Public


[image: ]











ALCOHOL AND SUBSTANCE USE POLICY AND PROCEDURES 

INDEX
												
												Page No 

SECTION 1 				INTRODUCTION TO POLICY

Policy Statement 										3 
General Principles 										3 
Responsibilities 										4 
Definitions 											5

SECTION 2				 KEY ISSUES 

Alcohol and Substance Use Issues 								6 
Action by Colleagues 										6 
Alcohol and Substance Use								 	6 
Prescribed and Over the Counter Medication 						7 
Alcohol and Drug Testing 									8

SECTION 3 				SUPPORT MEASURES 

Occupational Health Service 									9
Counselling Services 										9
Work Life Balance 										10 
Helplines 											10

SECTION 4 				REFERRAL AGENCIES 

Referrals 											10
Types of Referral 										10
Treatment Programme (Management/Disciplinary Referrals)				11
Relapses 											12 
Continued Alcohol or Substance Use								12
Redeployment / Transfer									12

SECTION 5				OTHER MATTERS

Training and Health Education Programmes							13
Equalities											13
Confidentiality 										13
Advice and Guidance 										13
Policy Review 											14 
BEST												14


APPENDIX 1 - Drugs & Alcohol Testing Procedure						
APPENDIX 2 - Treatment Programme Consent Form 						

SECTION 1 - INTRODUCTION TO POLICY

1. POLICY STATEMENT 

1.1 This policy is designed to encourage and promote the health, safety and welfare of all employees and complements the Trust’s Health, Safety & Wellbeing Policy. The Trust acknowledges its duty of care to employees under the Health and Safety at Work etc. Act 1974, The Misuse of Drugs Act 1971 and The Psychoactive Substances Act 2016.

1.2 The Trust is committed to its responsibilities as a good employer for ensuring, so far as is reasonably practicable, the health, safety and welfare of its employees at work; and any other person whether employed or otherwise, along with the community at large who may be affected by the activities, operations or statutory undertakings of the Trust. 

1.3 This policy provides a framework for dealing in an appropriate and supportive manner with employees whose use of alcohol or substances has a detrimental effect on their health, work performance, conduct, attendance and health and safety at work. 

2. GENERAL PRINCIPLES

2.1 The Policy aims to: 
· raise awareness amongst employees of the dangers of alcohol/substance abuse 
· encourage employees who feel they may be struggling with alcohol or substance use to seek help at the earliest opportunity 
· inform employees of the facilities and agencies that are available for support with alcohol or substance use 
· enable the Trust to identify, help and support employees who have issues at work related to alcohol and or substance use
· reduce the incidence of alcohol/drug/substance abuse related impairment amongst Trust employees  

2.2 The policy applies to all employees of the Trust.

2.3 The policy does not remove any provisions afforded to employees under their contracts of employment or under existing legislation. 

2.4 Professional help will be made available to employees who are identified as having alcohol/substance use problems. Employees are encouraged to seek help and undergo any recommended recovery treatment programme. 

2.5 The policy provides an opportunity for employees to receive appropriate assistance, advice or treatment to enable them to address their alcohol/substance use which affect their physical, social, psychological and general wellbeing whilst remaining in the Trust’s employment. 

2.6 The policy will apply to employees who have problem alcohol/substance use i.e. a problem which is the consequence of the continuous or intermittent use of alcohol/substance which has led to dependence and/or harm and which is adversely affecting that employee’s work performance and/or conduct. 

2.7 Where employees report to work or are found to be under the influence of alcohol or substances during the course of their duties, either within a Trust establishment, vehicle or at an agreed location, these matters will be dealt with under the Trust’s Disciplinary Policy & Procedures. 

3. RESPONSIBILITIES

3.1 In order to ensure fair and consistent application of the Policy, all parties have responsibilities as follows:- 

3.2 Ayrshire360
· Is responsible for the health, safety and welfare of its employees. 
· Is committed to the identification, assessment and management of work related health risks. 
· Will promote health initiatives, assisted by the Occupational Health Service, which is aimed at providing employees with support in maintaining good health. 

3.3 Managers
· Should implement and communicate the Policy to employees. 
· Should offer encouragement and assistance to employees who they suspect or know that they have an alcohol/substance use problem to seek help voluntarily at an early stage in accordance with the Supporting Attendance at Work Policy.
· Should be responsible for employee’s welfare and support employees who are undergoing a recovery treatment programme.

