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CONTROLLED SUBSTANCE & 

ALCOHOL TESTING POLICY 

 

REVISED : AUGUST 1, 2007 

 

1.0 POLICY 
 

1.1 It is the policy of the City of Sedalia to provide safe, dependable, and economical services to its 
citizens and to comply with the requirements of federal law and regulations related to the Drug 
Free Work Place Act of 1998 and the Omnibus Transportation Employee Testing Act of 1991. It is 
also the policy of the City of Sedalia to provide healthy, satisfying, working environments for its 
employees.  

 
1.2 To meet these goals, it is the policy of the City of Sedalia to insure that its employees are not 

impaired in their ability to perform assigned duties in a safe, productive and healthy manner; to 
create a work place environment free from the adverse affects of alcohol and controlled substances 
abuse or misuse; to prohibit the unlawful manufacture, distribution, dispensing, possession or use 
of alcohol and controlled substances.   

 
1.3 The City of Sedalia recognizes the misuse of legal drugs for other than their intended purposes by 

employees as a significant health problem that may affect job performance. 
 
1.4 The City has a special concern about the use and abuse of alcohol because alcohol can affect an 

employee’s productivity and efficiency, jeopardize the safety of the employee, co-workers, and the 
public, and harm the reputation of the City and its employees. 

 
1.5 It is City policy to encourage employees to seek professional assistance when personal problems, 

including alcohol and controlled substance dependency, adversely affect their ability to perform 
assigned duties. 

 
2.0 PURPOSE 

 
2.1 The purpose of this policy is to assure worker fitness for duty and to protect employees and the 

public from the risks posed by the use of alcohol and controlled substances. It is also the purpose 
of this policy to comply with all applicable federal and state regulations governing work place 
alcohol and controlled substance abuse programs mandated under the above-noted acts. These acts 
mandate controlled substance urinalysis and breathalyzer alcohol tests for safety sensitive 
positions and prevent performance of safety-sensitive functions when there is a positive test result. 
The federal law has also established standards for collection and testing of urine and breath 
specimens, the reporting of certain drug-related offenses, protective measures for certain 
employees tested, for the preservation of confidentiality, and for certain reporting. 

 
2.2 The City of Sedalia believes that its employees are its most valuable assets. Thus, a primary 

objective of the policy is to ensure that public safety and the welfare of our employees are not 
endangered as a result of substance abuse. Additionally, the City is committed to provide an 
employee with an opportunity for recovery and rehabilitation enabling the affected employee to 
return to a satisfactory performance level. 

 
3.0 CONFIDENTIALITY 
 

3.1 Records 
3.1.1 All records developed and/or acquired pursuant to this policy shall be maintained under 

strict confidentiality by the City of Sedalia, the testing laboratory, the Medical Review 
Officer, and the Substance Abuse Professional, when and as applicable.  
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3.1.2 The records shall be maintained separately from other personnel records kept by the City 
of Sedalia and shall be kept in a secured location with other medical records.  

3.1.3 The City of Sedalia may use the test results to determine the appropriate response to 
employee controlled substance or alcohol use, to support its disciplinary actions and/or in 
defense of the City. 

 
3.2 Release of Materials 

3.2.1 Materials shall not be released to others without the written consent of the affected 
employee, except under provisions provided in the federal regulations, as needed with 
regard to the rehabilitation contract, in litigation or quasi-judicial and administrative 
proceedings related to positive test results and/or to matters initiated by an employee. 

 
4.0 APPLICABILITY 

 
4.1 All employees of the City of Sedalia are subject to this policy. All employees are subject to the 

following types of controlled substance and alcohol testing: pre-employment as described in 
Section 9.1, reasonable suspicion as described in Section 9.2, post-accident as described in 
Sections 9.3, and return-to-duty as described in Section 9.5 and follow-up testing to rehabilitation 
programs as described in Section 9.6.  
All employees listed in Section 4.1.1 are subject to all of the tests listed above as well as random 
controlled substance and alcohol testing as described in Section 9.4. 
4.1.1 The following employee positions are subject to random controlled substance and alcohol 

testing as outlined in this policy. This policy applies to all safety-sensitive employees 
who perform safety-sensitive functions as these persons and activities are defined in the 
Omnibus Transportation Employee Testing Act and its implementing regulations. 
4.1.1.1 As required by the Department of Transportation, employees occupying the 

following positions that have a Commercial Driver’s License are subject to 
Federal Highway Regulations (49 CFR Part 382). 

