


of the finalists flunked the urinalysis test for
marijuana. The state was left with 37 who
managed to pass both the Civil Service exami-
nation and the drug test. The testing was
stopped. A decision was later made to test all
guard applicants statewide.

Most companies will not have so massive a
problem with their job applicants. But the in-
cident should serve as a warning to all con-
cerned with the recruiting and pre-employment
processing of applicants.

The second part of the drug use in the work-
place problem involves gaining control of the
situation in the workplace. Since current em-
ployees are involved, the difficulty of testing is
increased. The legal issues regarding random
testing of employees, enforced testing of all
employees, selective testing of those under
reasonable suspicion, and the best means of
validating the test results will not be resolved
soon. Meanwhile, the crisis grows.

The usefulness of drug testing is much greater
than the recognized value of indicating em-
ployees who are currently using or have re-
cently used illegal drugs. The belief of em-
ployees that they may be tested at any time has
great deterrent value. For example, studies
show that in New York State up to 60 percent
of the junior high and high school students
have tried drugs. But in a urinalysis test for
drugs administered to New York City Police
Department’s probationary officers last year,
only 18 out of 5,174 tested positive. These of-
ficers knew that they would be tested three
times before the end of their 18-month proba-
tionary period. An agreement signed by all
employees (and applicants) recognizing the
employer’s right to test for drugs at the em-
ployer’s discretion or upon reasonable suspi-
cion acts as an effective deterrent. These same
kinds of agreements have been used for years
regarding polygraph testing and their value in

deterring employee theft and other misconduct
is well known. The social or occasional users
and the more frequent users who have their
use under control will be deterred if their em-
ployment is threatened, and with it their whole
lifestyle. Hard-core users will not be deterred,
but they should be identified in any case
through the trained observation of their per-
formance at work.

The first step is for a company to adopt a
comprehensive drug use policy. The policy
should spell out the company position on the
use of drugs by workers as well as on the
dealing or buying of drugs on the work site.
The policy statement should clearly apply to
company personnel at all levels within the
organization. If testing is used, the names of
the tests and the substances they test for should
be included. In addition, the methods of vali-
dating any positive result and the disciplinary
measures to be invoked by the organization
should be written for all to see.

Dissemination of the policy to all employees,

from the executive officers down to the cleri-
cal staff, is essential. Notices should also be

posted in public places where employees con-
gregate. A drug education plan could begin at
this time to alert employees to the dangers of
drugs and to train supervisors to be aware of

and to identify telltale signs of drug use.

At the same time, an amnesty program can be
instituted with a deadline for drug users to
come forward. The establishment of an Em-
ployee Assistance Program is a must to offer
hope to the user. The impending penalties that
would follow the end of the amnesty program
would offer a different kind of incentive.
While the employee is completing the assist-
ance program, the company should be actively
cleaning house with some combination of the
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steps mentioned below or the employee would
simply be returning to the drug pit.

An Employee Assistance Program can have
immediate and quantifiable results. The sav-
ings created from one such program at a major
corporation were estimated at $10 million just
from the increase in productivity and the de-
crease in sick pay and absenteeism. Another
company saved approximately 34,000 employee
sick days over a two-year period. Another pro-
gram had 10,000 referrals from the employer.
Employees who completed the program halved
their normal accident rate, used 60 percent
less sick benefits, and cut lost production time
by 40 percent.

Following the amnesty program, a crime watch
could be instituted among all employees. A
safe and clean workplace is the right of all,
and a program could be devised to encourage
employees to clean up their workplace by tell-
ing management of suspected drug abuse prob-
lems. Anonymity is a must for the cooperative
employee. Some organizations have instituted
an anonymous witness program, similar to the
Crime Stoppers program in which the caller is
assigned a number to guarantee anonymity.
Such programs often include rewards for infor-
mation that checks out.

An undercover investigation either before the
program begins, to estimate the extent of the
drug situation or to verify the activities of par-
ticular individuals, is a viable possibility. If
there is drug abuse, such an investigation will
discover its scope and identify the main users.

Whether applicants should be tested for drugs
depends on the industry and the potential dam-
age that could be caused by a drug abuse
problem weighed against the costs of testing.
If reasonable suspicion points to a particular
employee, he or she should certainly be tested.

The validity of drug testing is under challenge
and claims are made that the tests abridge in-
dividual rights. The same charges have been
made, and will continue to be made, against
the polygraph. While the legal issues are being
resolved, companies must do what they can to
prevent drug using employees from wrecking
the business.

From the recent trend of increased use of illicit sub-
stances by the nation’s high school seniors, it is
obvious that an increasing number of persons who
soon will be entering the work force either will have
used these substances or will have friends and ac-
quaintances who have used them. These employees
will be more tolerant of drugs in the workplace.
Tighter screening procedures such as drug testing,
polygraph examinations, and background investiga-
tions before employment will become increasingly
necessary to obtain a drug-free workforce.

Business must, in its own self-defense, be vigorous
in keeping substance abusers out of the work force
and in keeping their existing work force as free of
such abuse as possible.

Members of the business community should take a
more positive interest in potential employees long
before these persons are ready to enter the work
force. Businesses should go into junior and
senior high schools with drug abuse awareness
and prevention programs, in an attempt to turn the
national trend around at a time of lesser resistance
from the subjects of the effort. Money spent by
business to deter drug abuse before the victims
have begun to suffer its effects will, in the long
run, be deterring the potential for greater losses.
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