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	PURPOSE
	TUCKER HI-RISE CONSTRUCTION INC. (the “Company”) is committed to safety and to providing a safe workplace and safe working conditions. The Company has adopted this policy to communicate its expectations and to establish clear rules and requirements regarding employee use or misuse of any substance that has potential to impair judgment or safety in the workplace and at other work-related locations, including alcohol, prescription and over-the-counter medications, marijuana and illegal drugs

	
	

	POLICY
	The Company requires that all employees report to work free from impairment by use of drugs, medications or alcohol and capable of working safely, competently, and productively. Except as may be expressly provided for herein in regards to the limited use of alcohol during social occasions or while attending business events where alcohol may be served, the Company prohibits and will not tolerate the use of, or impairment by, any drugs or alcohol at any time during which an employee is considered to be in the course of employment, or the sale or distribution of same on Company property or while in the course of employment, or any other violation of this Policy as set out herein.

The Company will take appropriate corrective action in response to violations of this Policy.



	SCOPE
	This policy applies to all employees of the Company, regardless of position.

This Policy governs conduct while at work and during working hours and any time an employee is representing the Company or carrying out Company business. This includes when employees work on Company premises, as well as at other locations, premises, or projects at which employees may work or carry out Company business, whether controlled by the Company or not. It applies during any work- related or Company-sponsored events that may be held off-site or after working hours, including events of a social nature. While it does not apply to employee conduct during off-duty hours, please note that the requirement to report to work free from impairment may require an employee to modify or restrict behavior during off-duty hours and prior to reporting to work in order to ensure compliance.

This Policy applies to any substance or activity which may impair judgement or ability to work safely as well as competently and productively. It also applies to the use, storage, selling or sharing of such substances at the workplace. For the purposes of this Policy, the “workplace” includes parking lots and other areas which may be controlled by the Company (and, as noted above, this Policy applies to other locations at which employees may work or represent the Company or carry out Company business).

This Policy will apply, if and as appropriate (and with any suitable adjustment or modification in consequence of their non-employment status), to contractors, sub-contractors and other non-employees if their use of, or impairment by, the substances proscribed by this Policy pose any risks to the safety of Company employees or to any other Company interests.



	RESPONSIBILITIES
	SENIOR MANAGEMENT TEAM RESPONSIBILITIES

· Review and approve company Fitness for Duty Policy for all workplace parties, on an annual basis.

HEALTH AND SAFETY & HR MANAGER RESPONSIBILITIES

· Develop company Fitness for Duty Policy for all workplace parties.

· Make revisions as necessary to the company Fitness for Duty Policy
· Ensure communication and documentation of  Fitness for Duty Policy  to all workplace parties, through Employee Orientations.

· Maintain records of all completed training, related to Fitness for Duty. 

· Provide and/or arrange training to the appropriate parties regarding company Fitness for Duty Policy
· Comply with all the requirements as defined under the Occupational Health and Safety Act and Regulations.
SUPERVISORY TEAM RESPONSIBILITIES:

· Participate in training sessions regarding company Fitness for Duty Policy
· Ensure that the company Fitness for Duty Policy have been communicated to all workers in the workplace.

· Monitor the workplace and provide feedback to the Health and Safety Manager related to the effectiveness of the company Fitness for Duty Policy
· Take every precaution reasonable in the circumstances for the protection of a worker.

· .
WORKERS RESPONSIBILITIES

· Attend and participate in training sessions regarding company Fitness for Duty Policy
· Advise Supervisor Team if experiencing any difficulties with assigned tasks, or if assigned tasks are beyond perceived limitations or medically not capable of performing tasks.

· Comply with all the requirements as defined under the Occupational Health and Safety Act and Regulations.


	
	

	PROCEDURE
	This Policy applies to any substance or activity which may impair judgement or ability to work safely as well as competently and productively. It also applies to the use, storage, selling or sharing of such substances at the workplace. For the purposes of this Policy, the “workplace” includes parking lots and other areas which may be controlled by the Company (and, as noted above, this Policy applies to other locations at which employees may work or represent the Company or carry out Company business).

