
 

 
 

 
 

INTRODUCTION 
 
The Niagara North Family Health Team’s goal is to provide all employees with an alcohol and 
drug-free and safe workplace. To promote this goal, employees are required to report to work in 
appropriate mental and physical condition in order to perform their jobs in a satisfactory manner.  
For the purposes of this policy the Niagara North Family Health team is inclusive of the Niagara-
on-the-Lake FHN as well as the Garden City FHN as well as all associated volunteers and 
learners.  
 
DEFINITION 
 
Drugs include prescription medication, marijuana and all illegal drugs. 
 
This policy does not include: 

• Prescription or over the counter medication, if the medication is being taken for the 
purpose that it is intended and in accordance with medical instructions and is not liable to 
impair the employee’s performance at work or impact on the health and safety of 
themselves or others 

• The consumption of caffeine or tobacco 
 
POLICY 
  
1. Prohibition against use or possession of alcohol or drugs at work  
 

a. All employees are expected to be fit for duty when reporting to work and to remain fit 
for duty during the duration of their shift. Employees must not be impaired by 
alcohol, medical marijuana or any other prescription drugs.  
 

b. Employees shall advise the Executive Director whenever they have concerns about a 
co-worker’s fitness for duty.  
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c. While on the Employer’s premises and while conducting business related activities 
off the premises, no employee may use, possess, distribute, sell, or be under the 
influence of alcohol or illegal drugs. An employee may only use or possess marijuana 
or other prescription medication for medical purposes pursuant to the provisions 
below. Employees must never sell or distribute medical marijuana or other 
medications at the work premises or work functions.  
 

d. An exception to this policy is if an employee is participating in a work social function 
where alcohol is being served. Employees are responsible for maintaining safe and 
sensible drinking limits and ensuring the Employer is not brought into disrepute by 
inappropriate behaviour. Smoking marijuana is not permitted at work related 
functions as the smoke may impair members of the public.  

 
e. Any employee reporting for work and found to be under the influence of alcohol or 

drugs will be asked to leave the premises but, in light of their condition, will be 
provided transportation in order that they arrive home safely.  

 
f. The employer reserves the right to test for drugs or alcohol carried out on any 

employee if there is good reason to believe they are intoxicated or otherwise affected 
by a substance at work.  

 
 
Medical marijuana or prescription drugs  
 

a. The medical use of marijuana and other prescription drugs is permitted on the job 
only if it does not impair an employee’s ability to perform the essential functions of 
the job effectively and in a safe manner.  
 

b. Employees have a duty to disclose to the Executive Director if they are taking 
medical marijuana or other prescription drugs where:  

• The employee is employed in a safety sensitive position and/or is responsible 
for patient care  

• The indicated or experienced side-effects may cause impairment to 
proficiently perform their job functions or may compromise their safety or the 
safety of others; or  

• The employee must have medical marijuana in their possession or use 
medical marijuana while in the workplace or while performing work  
 

c. The Executive Director (or other designated person) shall work with the employee to 
accommodate the employee’s use of medical marijuana or prescription drugs 
including, where appropriate, developing rules for appropriate use and safe storage 
while at work.  
 

d. The employer has the right to obtain the following information from the employee’s 
physician for the purpose of developing an accommodation plan which will address 
the foregoing situations.  

• How long their physician has been treating the employee and whether a 
family physician relationship exists  



• Medical authorization to use marijuana or other prescription drugs  
• Employee’s ability to perform their duties safely and effectively  
• When, or how often, the employee needs to take the medication  
• How much medication the employee needs to take while and work and 

generally  
• Where the employee will take the medication  
• How long the employee must take the medication  
• The prescribed method of ingestion  
•  Any additional information appropriate in the circumstances   

 
Accommodation of alcohol or drug dependency  
 
 
a. The Employer recognizes alcohol or drug dependency as a problem which can be treated.  
b. Any employee who has an alcohol or drug dependency issue should notify the Executive 

Director.  
c. The Executive Director may request medical verification of the dependency.  

d. The Employer will then be able to provide the necessary support for the employee.  

e. Support will be provided in a confidential manner as far as reasonably or legally possible.  

 f. The Employer will work with the employee and his/her physician to determine an appropriate   
workplace accommodation plan. Patient care and safety will be a dominant concern of any 
accommodation plan.  

g. Accommodation may include reasonable time off from work to undergo treatment where 
needed. This leave will be treated as sick leave and the employee will be entitled to any sick pay 
available for illness, subject to the terms of any insurance plans.  
h. The accommodative process will focus on assisting the employee to perform the essential 
duties of their position in a safe and effective manner.  
i. The Employer recognizes relapses may occur in the early stages of recovery and reasonable 
support will be given to an employee during their return to work. If, however, the severity or 
frequency of the employee’s relapse reaches an unacceptable level, the Employer may 
discontinue further accommodation based on undue hardship.  
j. The only exception to providing such support is where an employee raises the issue of 
substance dependency for the first time during a disciplinary process, including investigation. In 
such a case, the Employer may, at its discretion, address such matters as a disciplinary procedure 
and not an accommodative procedure.  
 
 
Recognizing alcohol or drug dependency  
 
a. Alcohol and drug dependency can result in reduced employee performance, attendance and 
changes in behaviour  
b. Where an employee has concerns that a colleague may have a dependency problem they are 
advised to let the Executive Director know.  



c. Intentional false accusations will be treated as a disciplinary offence which may result in 
dismissal.  

d. If the Executive Director (or a supervisor/manager) suspects an employee has a substance 
abuse problem which is or may affect the employee’s work performance or create health and 
safety issues, the ED or manager will address the issue with the employee with a view to offering 
the employee appropriate supports.  

e. Employees are expected to co-operate in this process.  

f. Failure to cooperate will be considered in any disciplinary process resulting from the 
employee’s misconduct, lack of effective performance or creation of any health and safety 
concern.  

 
4. Breach of the policy  
 
a. If an employee fails to comply with this policy, the employer will investigate the matter as it    

deems appropriate.  

b. A breach of the policy will lead to disciplinary consequences up to and including termination.  

c. Employees who proactively seek assistance to deal with an alcohol or drug dependency will 
not have their employment terminated purely because of their dependency  

 
 
 
 
 
 


