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1. Introduction 

1.1 Central Learning Partnership Trust (CLPT) is committed to providing a safe and healthy 
working environment for all employees. The Trust recognises that a substance misuse 
problem may be an illness and should be treated in the same way as any other illness.  

 
1.2 The Trust will adopt a constructive and supportive approach when dealing with employees 

who may be experiencing problems with substance misuse. This means that employees 
seeking assistance for a substance misuse problem will not be disciplined simply because 
of their misuse. The Trust encourages early disclosure of any problems or issues and this 
early disclosure will allow the parties the best opportunity to address concerns in a 
supportive way.  

 
1.3 Substance misuse is using a substance which affects the way the user feels mentally or 

physically and can have a detrimental effect on the user’s health and wellbeing.  It includes 
alcohol, illegal or legal drugs, prescription medicines (e.g., tranquillisers, anti-depressants, 
over the counter medicines), new psychoactive substances (previously known as legal 
highs) solvents, glue, and lighter fuel.  

 
1.4 The inappropriate use of substances can damage the health and well-being of employees 

and have far reaching effects on their personal and working lives.  At work, substance 
misuse can result in reduced levels of attendance, sub-standard work performance and 
increased health and safety risks not only for the individual concerned but also for others, 
for example, pupils, work colleagues, members of the public etc.  Furthermore, the effects 
of substance misuse are likely to be detrimental to the Trust’s reputation, image and its 
ability to deliver high quality education to pupils. 

 
1.5 Employees should be aware that whilst the Trust will always take a supportive approach 

to dealing with issues of substance misuse, the Trust recognises that in certain situations 
it may be necessary to consider taking appropriate action under the Disciplinary or 
Capability policy. A referral, where appropriate, will be made to Occupational Health and 
other sources of help/assistance too, as well as the relevant professional/regulatory body. 
(Please refer to the Trust’s Management of Attendance Policy, Disciplinary Policy, 
Capability Policy and the CLPT Mental Health and Wellbeing Policy) 

 
1.6  CLPT are responsible for ensuring the effective implementation of this Policy. As part of 

equality monitoring CLPT will review and monitor the operation and impact of the Policy 

on a regular basis and in line with the Policy review date, alongside consultation with the 

recognised trade unions. As part of this monitoring and review this Policy will be equality 

impact assessed. 

  

1.7 Any documentation or evidence collected in conjunction with the application of this Policy 

will be treated as confidential and information will only be shared with parties on a need to 

know basis. 

  

2. Scope 
  

2.1 This procedure applies to all employees of CLPT. Where the term employee is used 
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throughout the Policy this applies to both employees and workers 
 

 
3. Purpose 

 
3.1 This Policy has been produced to ensure that employees are aware of the risks associated 

with substance misuse and the consequences, including any legal consequences, of their 
actions.  

 
3.2 The purpose of this Policy is to: 

 
3.2.1 Promote a culture of openness, where employees feel supported in making a 

disclosure and that will encourage employees with substance misuse problems to 
seek help and accept counselling or treatment at the earliest possible stage (early 
identification means a better chance of successful treatment). 

 
3.2.2 Promote a culture where substance misuse is discouraged and  prevent substance 

misuse by raising awareness of the risks and potential harm to health associated 
with the use of intoxicating substances. 

 
3.2.3 Recognise substance misuse problems primarily as a health matter needing help 

and treatment. 
 
3.2.4 To provide appropriate assistance in a sympathetic and confidential manner to 

employees confronted with problems of substance misuse.  
 
3.2.5 Provide practical guidance on how to deal with substance misuse effectively and 

ensure any cases are dealt with in an appropriate, fair and consistent manner and 
in the interests of health, safety, and welfare, in order to maintain acceptable 
standards of conduct and/or work performance. 

 

 
4. Legislation  
 
4.1 The Health & Safety at Work Act 1974 

 
The Trust have a duty under the Health and Safety at Work Act 1974 to ensure, as far as 
is reasonably practicable, the health, safety and welfare at work of their employees. Under 
Section 7 of the Health and Safety at Work Act, employees have a duty not to endanger 
themselves or others and to co-operate with the Trust in meeting statutory requirements. 
Under the Management of Health and Safety at Work Regulations 1999, there is also a 
duty to assess the risks to the health and safety of employees. If knowingly allowing an 
employee under the influence of a substance to continue working and their conduct places 
the employee or others at risk, there could be a prosecution. 