3.4 Employees
· Should familiarise themselves with the contents of the Policy. 
· Should report for duty and remain throughout the working day in a fit and safe condition to undertake their duties. 
· Should encourage fellow employees who they suspect or know have an alcohol/substance use problem to seek help in accordance with the Supporting Attendance at Work Policy.
· Have a responsibility for their own health and safety and that of others at work and therefore if another employee’s actions or behaviour compromises this because of the influence of alcohol/substances, it should be brought to the attention of their Line Manager/Strategic Lead.

3.5 East Ayrshire Council, Human Resources
· Will provide advice and guidance on welfare issues. 
· Will provide support and information to managers and employees as necessary in accordance with the Supporting Attendance at Work Policy.
· Will maintain, review and update the Policy in line with the Policy review schedule. 

3.6 External Referral Agencies
· Will support employees by helping them identify underlying issues relating to their alcohol/substance use and arrange support suited to the needs of the individual.  
· Will assist, as appropriate, in any training and information initiatives determined by the Trust. 
· Will keep the Trust up to date with relevant best practice relating to alcohol/substance use problems.


4. DEFINITIONS

4.1	The terms stated below will have the following definitions in the context of this Policy and its application: 
· A Manager is any employee who has managerial and supervisory responsibilities for employees. 
· An Employee is any person who is employed to undertake activities provided to the public by the Trust.
· Problem alcohol use is any consumption of alcohol which interferes, either intermittently or continuously, with an employee’s health, safety, welfare and performance in any aspect of their employment or personal life.
· Problem substance use is defined as any use of substances which interferes either intermittently or continuously, with an employee’s health, safety, welfare and performance in any aspect of their employment or personal life.
· A substance is something which alters the way in which the body or mind works.
· The term substance applies to drugs controlled under the Misuse of Drugs Act 1971 and the Psychoactive Substances Act 2016, prescribed drugs, over the-counter medication and solvents.
· Problem substance use is the use of illegal substances, including solvents and psychoactive substances, either intermittently or continuously in an excessive, habitual and harmful way. This includes problem use of prescribed medication and over the counter medication.
SECTION 2 - KEY ISSUES

5. ALCOHOL AND SUBSTANCE USE ISSUES

5.1 Within society, increasing numbers of people find themselves in difficulty by developing alcohol/substance use problems which results in increased levels of absence from work; reduced efficiency at work and breakdowns in working and personal relationships. 

5.2 The strain of managing alcohol/substance use can seriously damage a person’s work and relationships. In the case of substance use (for example illicit substances), this can have serious psychological and physical effects. 

5.3 Alcohol/substance dependence relates to the presence of withdrawal symptoms, physical or psychological, when a person does not have alcohol/substances present within their body. A person may crave alcohol/substances resulting in an ongoing cycle of use.

6. ACTION BY COLLEAGUES

6.1 It is likely that an employee with an alcohol or substances problem will come to colleagues notice through observing changed behaviour or through inadequate or deteriorating work performance. We all have a responsibility to offer help and support as soon as possible, as prompt action carries the best chance for treatment to be effective. 

6.2 The first approach should normally be for colleagues to encourage the employee to recognise their problem and to seek assistance, either through their GP or through the Occupational Health Service. If this fails, colleagues are encouraged to advise management or their Trade Union Representative who will observe confidence in dealing with the information provided. If this is done timeously, it is far more likely that the treatment will be effective. 

7. ALCOHOL AND SUBSTANCE USE

7.1 Employees must not consume alcohol during their working hours including paid or unpaid breaks. 

7.2 Employees must not take substances or misuse prescription or non-prescription drugs during their working hours including paid or unpaid breaks.  

7.3 The consumption of alcohol and misuse of substances and the dependency that these can create can adversely affect an employee’s health and their work performance in terms of safety, efficiency, productivity and attendance.  In addition, it can have a detrimental effect on the employee’s relationships with their work colleagues, family and friends.

7.4 The effects of alcohol and/or misuse of substances should be eliminated from the workplace given the very significant implications they have in relation to increased health and safety risks. The consumption of alcohol and/or use of substances, even in small quantities, can seriously impair an employee’s coordination, vision, reaction times and vigilance. This can have serious adverse effects on an employee’s ability to safeguard their own safety, the safety of other employees, clients of the Trust and the general public. 

7.5 Every employee has a personal responsibility to ensure that their ability to undertake their duties in a safe and satisfactory manner is not impeded by alcohol consumption or substance use. 