Public Works Department: Superintendent, Assistant Superintendent, 
Assistant Superintendent-Mechanic, Crew Supervisor, Senior 
Equipment Operator, Equipment Operator, Mechanic, 
Maintenance Worker, Senior Lab Technician, Wastewater 
Plant Operator II, Wastewater Plant Operator I, Plant 
Maintenance Mechanic, Lab Technician  

Cemetery Department: Sexton, Crew Leader, Senior Equipment 
Operator, Equipment Operator 

Parks Department: Maintenance Technician II, Maintenance 
Technician III 
 

4.1.1.2 Employees occupying the following positions are designated as safety-sensitive 
positions. 

Police Department: All sworn police officers, including Reserves, and 
non-sworn communication officers.  

Fire Department: Fire Chief, Deputy Fire Chief, Assistant Fire Chief, 
Battalion Chief, Fire Captain, Fire Driver/Engineer, 
Firefighter, Fire Inspector 

Public Works: Director, Public Works Service Worker 
Parks Department: Superintendent, Assistant Superintendent, 

Maintenance Technician II (non-CDL), Maintenance 
Technician I 

Cemetery Department: Senior Equipment Operator (non-CDL) 
 

5.0 DEFINTIONS 
 
5.1 Commercial vehicle – as defined in the statues requiring commercial driver’s license (CDL). 
 
5.2 Delay – any failure to immediately report to the test site to participate in the required testing under 

this policy. 
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5.3 Safety-sensitive – position that, if an employee is impaired, poses an immediate safety threat to the 
public or other employees.   

 
5.4 Immediate safety threat – a situation where the employee, or another employee, will be unable to 

intervene and/or rectify the threat or mistake.   
 

5.5 Observable reasons – factors in relation to Reasonable Suspicion testing, including, but not limited 
to: slurred speech; alcohol odor on breath; unsteady walking and movements; accident involving 
City property; physical altercation; unusual behavior; possession of alcohol or drugs; information 
obtained from a reliable person with personal knowledge; disorientation or job impairment; 
inability to perform employee’s job in a routine manner; glassy eyes; drowsiness; euphoria; mood 
swings; inattentiveness; excitement or confusion; irritability; aggressiveness; intoxicated behavior 
without odor of controlled substances and/or alcohol. 

 
5.6 MRO – Medical Review Officer per Section 14.3 

 
5.7 SAP –  Substance Abuse Professional per Section 14.4 

 
5.8 Notification of Supervisor – any employee required by this policy to give notice to a supervisor 

shall do so prior to beginning his/her next work shift.   
 

6.0 POLICY ADMINISTRATOR 
 
6.1 Unless otherwise designated by the City of Sedalia in writing, the City Administrator shall be 

designated as the controlled substance and alcohol policy administrator for the City of Sedalia. 
Any inquiries concerning this policy, its application, its administration, or its interpretation shall 
be made to the policy administrator. 

 
6.2 The City Administrator hereby designates the City Clerk to be identified to the public and to the 

employees whose incumbent is the primary person responsible for implementation and 
administration of this policy under the supervision of the City Administrator. 

 
6.3 The policy administrator shall develop and maintain a current list of the positions that are 

governed by this policy. The list shall be available for inspection in the City Clerk’s office of the 
City of Sedalia. Individuals who are applying for positions with the City of Sedalia and affected 
employees shall be notified of the positions that are covered by this policy. 
 