 
4.2 The Psychoactive Substances Act 2016  

 
This act bans psychoactive substances, previously known as ‘legal highs’ in the UK and 
prevents the supply of these previously unregulated and frequently harmful substances 
for human consumption. A psychoactive effect is something which affects a person’s 
mental functioning or emotional state by stimulating or depressing their nervous system. 
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This act works in conjunction with the Health and Safety at Work Act 1974 and the Misuse 
of Drugs Act 1971. 

 
4.3 The Road Traffic Act 1988  
 

The Road Traffic Act 1988 states that any person who, when driving or attempting to drive 
a motor vehicle on a road or other public place, is unfit to drive through drink or drugs shall 
be guilty of an offence. An offence is also committed if a person unfit through drink or 
drugs is in charge of a motor vehicle in the same circumstances. 
 

4.4 The Misuse of Drugs Act 1971 
 

This Act makes the production, supply and possession of controlled drugs unlawful except 
in certain specified circumstances (for example, when they have been prescribed by a 
doctor). If an employer knowingly permits the production or supply of any controlled drugs, 
the smoking of cannabis or certain other activities to take place on Trust premises, this 
could be an offence. 
 

4.5 The Equality Act 2010 
 
The Equality Act 2010 does not recognise substance misuse (e.g., alcohol or heroin 
dependency) as a disability under the Act but any condition arising from the abuse may 
be (e.g., cirrhosis of the liver arising from alcoholism). 

 
4.6 Other Legislation to Consider (not an exhaustive list)  

 
 Provision and Use of Work Equipment Regulations 1998 
 Data Protection Act  2018 
 Human Rights Act 1998 
 Transport and Works Act 1992 

 
 
5. Responsibilities  
 
5.1 Trust’s Responsibilities: 
 

5.1.1 Ensure this Policy is implemented, and procedures are in place that recognise and 
deal with the issue of substance misuse. 

 
5.1.2 Ensure that all employees have access to this Policy and that new employees are 

made aware of it. 
 
5.1.3 Actively demonstrate recognition of substance misuse problems by creating an 

environment where employees feel comfortable in asking for help. 
 
5.1.4 Act early and provide consistent support. 
 
5.1.5 Ensure the health and safety of all employees and pupils and will take all 

reasonable steps to prevent employees carrying out work activities if they are 
considered to be unfit/unsafe to undertake the work as a result of substance 
misuse.  
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5.1.6 Enlist the support of the Trust HR Provider, Occupational Health and Counselling 

when appropriate and ensure employees have access to this support. 
 

 
5.2 Manager’s Responsibilities:  

 
 
5.2.1 Be familiar with this Policy and guidelines and ensure that employees understand 

the Policy and their own responsibilities. 
 
5.2.2 Be aware of the signs of substance misuse and the effects on performance, 

attendance and health of employees. 
 
5.2.3 Review relevant health and safety risk assessments in the knowledge of an 

employee having a substance misuse problem, which could increase the risk to the 
employee or others – especially the potential impact on pupils. 

 
5.2.4 Ensure that  employees understand the Policy and are aware of the support and 

assistance available and also of the possible implications on their employment if 
substance misuse affects performance, attendance or health. 

 
5.2.5 Be alert to the possible indicators set out in Appendix A. 
 
5.2.6 Liaise with the Trust’s HR Provider at an early stage for support to refer employees 

to Occupational Health or Counselling when there are concerns or absence due to 
substance misuse. 

 
5.2.7 Review and monitor the progress of an employee who is undertaking a programme 

of assistance. 
 
5.2.8 Ensure the provision of all reasonable support to employees. 
 
5.2.9 Seek advice where necessary from the Trust’s HR Provider at an early stage on 

the approach to be adopted if they are aware or suspect an employee has a 
substance misuse problem. 

 
5.2.10 As a last resort, instigate disciplinary and or/capability procedures when and if 

appropriate to do so. 
 
 

5.3 Employee’s Responsibilities:  
 
Employees shall: 
 
5.3.1 Behave responsibly at all times to safeguard their own health and safety and hat 

of those around them. 
 