7.6 Employees who are experiencing problems with alcohol or substances will be encouraged to come forward to their Manager, Corporate Team or Trade Union Representative. They will have the opportunity of self-referral to Occupational Health, Counselling Service and/or the appropriate agency where they will receive the relevant support and assistance, as necessary, to overcome their problems. Failure to comply with support plans may result in the employee being subject to disciplinary action.

7.7 Employees can be accompanied by their Trade Union Representative or work colleague as appropriate during any discussions with their Manager relating to the support and assistance being offered by the Trust to the employee concerned. 

7.8 Employees whose ability to perform their duties is impeded or seriously incapacitated during working hours by alcohol/substance use problem are liable to be subject to disciplinary action. Such conduct, in appropriate circumstances, is serious enough to make further working relationship and trust between the employer and employee untenable, and may be regarded as gross misconduct, giving sufficient grounds for summary dismissal.

7.9 In cases of gross misconduct or serious misconduct, where an alcohol/substance use problem exists and is shown to have had impact, disciplinary sanctions up to and including dismissal may be imposed without reference to the Supporting Attendance at Work Policy.

7.10 Employees seriously incapacitated during working hours due to the effect of alcohol, substance use or found to be in possession of, or testing positive for, illegal substances are liable to be subject to disciplinary action.

7.11 Employees are strictly prohibited from having an open or partially used container of alcohol or have in their possession or store within the workplace any illegal substances or prescription drugs for which they could be liable to criminal prosecution (unless they are required to handle or store them in pursuance of their duties or has been prescribed for their personal use).

7.12 In cases of one off incidents (including possession) where there is no evidence of any underlying alcohol/substance problems the normal disciplinary procedures will be followed which may result in disciplinary action. 

7.13 Managers must adhere to the Trust’s Disciplinary Policy and Procedures.

7.14 The Trust reserves the right to report to the Police all incidents involving the supply or taking of illegal substances by employees during normal working hours as required under the Misuse of Drugs Act 1971 (as amended) and may decide to take action whether or not the relevant Authorities decide to prosecute. 

8. PRESCRIBED AND OVER THE COUNTER MEDICINE

8.1 Prescribed or over the counter medications can have side effects which may, sometimes seriously, contribute towards an employee not being able to safely carry out the duties of their post. 

8.2 An employee when taking medication should ask their Doctor or Pharmacist whether the medication they have been prescribed could adversely affect their ability to safely carry out their duties. If they are specifically advised that there could be an impact e.g. unable to drive or operate machinery then they should discuss this with their Manager. Further advice can then be sought from the Occupational Health Service as to an appropriate course of action. 

8.3 If an employee experiences any adverse side effects, such as drowsiness, arising from a prescribed or over the counter medication during their normal working hours then they should inform their Manager immediately. 

8.4 Employees are strictly prohibited from having open or partially used container of prescription drugs within the workplace unless they have been prescribed for their personal use.

9. ALCOHOL AND DRUG TESTING

9.1 The Trust will conduct ‘with cause’ testing where appropriate. 

9.2 An employee may be asked to consent to undertaking an alcohol and drugs substance test, where a manager has ‘reasonable cause’ to suspect that an employee is under the influence of alcohol or suspected of having taken illegal drugs substances while at work or is suspected of having taken illegal drugs.

9.3 ‘With Cause’ employee testing may be initiated in instances where:
· there is reasonable suspicion to think an employee is under the influence of alcohol and/ or substances at work;
· after an incident where an employee is directly involved in any accident or incident at work resulting in the death or major injury to a colleague, contractor or member of the public;
· an employee is directly responsible for causing an injury to a colleague, contractor or member of the public that requires medical treatment beyond basic first aid;
· an employee is directly responsible for causing an injury to a member of the public or cause damage to their property;
· an employee is directly responsible for causing damage to Trust property or equipment.

9.4 Where a Manager has reasonable cause to suspect that an employee is under the influence of alcohol or substances while at work, arrangements can be made for a ‘with cause’ alcohol and drugs test to be carried out. Signs that managers should be aware of include reduced work performance, physical signs such as smelling of alcohol and personality changes. Testing may also be appropriate following an incident or accident in the workplace where a Manager has reason to suspect that an employee involved has been under the influence of alcohol or substances. The Alcohol & Substance Use Testing Procedure is attached at Appendix 1.