7.0 ALCOHOL & CONTROLLED SUBSTANCES PROHIBITIONS 
 
7.1 An employee is prohibited from the operation of a commercial motor vehicle and/or from 

engaging in any work related functions while consuming alcohol; while consuming a controlled 
substance; while under the influence of a controlled substance; while having a blood alcohol 
concentration of 0.02 or greater; within four (4) hours of consuming alcohol; after refusing to 
submit to a controlled substance and/or alcohol test; and from consuming alcohol within eight (8) 
hours after an accident as specified in this policy. 

 
7.2 An employee is prohibited from the unauthorized possession of alcohol and of controlled 

substances at any time.  Employees in positions defined in Section 4.1.1 of this policy are required 
to report to the City any arrest for a drug or controlled substance offense including the use, sale, 
distribution or possession during working or non-working hours. An employee who fails to report 
such an arrest is subject to disciplinary action up to and including dismissal. 

 
7.3 Any employee whose job performance requires the possession of a driver’s license and/or CDL 

and who loses the driver’s license and/or CDL for a violation of or as a consequence of the law 
may be subject to disciplinary action up to and including termination from service. The suspension 
of a driver’s license and/or CDL shall be considered the same as the loss of the license for the 
purposes of this policy. The employee shall notify his/her immediate supervisor of the loss of the 
driver’s license and/or CDL. Failure to notify the policy administrator of the loss of the driver’s 
license and/or CDL shall result in immediate disciplinary action. 
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7.4 Any employee in violation of this policy is considered to have committed misconduct and is 
subject to consequences as defined in the City Personnel Manual.   

 
8.0 MEDICATION 
 

8.1 Notice to Supervisor: When dangerous drugs, controlled substances, narcotics, or hallucinogens 
are prescribed for use during work hours, or the side effects could be experienced during work 
hours, the employee shall notify the immediate supervisor. An employee taking any substance, 
including over-the-counter medicines, which may interfere with safe job performance, must notify 
the immediate supervisor. 
8.1.1 Prescribed Medication: An employee shall not report for duty or remain on duty when 

using, under the influence of, or possessing any controlled substance, unless the 
substance is a medication prescribed for that employee and the employee has been 
instructed by a physician or dentist that the substance does not adversely affect the 
employee’s ability to safely, effectively, or satisfactorily perform job duties. 

8.1.2 Over-the-Counter Medication: An employee shall not report for duty, nor remain on duty, 
when the employee uses over-the-counter medication that interferes with the safe, 
effective, or satisfactory performance of duty or that the employee should reasonably 
know has such effect. 

 
8.2 Illegal Use of Legal Drugs: An employee shall not use or be under the influence of legal drugs that 

are being used illegally. 
 

8.3 Detectable Level of Drugs: An employee shall not have a detectable level of dangerous drugs, 
controlled substances, narcotics, or hallucinogens in urine or bloodstream, except in relation to a 
valid personal prescription. 

 
9.0 TESTING CIRCUMSTANCES 

 
9.1 Pre-employment Testing 

9.1.1 Pre-employment controlled substance urinalysis testing shall be required of all applicants 
for positions defined in Section 4.1.1.1 and may be required of all applicants for other 
positions covered by this policy as a condition of employment. Testing requirements for 
any open position shall be specified in the vacancy notice and/or job description of the 
position.   
9.1.1.1 Employees applying for a promotion, transfer or re-applying for employment 

with the City of Sedalia shall be considered new applicants for the purposes of 
this policy.   

9.1.1.2 Applicants required to submit to testing must satisfactorily pass all tests as the 
final condition prior to commencing employment. The failure of a controlled 
substance or alcohol test disqualifies an applicant from employment for a period 
of at least 120 days.  

9.1.1.3 To be considered for future employment, an applicant must pass a controlled 
substance urinalysis and/or alcohol test. 