This Policy will apply, if and as appropriate (and with any suitable adjustment or modification in consequence of their non-employment status), to contractors, sub-contractors and other non-employees if their use of, or impairment by, the substances proscribed by this Policy pose any risks to the safety of Company employees or to any other Company interests.

PROSCRIBED SUBSTANCES AND IMPAIRMENT

Substances that have potential to impair judgment and safety include, but may not be limited to:

Alcohol, including wine, beer, liqueurs and liquor, regardless of precise alcohol content;
· Marijuana, whether ingested, smoked or vaped;

· Prescribed and over-the-counter medications, if the effect(s) or side effect(s) of such medications, or their misuse, might reasonably impair judgement or pose a risk to safety; and
· Any other substances or activities, whether or not regulated, which might reasonably impair judgment or pose a risk to safety, either in and of themselves or as a consequence of the manner of usage (such as, for example, inhalant abuse of chemical vapors, including glue or solvents).

“Impaired” or “impairment” means a determination by the Company, acting reasonably, that the employee (or other individual) is unable to work safely and/or competently and/or unable to perform job duties in accordance with required standards of safe and competent job performance and/or required standards of workplace conduct.

RULES AND REQUIREMENTS

All employees (and others to whom the Policy may apply) will be required to comply, without exception, with the following rules and requirements:
1. To report to work fit for duty, sober and unimpaired by use of any substance, and fully able to work competently, productively and safely.
2. 
To remain sober and unimpaired and fit for duty throughout the entirety of the work day (including any overtime worked), and whenever engaged in any Company-related business or while representing the Company in any capacity.
3. The use, possession, distribution, sharing or sale of alcohol, recreational marijuana, illegal drugs, or any other substance proscribed by this Policy is prohibited during work hours and while on Company premises or while in the course of carrying out employment- or Company-related obligations.
4. Occasional and limited use of alcohol may be permitted during a customer or business luncheon, or during a Company-sponsored social event or celebratory occasion, but only on the strict conditions that the employee drinks responsibly.

For clarity, this means that excessive consumption of alcohol, intoxication, impairment, or rude or reckless behaviour due to alcohol use while attending a Company-sponsored social or celebratory event or at any external social or business event where alcohol may be served and at which an employee is attending on behalf of, or representing, the Company, is strictly prohibited.

All prescription or over-the-counter medications must be used as prescribed and consistent with any proper usage instructions. If any such medication can reasonably be expected to impair judgment or attention, or impair one’s ability to work safely, the user must disclose to management such usage if required to use any such medication either during work hours or within two (2) hours of beginning work or if usage can reasonably be expected to impair judgement or safety during working hours or while engaged in employment or Company related business or activities.

Such users must be prepared to inform Company management about any potential risks to judgment, competency, or safety associated with using such medications, as well as any related medical restrictions, in order that management may properly assess such risks and restrictions. Employees must cooperate with management and to take any actions necessary to allow management to properly assess such risks, including by obtaining and providing to the Company any relevant information from the employee’s doctor which may be requested by management as part of its assessment of any risks to safety.
5. For clarity, employees and other persons to whom this Policy applies are specifically warned that the recreational (non-prescribed) use of marijuana is prohibited at the workplace, during work hours, and while attending or performing any work-related duties or responsibilities, regardless of time or location.
6. Any employee who has reason to believe any employee (or any other person with whom the employee is working) is impaired or unfit to work safely, or is in any other way in violation of this Policy, must immediately report such concerns to his or her supervisor or another member of Company management.
7. All employees are expected to adhere to all laws and legal requirements which apply to the safe operation of any Company vehicle (or any vehicle used in the course of carrying out employment- or Company-related business), and to report to the Company any incidents or charges of impaired driving or any loss or suspension of their driver’s licence.
8. Contractors and sub-contractors are required to ensure that they and their own employees comply with the spirit, intent and requirements of this Policy (or any similar policy which they may enact to address similar safety and work performance concerns arising from drug and alcohol usage).