9.5 Managers should remove the employee from the job role in the first instance and discuss with them their concerns in a private setting to establish whether there is a reasonable explanation for the behaviour. It may also be appropriate to request that another Manager or Supervisor is present during this discussion to agree whether or not there is “reasonable cause” to suspect that the employee is under the influence of drugs or alcohol. The employee may be accompanied by a Trade Union Representative or work colleague if available at that time. 

9.6 Managers should seek immediate advice from the Director: Corporate Activities who will arrange, when agreed appropriate, for an alcohol and drugs test to be carried out. In exceptional circumstances where the support is not available managers must seek advice from the provider. 

9.7 Testing will be carried out by a fully accredited independent specialist provider in conjunction with the Occupational Health Service. The employee will be expected to attend an agreed Trust establishment or their normal place of work within 2 hours of contact to undertake the test. 

9.8 Following the test, the Technician will advise the Manager immediately of any positive results. There are also further laboratory tests which are carried out with results provided within 48 hours via Occupational Health who will highlight any issues to Managers and provide appropriate medical advice on the results.  

9.9 Managers should discuss the results with the employee and the Director: Corporate Activities.  Where there is a positive result without reasonable explanation or an employee refuses to undertake the test, disciplinary action may be appropriate.  

9.10 Where it is identified that the employee may have an alcohol/substance use problem, a referral should be made to the relevant external agency in accordance with the procedure referred to in Section 4 (Referral Agencies) of the Policy in the first instance prior to consideration being given to any disciplinary action.

SECTION 3 – SUPPORT MEASURES

10. OCCUPATIONAL HEALTH SERVICE

10.1 To assist in maintaining the health, safety and welfare of its employees, the Trust has in place an Occupational Health Service. The Occupational Health Service in partnership with the Trust aims to prevent employees from being made ill through work; helps employees who are ill to return to work; develops health initiatives and workplace health surveillance programmes. The maintenance of confidentiality towards employees forms a fundamental part of this service. 

10.2 Additional information on the Occupational Health Service is available from the Trust’s Intranet page: Support & Wellbeing

11. COUNSELLING SERVICES

11.1 Employees have access to an independent, external counselling service which provides free counselling support to individual employees who are experiencing personal or work related problems. 

11.2 This service is independent and is entirely confidential. There are two methods of referral – Self Referral and Management Referral. For further information please contact the Corporate Team. 





12. WORKLIFE BALANCE

12.1 The Trust has in place a number of Work Life Balance Policies to enable employees to balance their work and home life including Career Break; Homeworking and Flexible Working. Copies of the various Policies can be viewed on the Trust’s Intranet Site: here

13. HELPLINES

13.1 A list of appropriate Support Agencies and Helplines where contact can be made to assist employees to deal with their problem alcohol/substance use including Drugscope; Luke and Marcus Trust, www.drinkaware.co.uk, Youthnet UK and others, can be obtained from the intranet here

SECTION 4 – REFERRAL AGENCIES

14. REFERRALS

14.1 Referrals will be made to a relevant external Agency that has specialism to deal with the problem concerned as it is recognised that Managers are not qualified to diagnose alcohol/substance problems. The Referral Agency will assess the nature and extent of any problem and, where appropriate, recommend a recovery programme. 

14.2 The Referral Agency is independent and operates outwith the work environment. 

14.3 A list of appropriate Referral Agencies where contact can be made to assist employees to deal with their particular issue or problem can be obtained from the Corporate Team. 

15. TYPES OF REFERRAL

15.1 Where it has been determined that an employee may have an addiction related problem then referral to the relevant Agency can be made in the following ways:- 

Self-Referral 

15.2 This occurs where an employee approaches the relevant Agency direct. The employee then makes arrangements to undergo a programme of treatment in their own time. Such a referral will be confidential between the employee and the Agency and Management will have no knowledge or involvement.

Management Referral

15.3 This occurs when management refers an employee to the relevant Agency for initial assessment and possible treatment/counselling etc. The employee will be granted time off with pay to attend a programme of treatment/counselling and the Agency will provide confidential written reports to management with regard to the progress of the employee.
  
15.4 Management referral may take place when an employee who has an alcohol/substance problem makes an approach to management to arrange an appointment for them. 

or

15.5 Employees who come to the attention of management through deterioration in attendance, work performance or behaviour associated with an apparent addiction problem will be encouraged by management to immediately seek assistance from the relevant Agency.

Disciplinary Referral

15.6 This occurs, where it emerges in the course of disciplinary action, that the conduct of an employee may be affected by problem alcohol/substance use and that the employee claims that the reason for their misconduct, poor performance or unsatisfactory attendance is that they have a relevant alcohol/substance use problem.