 
9.2 Reasonable Suspicion Testing 

9.2.1 Reasonable suspicion testing shall be used to determine fitness for duty evaluations, 
including appropriate urinalysis and/or breath testing when there are objective observable 
reasons to believe that controlled substance or alcohol use is adversely affecting an 
employee’s job performance or that the employee has violated this policy.   
9.2.1.1 Reasonable suspicion referral for testing shall be made on the basis of 

documented objective facts and circumstances which are consistent with the 
effects of substance use.  

9.2.1.2 Reasonable suspicion observations and reports can only be made by supervisory 
or management personnel who are trained to detect the signs and symptoms of 
controlled substance and alcohol use and who may reasonably conclude that an 
employee may be adversely affected or impaired in the employee’s work 
performance due to the use of the controlled substance or alcohol.  

9.2.1.3 The observing supervisor or manager, whether or not the person is the 
employee’s immediate supervisor, is required to complete the appropriate 
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required documentation concurrently with the observation and consideration to 
impose reasonable suspicion testing. 

9.2.2 Reasonable suspicion testing shall be required and completed whenever possible within 
two (2) hours of the observation, but in any case no later than before eight (8) hours after 
the observation for breath alcohol testing and thirty-two (32) hours for controlled 
substance testing. 

 
9.3 Post Accident Testing 

9.3.1 Post accident testing shall be required to test employees after a vehicular accident in 
which a fatality has occurred, or when a traffic citation is issued after an accident.  
9.3.1.1 When a citation is issued, testing shall be required where injury to a person 

requires treatment at a medical facility or where disabling damage to one or 
more vehicles requires towing from the accident site to occur. Testing shall 
include both breath alcohol and controlled substance urinalysis testing of the 
employee(s). 

9.3.2 Post accident testing shall be completed whenever possible within two (2) hours of the 
accident occurrence, but in any case no later than before eight (8) hours after the accident 
for breath alcohol testing and thirty–two (32) hours for controlled substance testing.  
Whenever testing is delayed, appropriate documentation of the reason for the delay shall 
be required.   

9.3.3 To insure testing accuracy, an employee involved in an accident shall refrain from 
alcohol consumption for eight (8) hours following the accident. 

 
9.4 Random Testing 

9.4.1 Random testing shall be conducted on all persons covered by this policy, as specified in 
Section 4.1.1.  

9.4.2 Random testing shall be unannounced and conducted with unpredictable frequency 
throughout the year using an established scientifically based selection method.  

9.4.3 Testing shall be conducted whenever and as ordered by appropriate supervisory 
personnel but no less frequently than required by federal law and regulations, and in such 
numbers as is minimally determined under the regulations. 
9.4.3.1 In accordance with applicable Federal regulations, the pool of employees 

specified in Section 4.1.1.1 of this policy shall be randomly tested for controlled 
substances to insure that no less than fifty (50) percent of the employees 
specified are tested per calendar year.  Additionally, no less than ten (10) 
percent of employees specified in Section 4.1.1.1 of this policy shall be 
randomly tested for alcohol per calendar year. 

9.4.3.2 The pool of safety-sensitive employees specified in Section 4.1.1.2 of this policy 
shall be randomly tested for controlled substances to insure that no less than 
twenty (20) percent of the employees specified are tested per calendar year.    

 
9.5 Return to Work Testing 

9.5.1 Return to work controlled substance urinalysis and alcohol testing for all employees 
covered by this policy shall be required for all employees who previously tested positive 
on a controlled substance or alcohol test.  

9.5.2 Before returning to work, the employee must test negative on all required tests and be 
evaluated and released to return to work by a SAP.  

 
9.6 Follow-Up Testing 

9.6.1 Employees returning to work as specified in Section 9.5 shall be required to submit to at 
least six (6) random controlled substance urinalysis and breath alcohol tests in the twelve 
(12) months following their return to work.   

9.6.2 Random follow-up testing shall be extended for a period up to sixty (60) months from an 
employee’s return to work date. Any such extension shall be communicated to the 
employee in writing by his/her supervisor.   
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10.0 TESTING CONTROLS 
      
10.1 Alcohol 

10.1.1 Federal regulations require breath testing to be done on Evidential Breath Testing devices 
approved by the National Highway Safety Administration.  