CORRECTIVE ACTION

To promote and reinforce the Company’s objective of providing a safe workplace and safe working conditions, absent compelling mitigating circumstances, any breach of the rules listed above in regards to possession and use of, or impairment by, any proscribed substance contrary to this Policy will result in appropriate corrective action, up to, and including, dismissal from employment, if and as circumstances warrant.

Special considerations may apply in the event an employee discloses a dependency which is beyond his or her ability to control and the employee is willing to take steps to address and remediate such dependency.

MEDICALLY-PRESCRIBED MARIJUANA

Medically-prescribed marijuana (“medical marijuana”) will otherwise be treated in the same way as any other prescribed medication which might result in impairment, but special considerations may apply on the understanding that there may be a higher risk of impairment associated with marijuana and that its use may result in second-hand smoke or vapour. Provided that the employee can confirm a legal prescription from a medical doctor, the Company will treat such an employee in the same manner as any employee who may be required to use a prescribed medication with risk of impairment, and will, if and as required, accommodate individual needs up to the point of undue hardship.

The Company has the right to assess whether an employee’s use of medical marijuana will result in impairment and/or undue risk to safety while at work.

The Company will work with the individual (and, as appropriate, with any Union) who requires accommodation to ensure that any measures taken are effective in facilitating safe and competent job performance. Ultimately, however, it is the Company which bears the burden of making an accommodation and employees have a duty to cooperate in this effort and to accept any such reasonable proposal for accommodation made by the Company.

Employees have a duty to cooperate with management and to explore and consider alternatives to smoking or vaping medically-prescribed marijuana at the workplace/during working hours. Use of medical marijuana is subject to the same laws regarding the restriction of smoking or vaping tobacco in the workplace. Employees also have a duty to cooperate with management in regards to obtaining relevant information from the prescribing doctor as to the risks of usage and any alternatives or strategies which may minimize risks to health and safety or which may allow the employee to avoid usage during and immediately preceding working hours.

All information provided in regard to medical marijuana use is considered confidential and will be treated and safeguarded as such.

PROCEDURE – SUSPECTED IMPAIRMENT

All employees must report any incident of suspected impairment to a supervisor or manager, which includes self-reporting any unexpected reaction to a properly-used medication. A supervisor or manager who has reasonable grounds to believe, based on observation of an employee’s conduct or other factors, that the employee is or may be unable to work in a safe or competent manner as a consequence of impairment due to alcohol, marijuana, illegal drugs, a prescribed medication, or due to any other substance or reason, shall follow and apply the following procedures:

1. Whenever possible, the supervisor with suspicions that an employee is impaired or to whom suspicion of impairment has been reported will solicit the cooperation of another manager/supervisor to jointly assess and determine whether there is a reasonable basis to suspect impairment and to objectively evaluate the employee's health status and ability to work safely.
2. In acute situations, where the supervisor determines there is an imminent risk of harm to the employee and/or to any other person (or to property), the supervisor shall take immediate precautions to intervene and address the situation to ameliorate the risk, which may include circumventing these procedures if the risk of harm is imminent.
3. Suspicions that an employee is unable to work safely may be based on various observations, including, but not limited to:

a. Unusual or out-of-character behavior (including loud, reckless or obnoxious behavior);
b. Talkativeness or slurred speech;
c. Working in a sloppy or error-prone manner;
d. Watery or red eyes or dilated pupils;
e. Smell of alcohol or other prohibited substance (e.g., marijuana) on the employee or in the area where the employee is located or working;
f. Difficulty with balance;
g. Unduly slow or deliberate actions
h. 
Lack of coordination; or
i. Sleepiness, distraction or inattentiveness.

4. At least one of the managers/supervisors involved will then consult privately with the employee to explain the basis for their concern, to obtain any explanation from the employee, and to try to objectively evaluate the employee’s ability to work competently and safely.
5. When possible and appropriate, such interviews should be conducted by the employee’s immediate supervisor (if involved in the assessment) and, as necessary, a member of the Human Resources department. A unionized employee may have the right to request attendance by a union representative; consult the collective agreement in this regard.

