
 1 
 1 

 

 

MP NEXLEVEL, LLC 

 

DRUG-FREE WORKPLACE POLICY 

 

 

MP Nexlevel, LLC goal is to promote the health, safety and productivity of its employees, to 

protect the Company's integrity and to safeguard the public interest.  The Company also 

recognizes the widespread use of drugs and alcohol in society and the need to maintain a drug-

free work place. 

 

The Company considers chemical dependency and abuse to be major health problems.  The 

Company encourages employees and their families to work with Employee Assistance Program 

counseling resources center to resolve substance abuse problems.  A conscientious effort to seek 

and use such help will not jeopardize an employee's job or career. 

 

Employees are expected to report to work mentally and physically fit for duty.  This requires 

employees to abstain from using alcoholic beverages and mood-altering drugs prior to the start of 

their workday, during the work period, during lunch and other work breaks.  When fitness for 

duty is questioned, supervisors, in conjunction with the counseling service personnel will 

determine the need to initiate the fitness-for-duty evaluation. 

 

Employees will not manufacture, sell, dispense, purchase, or use alcohol or unauthorized 

controlled substances on Company premises, on Company time or while conducting Company 

business off Company premises.  Controlled substances include, but are not limited to, narcotics, 

opiates and depressants, amphetamines and other stimulants, hallucinogens, PCP, and marijuana. 

 

Employees will report to their supervisors, the use of physician prescribed or over-the-counter 

medications if they have been advised or the medication’s label states that the medication could 

affect performance or safety. 

 

Employees must report any conviction under a drug or alcohol statute which occurs on Company 

premises, on Company time, or while conducting Company business off Company premises, no 

later than five days after conviction.  The Company is obligated to report these convictions to the 

federal government.  In determining appropriate action for a conviction on a drug or alcohol 

offense, management will consider the employee's involvement, job assignment and work record. 

 The Company also will weigh the effect of the employee's involvement upon the conduct of 

Company business and the maintenance of public trust.  

 

Employees must, as a condition of employment, abide by the terms of this policy.  Failure to do 

so may result in disciplinary action up to and including termination. 
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MP Nexlevel, LLC drug and alcohol testing requirements are as follows:1 

 

Pre-Employment/Job Applicant Testing 

 

All new job applicants, regardless of position and subject to state/local law, who have received a 

conditional offer of employment must show themselves to be free from the presence of illegal 

drugs through a drug screening test.  The job offer is withdrawn if the Medical Review Officer 

upholds findings of a confirmed positive test. 

 

Random Testing 

 

Company employees will be subject to unannounced random drug/alcohol testing.  Random 

testing identifies employees who use controlled substances or misuse alcohol who might 

otherwise escape notice and avoid testing.  The random testing is done on different dates and at 

times to prevent employees from coordinating their controlled substances and alcohol use to the 

random testing schedule. 

 

Any work-related incident resulting in injuries to anyone involved which requires medical 

attention away from the site of the incident or damage to property will require a drug and/or 

alcohol test for all those involved in the incident whose actions or lack of action cannot be ruled 

out as a contributing cause of the incident and either: 

 

1. Drug and/or alcohol use by any employee involved in the incident could have 

contributed to the incident, or 

2. The employee’s assigned duties involve hazardous work. 

 

All on-the-job injuries must be reported to the Human Resources manager or other designated 

person on the same day as the injury – unless there are circumstances that make reporting 

impractical or impossible – but no later than the end of the next business day following the 

injury.   

 

Post-injury drug and alcohol testing should occur as soon after the injury as is practical, but 

alcohol tests must be conducted within 8 hours after the incident occurred and drug samples must 

be collected no later than 32 hours after the injury has occurred. If these timelines are not met 

cease any further attempt to test and note the reasons for not testing. 

 

Positive Alcohol/Drug Test (Does not apply to applicants who test positive.) 

 

An employee who tests positive for drugs/alcohol will be immediately removed from his/her 

position and referred to the Company Substance Abuse Professional (SAP) for evaluation.  (The 

Company will pay for the SAP evaluation the first time an employee tests positive.  A subsequent 

positive test will result in disciplinary action up to, and including termination.)  Before the 

                                                 
1
 Where state rules differ they must be followed.  An appropriate Addendum will be provided. 
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employee will be considered for return to his/her position, all required treatment/rehabilitation 

must be successfully completed and an affirmative recommendation for returning to work 

received from the SAP. Those who refuse to participate in treatment/rehabilitation or fail to 

complete treatment /rehabilitation will be subject to discipline up to and including termination. 