10.1.2 An initial screening test is conducted first. Any result that is less than 0.02 blood alcohol 
concentration is considered negative. 

10.1.3 If the blood alcohol concentration is 0.02 or greater a second confirmatory test must be 
conducted.  
10.1.3.1 Any employee who tests with a blood alcohol concentration between 0.02 and 

0.039 shall be removed from service without pay for at least twenty-four (24) 
hours. 

10.1.3.2 Any employee who tests with a blood alcohol concentration of .04 or greater 
shall not be permitted to resume work until the employee is: evaluated by the 
SAP; and complies with the rehabilitation contract if such is required; and has 
tested negative in a follow-up test. 

10.1.4 Any employee who is found to have engaged in prohibited alcohol conduct under this 
policy shall be immediately removed from work-related activity. 
 

10.2 Controlled Substances 
10.2.1 Controlled substance testing is conducted by analyzing an employee’s urine specimen 

performed at a laboratory certified and monitored by the U.S. Department of Health & 
Human Services for the following controlled substances: Marijuana (THC metabolite); 
Cocaine, Amphetamines, Opiates (including Heroin), Phencyclidine (PCP). 

10.2.2 The testing for controlled substances is a two stage process. First, a screening test is 
conducted. Lack of presence of the substances specified in Section 10.2.1 shall constitute 
a negative test result. 

10.2.3 If the test is positive for one or more of the controlled substances, a confirmatory test is 
conducted for each identified controlled substance. The confirmatory test is a gas 
chromatography/mass spectrometry (GC/MS) analysis. 
10.2.3.1 An employee who tests positive on the confirmatory test shall be interviewed by 

the City of Sedalia MRO.  
10.2.3.2 The employee shall be immediately removed from work-related activities and 

placed on unpaid leave status and the employee shall not be permitted to resume 
work until the employee is evaluated by a SAP; and complies with the 
rehabilitation contract if such is required; and has tested negative in a follow-up 
test. 

10.2.4 Any employee who questions the results of a required controlled substance urinalysis test 
under this policy may request that an additional test be conducted.  
10.2.4.1 The test must be conducted on a split sample that was provided at the same time 

as the original sample and the test analysis shall be conducted at a different 
qualified laboratory than where the original test was conducted. The method of 
collecting, storing, and testing the split sample required under this policy shall 
be consistent with the procedures established in 49 CFR Part 40. 

10.2.4.2 All costs for employee-requested testing shall be paid by the employee unless 
the second test invalidates the original test.  

10.2.4.3 An employee’s request for a re-test must be made to the MRO within seventy-
two (72) hours of the notice to the employee of the initial test result. Requests 
made after the seventy-two (72) hour limit will only be accepted if the delay was 
due to documented facts that were beyond the control of the employee. 

 
11.0 TESTING REFUSAL OR DELAY 
 

11.1 Any employee who fails to submit to the required testing under this policy is considered to have 
tested positive and shall be subject to all of the consequences that follow related to positive 
testing.   

 
11.2 Any employee ordered to test shall report immediately to the test site upon being ordered to 

submit to testing. No delay of any type shall be granted or taken. Delay in reporting by the 
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employee shall be treated as refusal to test and shall subject the employee to all of the 
consequences that follow related to positive testing.  

 
11.3 Failure to provide a sufficient sample or for providing an adulterated sample shall be considered as 

a refusal to test and shall subject the employee to all of the consequences that follow related to 
positive testing.  An employee shall be given up to three (3) hours and forty (40) ounces of fluid to 
provide the required sample.   
11.3.1 An employee unable to provide a specimen due to “shy bladder” conditions shall have 

five (5) working days to be examined by a physician for a “shy bladder examination”.  A 
valid medical reason for failure to provide a sufficient sample shall result in another test 
order and shall not be considered a refusal to test.   

