CHAPTER 19

   ALCOHOL AND DRUG ABUSE PREVENTION 

                                    (Ref.  Title 5 CFR 792)  

As an employer, the Department of Army is not concerned with the private decision of an employee to use or not to use alcoholic beverages or drugs.  The Department of Army does not believe in prying into people’s private affairs; however, employees whose private lives include the excessive use or abuse of drugs or alcohol need to recognize that they face several potential problems.  One is the effect of such use and abuse on family life.  A second might be the direct effect on the employee’s health.  The third is poor performance or misconduct on the job.  These effects can impact on the Department of Army missions both directly and indirectly and the situation is then no longer “private.”  A drinking or drug problem exists when an employee’s use of alcohol or drugs interferes with the efficient and safe performance of  his/her assigned duties, reduces the employees dependability or reflects discredit upon the Army.  In such cases, supervisors will take action in the form of nondisciplinary procedures, under which an employee with a drinking or drug problem is offered rehabilitation assistance.  If the employee refuses such assistance, or if in the course of rehabilitation fails to achieve satisfactory results, normal disciplinary action and procedures for dealing with problem will be applied.  

Title 5 Code of Federal Regulations, Part 792 authorizes agencies to establish an Employee Assistance Program (EAP) to help employees deal with problems of alcohol abuse, alcoholism, and/or drug abuse.  The scope of EAP varies from installation to installation.  The ideal EAP brings together a variety of personal services under one roof.  It may include program activities and counseling in the areas of personal finance, emotional or psychological problems, and substance abuse awareness and treatment.  At most installations the primary focus of the EAP is to assist employees who want help in dealing with a substance abuse problem.  Employees who suffer from drug and/or alcohol abuse are entitled to the same medical care and administrative consideration they would receive for any other illness.  Sick leave or other appropriate leave should be granted for drug or alcohol related medical examination and treatment.  

Supervisory Responsibilities

Participation by civilian employees in all aspects of the EAP is strictly voluntary.  If the supervisor notes changes in behavior or performance that may be indicative of a substance abuse problem, they should encourage the employee to utilize the resources available through the EAP or other community resources.  Because alcoholism is a progressive illness, the earlier it is identified, diagnosed and treated, the better chance of full recovery.  It is not necessary for the supervisor to be technically knowledgeable about alcoholism or drug abuse.  In no case should a supervisor attempt to diagnose specifically or to treat an apparent substance abuse problem.  However, the supervisor should be alert to documenting unmistakable signs of declining performance and how to use the EAP when standard counseling does not improve work performance.  
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QUESTIONS AND ANSWERS 

Q:  What action should I take if I suspect an employee’s conduct or performance problem is related to drugs or alcohol?

A:  When there is an indication of such problems impacting on an employee, don’t try to diagnose the problem.  Make sure the employee is aware of the Employee Assistance (EAP) Program.  It will refer the employee to local social agencies for professional counseling and rehabilitation. 
Q:  Who is eligible for EAP? 

A:   The EAP is available to all employees and their immediate family members.  

Q:  What if the employee refuses to get help?

A:   If the conduct or performance problem continues, the supervisor should proceed with appropriate disciplinary action. 

Q:  What kinds of problems does the EAP cover? 

A:   The EAP covers a variety of problems to include:  alcohol abuse, alcoholism, drug abuse, marital problems, family problems and/or financial problems. 

Q:  How are EAP services handled? 

A:  Employees may contact the EAP directly or they may elect to request referral through the immediate supervisor.  Employees who make use of the EAP are assured that their problems, source, treatment, or disposition will be handled with the highest degree of confidentiality.  

Q:  Do employees take leave for EAP appointments? 

A:  Many employees prefer to have EAP appointments before work, during lunch time or after work to ensure confidentiality.  If the employee schedules an appointment during duty hours, the supervisor may approve the employee’s request for sick leave or annual leave. 
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Q:  What should I do with an employee who shows up for work drunk? 

A:  If the employee is exhibiting symptoms of intoxication, that fact is sufficient evidence to conclude that the employee is not “ready, willing, and able to work.”  The employee should be removed from the work site.  Some activities have arrangements to provide breathalyzer tests to employees suspected of being under the influence.  Breathalyzer testing may be offered to employees, but only on a voluntary basis.  The supervisor should send the employee home and charge the absence as AWOL or approved leave as appropriate.

Q:  Can participation in the EAP program affect job or promotional opportunities.  

A:   Seeking or accepting assistance through the EAP will not affect job or promotional opportunities.  However if the employee’s performance or conduct problem continue, they could have a negative affect on the employee’s job or his/her promotional opportunities.  

Q:  What records should the supervisor keep if an abuse problem is suspected? 

A:  The supervisor should document specific instances in which an employee’s work performance, behavior, or attendance fails to meet minimum standards or instances in which the employee’s pattern of performance appears to be deteriorating.
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