours to give an appropriate specimen. If 
unsuccessful, the employer must be notified.  

3. The employer must refer the employee for medical evaluation and if no 
legitimate medical explanation is found, it is considered a refusal to test. 

Shy Lung 

1. If the employee cannot provide adequate breath for alcohol testing, the 
employer must refer the employee for medical evaluation and if no 
legitimate medical explanation is found, it is considered a refusal to test. 

The employer is under no obligation to pay any cost related to the medical evaluation. 

 

  



Descriptor Term:  GBRM 
DRUG TESTING POLICY  ISSUE DATE:  12-05-1994 

Jackson County School District  Page 7 of 7 

 

TESTING METHODOLOGY 

Controlled Substances  

The initial screen is performed by Enzyme Multiplied Immunoassay Technique (EMIT) for the 
presence of marijuana, cocaine, opiates, amphetamine, phencyclidine, or alcohol.  

The confirmation of all positive initial screens is performed by Gas Chromatography/Mass 
Spectrometry (GC/MS). 

 

Drug classes and detection limits: 

Drug Class 
Initial Screen 

Cutoff Levels 

GC/MS Confirmation 

Cutoff Levels 

Marijuana Metabolites 50 ng/ml 15 ng/ml 

Cocaine Metabolites 300 ng/ml 150 ng/ml 

Opiates Metabolites 300 ng/ml 300 ng/ml 

Amphetamine 1000 ng/ml 500 ng/ml 

Phencyclidine 25 ng/ml 25 ng/ml 

 

Alcohol 

The initial screen and the confirmation of all positive results will be performed by using an 
Evidential Breath Testing Device (EBT). Any test result equal to or greater than 0.02 alcohol 
concentration is considered positive. Anytime an employee tests positive for alcohol equal to or 
above 0.02 BAC and less than 0.039 he/she must not perform any safety sensitive duties for a 
minimum of twenty-four (24) hours. 

These procedures are to serve as a guideline and may not include all specific details. Any 
questions regarding these policies should be directed to the Drug Testing Coordinator or 
Assistant. 

 

 

This policy is not any employment contract but a policy in response to a growing problem 
in the workplace. 

Legal Reference: Ominibus Transportation Employee Testing Act of 1991. 
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