 
12.0 EMPLOYMENT ASSESSMENT 
 

12.1 An employee who tests positive for the presence of controlled substances or alcohol above the 
minimum thresholds set forth in the federal regulations shall be evaluated by the SAP.  
12.1.1 The SAP shall evaluate each employee who tests positive to determine what assistance, if 

any, the employee needs in resolving problems associated with the controlled substance 
or alcohol. 

12.1.2 Assessment by the SAP does not protect an employee from disciplinary action or 
guarantee continued employment or reinstatement by the City of Sedalia. The City of 
Sedalia disciplinary policy provides guidance to the discipline that may be imposed. 
 

13.0 REHABILITATION EFFORT 
 
13.1 Request for Assistance 

13.1.1 Any employee who is experiencing a substance or alcohol abuse problem is encouraged 
to inform his/her immediate supervisor and to request evaluation by the SAP. An 
employee voluntarily requesting assistance shall be eligible for assistance as specified in 
Section 13.2.   

13.1.2 A request for assistance made after an employee is ordered to submit to testing is not 
considered voluntary and the employee shall be subject to all of the consequences that 
follow related to the testing result.   

 
13.2 Employee Assistance 

13.2.1 Any employee who is determined to be in need of assistance for a controlled substance or 
alcohol related problem under this policy by the SAP may be permitted to enter into a 
rehabilitation plan approved by the City of Sedalia. 
13.2.1.1 Such assistance shall be provided only if the employee agrees to adhere to the 

terms of the rehabilitation contract with the City of Sedalia. Failure to complete 
the rehabilitation assistance plan or to adhere to the rehabilitation contract shall 
be considered a resignation by the employee from employment with the City of 
Sedalia.  

13.2.2 Rehabilitation assistance shall only be granted to an employee once while employed by 
the City of Sedalia.  

 
13.3 Rehabilitation Contract 

13.3.1 The rehabilitation contract shall include the following terms and conditions to be adhered 
to by the employee who is granted rehabilitation assistance:  
13.3.1.1 The employee shall agree to undertake and successfully complete the 

rehabilitation assistance plan established for the employee by the SAP or by a 
rehabilitation medical practitioner accepted by the City of Sedalia. 

13.3.1.2 The employee must agree to complete the developed program successfully and 
within the time period allocated for completion by the appropriate practitioner.  
13.3.1.2.1 The program should include a period of after care as a part of the 

plan to ensure that the employee continues to comply with the 
employer’s drug free work place rules.  

13.3.1.2.2 The employee agrees to stay free of controlled substances and 
alcohol consistent with the law and the City of Sedalia’s work 
rules during and after the rehabilitation program is engaged.  
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13.3.1.2.3 Future consumption of controlled substances or alcohol should be 
addressed in this part of the agreement. Such consumption should 
be consistent with the rehabilitation plan, the medical practitioner’s 
advice and the City of Sedalia’s policy. 

13.3.1.3  The employee agrees to permit access by the City of Sedalia to all the 
employee’s relevant medical records relating to the rehabilitation assistance plan 
and to the treating professional related to the controlled substance and alcohol 
rehabilitation program to ensure compliance.  

13.3.1.4 The employee agrees to submit to return to work testing at the employee’s 
expense.  

13.3.1.5 The employee agrees to submit to random testing throughout the rehabilitation 
program and follow up testing for up to 60 months after the program is 
completed and the employee has returned to work.  Follow up testing will be 
conducted at the employee’s expense. 

13.3.1.6 The employee agrees to waive any other review or recourse that the employee 
may have under any City of Sedalia policy, labor agreement or law violation of 
the agreement as a condition of being permitted to enter into the rehabilitation 
agreement.  
13.3.1.6.1 Failure to satisfactorily complete the rehabilitation program on 

time, or violation of the agreement should result in the employee 
being terminated for cause or be considered as a resignation 
without recourse to challenge the removal. The choice or result 
should be determined by the City of Sedalia and placed in the 
rehabilitation agreement. 