 

Return-to-Duty Testing 

 

An employee who has tested positive and successfully completed all treatment/rehabilitation 

must then take a return-to-duty drug/alcohol test.  The test results must be negative before the 

individual can return to his/her covered position. 

 

Follow-up Testing 

 

Once allowed to return to duty, an employee who has tested positive for drugs/alcohol will be 

subject to unannounced follow-up testing for at least 12, but not more than 60 months.  The 

frequency and duration of the follow-up testing will be recommended by the SAP as long as a 

minimum of six tests are performed during the first 12 months after the employee has returned to 

duty.  Follow-up testing is separate from and in addition to the regular random testing program.  

Employees subject to follow-up testing must remain in the standard random pool and must be 

tested when selected. 
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Fitness-for-Duty Examination 

 

An employee may be required to report to a designated physician or health care provider for a 

fitness-for-duty examination if the person appears unfit for duty, or when a supervisor determines 

there is reasonable suspicion that the employee has violated the Company Drug and Alcohol 

Policy.  The fitness-for-duty examination may include a drug and alcohol screening.  Fitness-for-

duty exams, which are positive but are not policy violations, will not subject the employee to 

discipline; however, if appropriate, modifications and/or restrictions of work assignments will be 

imposed.  The employee with a positive urine drug test will be referred for a Chemical Health 

Evaluation.  Return to work will be based upon the employee's compliance with 

recommendations of the counselor.  Continued employment will be conditional upon the 

employee's continued compliance with the rehabilitation process and a negative urine drug or 

breath alcohol follow-up testing. 

 

Scope of Coverage 

 

This policy applies to all MP Nexlevel, LLC employees.  Those employees subject to federal 

regulation due to their involvement in maintenance, operations, or emergency-response for 

natural gas, and hazardous liquid pipelines, or who are required to have a CDL must abide by this 

policy and federal rules.  Where federal rules differ from this policy they will be followed.] 

 

EMPLOYEE RIGHTS, APPEAL PROCEDURES 

 

Employees and job applicants have the right to refuse to submit to drug and alcohol testing or 

post-treatment drug monitoring.  Refusal is considered a positive test result for the procedure(s) 

refused, and offer of employment shall be withdrawn.  Refusal to test is grounds for dismissal.   

 

Test Procedures:  All drug testing will be done by a laboratory approved by the SAMSHA 

(Substance Abuse & Mental Health Services Admin.) and licensed in the State where service is 

provided, according to prescribed procedures to ensure validity and confidentiality. 

 

Alcohol Testing: Qualified individuals using approved breath test devices will conduct alcohol 

testing. A breath-alcohol reading equal to or greater than 0.02% is defined to be a violation of 

the fitness-for-duty standard.   

 

Drug Testing:  The presence of a unauthorized controlled substances in amounts equal to or 

greater than the levels established in the DHHS guidelines listed below is defined as a violation 

of the fitness-for duty standard.  These levels are based upon current regulatory standards 

applicable to utility operations.  If state or federal standards change, such changes automatically 

become the standards of this policy. 

 

Drugs to be Tested and Cutoff Levels: 
 
The following controlled substances will be tested at the stated cutoff levels: 
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Medical Marijuana 
 

The Company is aware that many states have authorized the medical, and in 

some cases the personal, use of marijuana.  The Company will abide by all 

related state laws. 

 

 

Appeal of Results: 

 

Employees and job applicants have the right to submit additional information to explain a 

confirmed drug screen result to the Medical Review Officer within three working days of test 

result notification.  Employees and job applicants also may request in writing a copy of drug 

screen results and/or a retest of the original sample at a DHHS-approved laboratory of their 

choice within five working days of test result notification.   

 

Employees may appeal discipline or management actions through the appropriate appeal process. 

 

Retest: 

 

Employees (not applicants) have a right to have a portion of their sample retested at a qualified 

laboratory of their choosing. Retest expenses are the responsibility of the employee.  The results 

                                                 
2 1Delta-9-tetrahydrocannabinol-9-carboxylic acid (THCA). 