6. Unless satisfied that the employee is able to work safely, the employee should not be permitted to return to assigned duties. If it is concluded that the employee is unfit to perform assigned duties, then the employee should be sent home or to a nearby hospital or medical centre, as appropriate. For clarity, an employee should not be sent home if there is any reason to suspect or believe that the employee is suffering a health crisis or medical emergency.
7. Employees who appear intoxicated, disoriented or otherwise impaired should not be permitted to drive. Try to arrange for a family member or a co-worker to drive the employee. If necessary, arrange for a taxi at Company expense. Consultation with Human Resources should occur to determine whether or not any employee who is sent home or relieved of duties should be paid for time missed or not.
8. Notes should be made documenting the date, time, source(s) of concern and observations made, the employee’s response, the conclusions reached and actions taken, and so on, in order to create a detailed record of the incident.
9. Appropriate corrective action will be taken if it is determined that the employee at issue is in breach of this Policy. This may require a meeting or consultation with Human Resources to assess possible and appropriate courses of action suitable to the circumstances.

DEPENDENCY/ADDICTION

The Company recognizes that, in some instances, the employee discovered in violation of this policy may have a dependency or chronic abuse problem which may be beyond the individual's ability to control, such as, for example, alcoholism. Similarly, an employee may voluntarily disclose such condition.

However, no employee should be assumed to have a dependency or chronic abuse problem; instead, every employee will be assumed to be culpable and responsible for his or her own actions – and the consequences of those actions – unless the employee identifies or discloses that he or she is suffering from a dependency problem or there is a reasonable and objective basis to suspect such a dependency.

The Company will ensure that employees with dependency problems are provided with an opportunity to seek appropriate treatment.

The Company will support the rehabilitation of any employee who is willing to help him or herself. However, The Company will not look favourably upon those who fail to cooperate or take advantage of any such opportunity made available to them. If an employee is revealed to have a dependency problem, the onus will be on the employee to take positive steps towards rehabilitation and resistance by the employee to treatment options will be considered and treated as a culpable choice.

To assist, the Company may offer or require an employee to take an unpaid leave of absence during which to seek appropriate treatment, The Company may impose certain conditions in granting any such leave and/or in granting reinstatement back into employment, including proof of treatment and proof of fitness to resume job duties. Employees may be obliged to enter into a written agreement stipulating the terms and conditions of any leave of absence granted as well as any conditions attaching to reinstatement into employment in the event of successful rehabilitation. If and as appropriate, taking into account safety-related factors, this may include some manner of testing regime.

In the event an employee who is identified as having a dependency problem either refuses to cooperate with efforts aimed at rehabilitation or who fails to successfully rehabilitate to the point of being medically-cleared to return to work and resume job duties, the Company may be forced to impose appropriate corrective action, including dismissal from employment.

* * *

Any employee wishing to disclose a concern in regards to how a particular medication may affect ability to work safely or competently may make such disclosure, in confidence, to their supervisor, to another supervisor or manager on-site, or to Human Resources.

Any employee wishing to disclose a dependency on alcohol, drugs or any medication may make such disclosure, in confidence, to their supervisor or to Human Resources. Any employee having questions regarding the contents of this Policy or how it applies are invited and encouraged to contact the Human Resources department at 416.774.2617 or by email at 
EMPLOYEE ACKNOWLEDGEMENT

I hereby acknowledge that I have received a copy of the Company’s Policy addressing Fitness for Duty. By my signature below, I confirm my understanding and agreement with the Policy and I confirm my understanding that violations of this Policy will result in appropriate correction action, up to, and including, termination of employment, if and as circumstances warrant.

Employee Name (Please print)________________________________
Employee Signature________________________________________
Date signed (DD-MM-YYYY)_________________________________
Please complete, sign and date, and return this page only to the Human Resources department via email at hr@tuckerhirise.com.



	
	

	DISTRIBUTION
	Fitness for Duty Policy will be distributed upon hire during our Employee Orientation process.  Fitness for Duty Policy will be listed in the Health and Safety Manual and in contract addendums with Contractors.

Furthermore, as a minimum, Fitness for Duty Policy will be reviewed on a yearly basis.


	
	

	RECORDS
	All records of training or meetings will be documented with records of such meetings retained on file.
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