13.3.1.7 The acceptance by an employee of the rehabilitation assistance plan and 
agreement does not serve as a bar to imposing disciplinary action related to 
violations of this policy.  This policy does not displace any other penalties that 
may be imposed or be incurred as a result of violation of the City of Sedalia 
policy or state and federal laws, or as provided in the workers’ compensation 
laws. 

 
14.0 CONTRACTUAL SUPPORT PROFESSIONALS 

 
14.1 Testing Facilities 

14.1.1 The City of Sedalia shall secure a contract with an appropriately certified testing 
laboratory to conduct the controlled substance testing analysis and reporting required 
under this policy and under the federal regulations in conformity with the standards 
established under the federal regulations.  

14.1.2 The City of Sedalia may contract for the required alcohol testing or may perform the 
testing using qualified City of Sedalia personnel who utilize appropriate testing 
equipment. 

 
14.2 Collection Facilities 

14.2.1 The City of Sedalia shall secure a contract with an appropriate collection facility to 
conduct the controlled substance and alcohol testing analysis and reporting required 
under this policy and under the federal regulations in conformity with the standards 
established under the federal regulations. 

 
14.3 Medical Review Officer 

14.3.1 The City of Sedalia shall engage the services of an independent contractor to serve the 
City of Sedalia as the MRO properly credentialed and trained in compliance with the 
federal regulations, who shall not be an employee of the City of Sedalia.  

14.3.2 The MRO shall, as a part of the engagement contract, maintain all relevant records and 
provide the required reports that the City of Sedalia needs to comply with the federal 
reporting requirements.  

 
14.4 Substance Abuse Professional 

14.4.1 The City of Sedalia shall appoint a SAP for the providing of services under this policy 
and in compliance with the federal regulations. 
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15.0 EDUCATION AND TRAINING 
 

15.1 Provision of Policy 
15.1.1 The City of Sedalia shall provide all employees covered by this policy with a copy of this 

policy and materials related to the effects of the use and/or abuse of alcohol and 
controlled substances.  

15.1.2 The City of Sedalia shall also provide information to employees regarding treatment and 
rehabilitation available.  

15.1.3 Employees shall be required to confirm receipt and acknowledgement by signature 
witnessed by the supervisor providing the materials. 

 
15.2 Supervisor Training 

15.2.1 The City of Sedalia shall develop and provide training for all supervisors and managers 
who are responsible for the administration and enforcement of this policy.  

15.2.2 The training, at a minimum, shall include at least sixty (60) minutes of program on the 
physical and behavioral effects on personal health, safety and on the work environment 
and performance indicators on the effects and side effects of alcohol use and abuse, and 
the consequences of prohibited work-related activity involving alcohol consumption.  

15.2.3 The training, at a minimum, shall include at least sixty (60) minutes of program on the 
physical and behavioral effects on personal health, safety and on the work environment 
and performance indicators on the effects and side effects of controlled substances use 
and abuse, and the consequences of prohibited work-related activity involving controlled 
substances.  

15.2.4 The training shall include an overview of this policy and its implementation and 
application to employees.  

15.2.5 Training shall also include a component related to objective observation for reasonable 
suspicion testing, documentation and record keeping. 

 
16.0 COORDINATION WITH OTHER LAWS & POLICIES 

 
16.1 In the event that any part of this policy is judicially determined to be in conflict or violation with 

any law or is rendered ineffective because of some state or federal legislative enactment, that part 
or parts shall be void, but the remainder of the policy shall remain in effect.  

 
16.2 Parts that are void or voided shall be replaced as soon as possible so as to maintain the full effect 

of this policy and/or bring it into compliance with relevant laws. 
 
17.0 AMENDMENTS 
 

17.1 This policy is subject to amendment by the City of Sedalia from time to time.  
 
17.2 Amendments that are made shall be provided to employees upon adoption and shall be become 

effective as provided by the policy administrator.  
 
18.0 ADDITIONAL 
 

18.1 This policy shall take effect on Monday, October 1, 2007. 
 
18.2 A copy of this policy will be provided to every full-time employee of the City of Sedalia.   

 
   
 


