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Drug and Alcohol Misuse Policy 

MOHFC 22 Review date 1 Jun 19 
  

Introduction 
1. MOHFC recognises that alcohol and drug misuse related problems are an area of 

health and social concern. It also recognises that a member of staff with such 
problems needs help and support from his/her employer. 

2. The Company also recognises that alcohol and drug misuse problems can have a 
detrimental effect on work performance and behaviour. The Company has a 
responsibility to its employees and stakeholders to ensure that this risk is 
minimised. 

3. The Company does not have the resources to provide or arrange treatment or 
other forms of specialist assistance. Such services are provided by GPs, hospitals 
and other agencies.  
 

Assistance for a Member of Staff 
1. The Company will, where possible, provide the following assistance to a member 

of staff: 

• Help the member of staff to recognise the nature of the problem.  

• Support during a period of treatment. This may include a period of sick 
leave or approved other leave.  

• The opportunity to remain or return to work following the completion of a 
course of treatment, as far as is practicable.  

2. The Company's assistance will depend upon the following conditions being met: 

• The member of staff recognises that he/she is suffering from an alcohol or 
drug misuse problem and is willing to access services from appropriate 
sources. 

3. The Company and its employees must recognise the following limits to the 
assistance the Company can provide: 

• Where a member of staff refuses to co-operate, any failure in work 
performance and behaviour will be dealt with through the Disciplinary 
Procedure. 

• If treatment is completed but is not successful, and failure in work 
performance or behaviour occurs, these will be dealt with through the 
Disciplinary Procedure. 

• A member of staff's continuation in his/her post during or after treatment will 
depend upon the needs of the Company at that time. 

 
Disciplinary Action 
1. In line with the Company's disciplinary rules, the following will be regarded as 

serious misconduct: 
a) Attending work and/or carrying out duties under the influence of alcohol or 

drugs. 
b) Consumption of alcohol or drugs whilst on duty (other than where 

prescribed or approval has been given). 
 

Breach of these rules will normally result in summary dismissal.  
 
2. Where a breach of these rules occurs, but it is established that an alcohol or drug 

misuse related problem exists, and the member of staff is willing to co-operate in 
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seeking an appropriate service and subsequent treatment, the Company will 
suspend application of the Disciplinary Procedure. Staff who do not comply with 
the treatment suggested or continue to misuse alcohol or drugs will be subjected 
to the application of the Disciplinary Policy. 

 
Procedures 
1. The procedures define management responsibilities and provide guidelines on: 

a) Where assistance to a member of staff should be provided and the nature 
of and limits to such assistance. 

b) The application of the Company's Disciplinary Procedure. 
2. Alcohol or drug misuse related problems can come to the notice of management 

through: 
a) Failures in work performance or behaviour necessitating use of the 

Disciplinary Procedure.  
b) Other means, where a member of staff seeks or agrees to accept 

assistance on a voluntary basis.  
 

Recognition of the existence of a possible alcohol or drug misuse problem 
1. Misuse of alcohol or drugs can affect performance and behaviour at work, i.e., 

either through serious misconduct at work, (where there is a direct and 
demonstrable breach of the disciplinary rules regarding alcohol or drug misuse at 
work), or where there is a falling of standards of work performance or behaviour, 
and misuse of alcohol or drugs is a possible cause. 

2. The immediate line manager will be responsible for responding to such situations 
by carrying out an interview, supported as appropriate by a nominated Director.  In 
such interviews the possible existence of an alcohol or drug misuse problem 
should be explored. The line manager is not required to diagnose the existence of 
an alcohol or drug misuse problem, merely to assess whether such misuse is a 
possible factor. 

3. Any requirements of the Disciplinary Procedure regarding allowing the member of 
staff to have a colleague or friend present will be observed. 
 

Assessing the existence of an alcohol or drug misuse problem 
1. Should the interview lead to the conclusion that an alcohol or drug misuse problem 

might exist and the member of staff accepts the need to seek appropriate services, 
disciplinary action should be suspended until treatment has been sought and 
received.  

2. If the interview fails to lead to the conclusion that an alcohol or drug misuse 
problem exists, or the member of staff fails to co-operate, disciplinary action 
should be continued, where and as the situation justifies. 

 
Situations where a Disciplinary Situation does not exist 

1. There may be situations where the possible existence of alcohol or drug misuse 
problems affecting a member of staff comes to a manager's attention, although 
there is, or has been, no discernible effect on work performance or behaviour. This 
could arise if a member of staff confides in his/her manager about an alcohol or 
drug misuse problem, or a manager could see a need to approach a member of 
staff after observing possible "indicators" of an alcohol or drug misuse problem, 
e.g. an absence pattern, information provided by the member of staff's colleagues, 
etc. 

2. Use of the disciplinary procedures would only be appropriate if subsequently the 
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member of staff is involved in a breach of disciplinary rules. 
3. Should the problems of the member of staff develop to an extent that his/her 

continuation in post or employment became impossible, it may be necessary to 
arrange for termination, on the same basis as the Company operates for staff with 
problems of incapacity due to ill health. 
 

 
 
 
 
 
 
 
 
 
 
 