15.7 In such circumstances, the Disciplinary Hearing will be concluded in the normal manner and appropriate action determined. The employee will then be referred to the relevant Agency who will provide advice whether or not the alleged offence is directly attributable to a related problem. The employee will be advised that the proposed disciplinary action will be held in abeyance pending a view from the Agency.  However, depending on the nature of the allegation, the Disciplinary Officer holds the right to impose a decision despite the employee having a problem.

15.8 If the Agency advises that the employee has a related problem and the employee agrees to complete the recommended recovery programme then the employee will be further advised that the disciplinary action will be held in abeyance pending the satisfactory completion of the programme.  This may be used as a mitigating circumstance in any resulting formal action.  Each case will be considered on its own merits.

15.9 If the Agency determine that the employee does not have a problem, and that a recovery programme would not be appropriate, then the disciplinary action originally proposed will be confirmed and implemented. 

15.10 Employees can be accompanied by their Trade Union Representative or work colleague as appropriate during any discussions with their Manager relating to the support and assistance being offered by the Trust to the employee concerned. 

15.11 Employees will be granted the necessary time off with pay to attend the relevant Agency to undergo a recovery programme except in respect of Self-Referrals as employees will be attending in their own time as management will not be aware of the Self-Referral. 

16. TREATMENT PROGRAMME (Management/Disciplinary Referrals)

16.1 As well as obtaining medical advice, the Manager will normally discuss the treatment programme with the employee and the Director: Corporate Activities before deciding a reasonable time frame for the employee to complete the treatment programme. 

The Manager must show that, bearing in mind all the circumstances, the timescale allowed was reasonable. 

Relevant considerations will include: 
· the employee’s willingness and commitment to obtaining treatment 
· the estimated duration of any absence during treatment
· the urgency to have the employee’s work done
· the ease of providing cover or reassigning duties
· the availability of support agencies
· the detail of the treatment programme

16.2 Line Managers will receive, from the support agency, regular progress reports on employees who are undergoing treatment.

16.3 A Consent Form which the employee should complete agreeing to be referred to the nominated support agencies is attached as Appendix 2. 

17. RELAPSES

17.1 The Trust recognises the possibility of relapse. If this occurs, and if appropriate, the same procedures of support may be offered to the employee at management discretion and depending on the circumstances of each case. 

17.2 If subsequently, an employee appears incapable of dealing with the alcohol/substance problem then management will take steps to deal with the matter under the Trust’s Disciplinary Policy and Procedures on the grounds of capability and/or conduct, where appropriate.

18. CONTINUED ALOCHOL OR SUBSTANCE USE

18.1 An employee who denies that they have an alcohol/substance problem and declines to accept assistance or treatment, or discontinues a course of treatment before its satisfactory conclusion may be subject to the deferred disciplinary action under the Trust’s Disciplinary Policy and Procedures, as appropriate. 

18.2 Any work performance or conduct problems will be addressed in the normal way without any special consideration being given to the possible existence of a problem. 

18.3 If, after an employee has received treatment, the employee continues to use alcohol/substances, the Trust will have to consider the most appropriate course of action to resolve the situation. In such cases, dismissal may result after a clear warning has been given to the employee beforehand and a full medical investigation has been undertaken. 

19. REDEPLOYMENT / TRANSFER

19.1 While an employee is undertaking a recovery treatment programme, all efforts will be made to enable the employee to remain in their current post. However, there may be occasions where continuing in the same job could undermine the employee’s ability to return to a satisfactory level of performance or could have adverse safety implications or it is mutually agreed that a change would be beneficial. In such circumstances, a transfer to suitable alternative post on a temporary basis should be considered. There will be no change to an employee’s existing terms and conditions during this time.

19.2 The Trust recognises that there may be occasions when colleagues may feel anxious during the course of the treatment and rehabilitation of a fellow employee with an alcohol/substance problem. The Trust will offer appropriate support and assistance to such employees e.g. counselling and/or referral to Occupational Health.

SECTION 5 – OTHER MATTERS

20. TRAINING AND HEALTH EDUCTION PROGRAMMES

20.1 The Trust will provide, when appropriate, relevant training as well as health education programmes aimed at making employees aware of the issues relating to alcohol and substance use problems and encouraging employees to avoid the use of any harmful substances or excessive alcohol consumption.