NAME OF DRUG 

SCREENING 

THRESHOLD 

(Urine) 

CONFIRMATION 

THRESHOLD 

(Urine) 

Amphetamines (Amp) 500 ng/mL 250 ng/mL 

Cocaine  150 ng/mL 100 ng/mL 

Marijuana
2
  50 ng/mL 15 ng/mL 

Methamphetamine 500 ng/mL 250 ng/mL 

Opiates  2000 ng/mL 2000 ng/mL 

    Hydrocodone 100 ng/mL 50 ng/mL 

    Hydromorphone 100 ng/mL 50 ng/mL 

    Oxycodone 100 ng/mL 50 ng/mL 

    Oxymorphone 100 ng/mL 50 ng/mL 

Phencyclidine (PCP) 25 ng/mL 25 ng/mL 

6-Acetylmorphone 10 ng/mL 10 ng/mL 
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of the retest will be binding. 

 

ADMINISTRATION AND DISCIPLINE GUIDELINES 

 

Drug and Alcohol Policy Violations 

 

1.  MP Nexlevel, LLC absolutely prohibits the possession, sale, solicitation or transfer of illegal 

drugs or controlled substances on Company premises, Company worksites on Company time, in 

Company vehicles or while performing Company business anywhere. 

 

Violations may lead to immediate removal from the work place and may result in termination. 

 

2.  Use, sale, distribution of or possession of illegal drugs, unauthorized controlled substances or 

alcohol during working hours or a positive drug or alcohol test will require: 

 

 a. Removal from job site and Company premises. 

 

 b. Subject to disciplinary policy. 

 

 c. Drug and/or alcohol testing. 

 

 d. Evaluation by SAP. 

 

 e. A maximum of 5-year post-treatment follow-up drug and/or alcohol testing. 

 

 f. Noncompliance with the above will lead to immediate termination. 

 

3.  A second violation of paragraph 2 within 5 years of first violation will be cause for 

termination.  A second violation of paragraph 2 over 5 years from first violation shall be 

reviewed by management with appropriate action taken after consideration of employee's current 

and past work record, job assignment and counseling services recommendations. 

 

4.  MP Nexlevel, LLC strongly discourage illicit drug use and alcohol abuse outside of working 

hours.  Employees are encouraged to utilize services available within the community for these 

concerns.  Governmental regulations requiring reporting off-the-job incidents may require 

mandatory assessment and treatment. 

 

5.  Refusal to participate in required testing will be grounds for dismissal. 

 

6.  The Company strongly supports employee actions to responsibly resolve substance abuse 

problems.  Accordingly, we will consider EMPLOYEE REQUESTS FOR unpaid leave of 

absence to treat this health problem one time as permitted by law. 

 

7.  POSSESSION - Does not include legal vehicle transport of alcohol, with a clear lack of intent 

to use in violation of the policy.  No open bottle is one clear indication of lack of intent.  
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Transportation of alcohol has to be manifested as part of the load and cannot be in the cab. 

 

8.  RETEST EXPENSE (Testing the Second/Split Specimen).  Unless otherwise prohibited by 

law, an employee who requests a split/retest of their specimen will be required to pay for the 

testing.  Should the split test come back negative, MP Nexlevel, LLC will reimburse the 

employee for the cost of the test and no disciplinary action will be taken. 

 

9.  Employees who submit to drug or alcohol testing conducted by a law enforcement officer 

must contact their supervisor (or another MP Nexlevel, LLC official) immediately and provide 

the name, badge number and telephone number of the officer who conducted the testing.  [Note:  

In our experience it is extremely unlikely that they will share the results without a subpoena] 

 

10.  Equipment may be randomly inspected for drugs or alcohol and related paraphernalia and all 

other controlled or illegal items, and covered employees shall have no expectation of privacy 

concerning their use of such equipment.  Discovery of such items will result in termination and 

prosecution per company policies. 

 

11. Employees may be terminated for parking at a tavern or bar with company equipment when 

not in the course of business or for using alcohol or a controlled substance while on company 

property or in possession of company equipment whether on or off duty at any location. 

 

 