20.2 The Trust participates in the Council’s Healthy Working Lives Programme which encompasses a wide range of topics enabling organisations to select those that are most relevant to the workforce, including health promotion; occupational health and safety; health and the environment; mental health and well-being, community involvement and employability.

20.3 To support the Healthy Working Lives Programme, we will:
· identify and support the health and safety needs of our employees through
· the provision of information and organising awareness-raising activities
· promote topics such as healthy eating and physical activity
· publicise the health implications of excessive alcohol consumption
· publicise the dangers of substance use
· support employees' attendance and reducing sickness absence
· address mental health and well-being issues, including stress
· promote wider community health and well-being
· develop support for employability

21. EQUALITIES

21.1	Quality, Equality, Access and Partnership are the core values of the Trust and we are committed to ensuring that all our employees including our BAME, disabled and LGBT+ employees have safe and supportive work environments to thrive and that Equalities is at the heart of everything we do. We will do this by ensuring our People Policies are clear and take account of all protected characteristics and will work in partnership with our employees, local communities, our wider equality partners and businesses to actively identify and end all forms of discrimination and gender based violence.

22. CONFIDENTIALITY

22.1	Confidentiality will be maintained by all parties when dealing with an employee’s alcohol/substance use problem. The confidential nature of employees’ personnel records will be strictly maintained at all times.

23. ADVICE AND GUIDANCE

23.1 Employees can obtain advice and guidance on the issues detailed in the Policy from:
 
· Director: Corporate Activities
· Trade Union Representative 
· Occupational Health Service 
· Relevant Referral Agency 
· Support Agency 

24. REVIEW

24.1 The Policy and Procedure will be subject to a review every two years. However, if there are any significant changes then the review will be brought forward if required. At the time of the review, it will be determined whether there are only minor changes required and so a desktop review will be sufficient or, if it will be more complex, a working group will be established. 

25. B.E.S.T.

25.1	This approach reflects the B.E.S.T qualities and behaviours which the Trust has agreed will be embedded within our policies to ensure that the Trust are providing a caring and sympathetic approach to all aspects of our employees lives.





Record of Change

	Date Reviewed

	April 2024




Appendix 1 

DRUGS & ALCOHOL TESTING PROCEDURE

	If manager suspects employee is under the influence of alcohol or substances then the employee should be removed from job role to discuss manager’s concerns in a private setting. The employee may be accompanied by a Trade Union representative or work colleague available at the time.







			

	Manager should seek immediate advice from the Director: Corporate Activities who will arrange, when agreed appropriate, for a test to be carried out.  In exceptional circumstances where support is not available manager must seek advice from the provider.  The provider is available 24 hours per day, 7 days per week.  In circumstances where a drug or alcohol problem is identified then testing may not be appropriate and support would be provided in accordance with the policy.




	Contact details and site address should be provided. Technician will arrive on site at an appropriate location normally within 2 hours of being contacted.




	Technician will arrive on site and obtain a bodily fluid sample using a recognised testing kit from the employee.  The Technician will inform manager immediately of the on-site result, if available.  The sample may also be sent to laboratory for further analysis, is required.




	Once full results are reviewed by the providers Medical Review Officer, certificates outlining testing results will be issued within 7 days from receipt of the sample at the laboratory.




	Manager will discuss results with employee and Director: Corporate Activities.  Where there is a positive result without reasonable explanation or where an employee refuses to take the test, disciplinary action may be appropriate under the Trusts Disciplinary Policy.

No further action will be taken for an employee who tests positive but a reasonable explanation is given by the provider.
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Appendix 2 

DRUG/ALCOHOL POLICY TREATMENT PROGRAMME
CONSENT FORM

I, ..................................................................................... agree that I will undertake the treatment programme as outlined below. 

I will agree to be referred to the following support agencies: 
............................................................................................................................ 

............................................................................................................................ 

............................................................................................................................ 

I will give my consent for the People Team to request regular reports from those support agencies. 

I give my consent for the relevant support agency to report on my regular progress to the People Team and my line manager. 

I understand that all information so gained will be kept confidential between myself and the relevant support agency but that I give them permission to summarise my progress to the People Team
and line manager on a regular basis.
 
I agree to keep all my appointments necessary to assist with my recovery and treatment programme. I understand that the People Team and my line manager will be informed of any missed appointments and that subsequently, disciplinary action may be taken where appropriate. 

Signed .................................................. 

Date ............................. 

Designation ................................................... 

Service ................................
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