5.3.2 Co-operate with management in ensuring the implementation of this policy. 
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5.3.3 Not possess, store, trade or sell controlled drugs or new psychoactive substances 
on Trust premises or bring the Trust into disrepute by engaging in such activities 
outside of work. The only exception of possession or storing of controlled drugs 
would be where an employee has a prescription. 

 
5.3.4 Seek help if they have concerns regarding substance misuse. It is advised that 

employees approach their line manager so that appropriate support to help speedy 
rehabilitation can be arranged, for example, referral to the Occupational Health 
service, medical professionals, professional drug/alcohol agencies etc. The 
employee is also advised to see their own GP and seek advice from their trade 
union representative. See Appendix B for useful contacts of sources for help and 
advice    

 
5.3.5 Attend Occupational Health appointments or other arranged meetings unless there 

is a genuine reason not to. 
 
5.3.6 Cooperate with any other support mechanisms offered by the Trust; e.g., 

Counselling 
 
5.3.7 Encourage a colleague who they suspect has a substance misuse problem to seek 

help. Where the individual concerned does not wish to come forward to seek help, 
and their colleague(s) genuinely suspect that the individual has a problem, they 
have a responsibility to raise their concerns with their line manager. 

 
5.4 Support from the Trust’s HR Provider  

 
The Trust’s HR Provider shall:  

 
5.4.1 Provide the necessary professional advice and support to the Manager and the 

Trust and all Trust employees when required. 
 

5.4.2 Support with referring employees to Occupational Health or Counselling or 
signpost to other local agencies when appropriate. 

 
6. At Work  

 
6.1 Employees must report for work, and remain throughout the working day, in a fit and safe 

condition to undertake their duties and not be under the influence of alcohol or drugs.  
 
6.2 Employees must not consume alcohol or drugs at any time while at work including during 

breaks or lunchtimes spent at or away from Trust premises. Exceptions apply to drugs 
prescribed for the individual or over the counter medicines used for their intended purpose 
(in accordance with the instructions given by the prescriber, pharmacist or manufacturer) 
and where the safety of the individual or others with whom they come into contact is not 
compromised.  

 
6.3 The alcohol restriction does not apply to work-related functions or activities that take place 

at the end of an employee’s working day after which they are not returning to work, 
although permission should be obtained from the employee’s line manager before 
consuming alcohol on Trust premises for such a function. Employees who are invited to 
represent the Trust at functions and events outside of work are expected to keep the 
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Trust’s reputation in mind and conduct themselves professionally at all times where the 
availability and consumption of alcohol are concerned. 

 
6.4 The expectations outlined in section 6.2 are also applicable on residential events and trips 

when employees are responsible for the health, safety and welfare of students in their 
care. Employees are expected to conduct themselves in a professional manner at all 
times.  

 
6.5 It should be recognised that prescribed medicine/over the counter medicines may cause 

impairment to an individual’s performance at work. Individuals should seek advice from 
their GP or pharmacist on any medicines they are taking. Should an employee be 
prescribed medication or plan to take over the counter medicines that may cause side 
effects and impair their ability to undertake their duties safely and effectively, they must 
inform their line manager immediately, who should carry out a risk assessment. If 
appropriate advice could be sought from Occupational Health. Reasonable adjustments 
should be made either identified from the risk assessment or based on medical advice . 

 
6.6 Similarly, employees who experience side effects as a result of taking prescribed or over 

the counter medicines that impair their ability to perform their duties safely and 
satisfactorily must notify their line manager immediately.  

 
6.7 Employees are not obliged to disclose the actual medical condition being treated nor the 

medication – simply the impact/side effects. However, support can only be provided for 
the employee based on the information provided. 

 
 
7. Outside Working Hours  
 
7.1 Employees must not consume intoxicating substances before arriving for duty or when 

they may be required to attend work at short notice. For example, when an employee with 
responsibility for a Trust building/site may have to attend an emergency call out. Please 
note, this can only be enforced when it is reasonably expected that call outs may occur 
and should not be unrealistic, for example, it would be unreasonable to expect a caretaker 
who lives on site to be available at all times.  
 

7.2 Where an employee is suspected of having consumed intoxicating substances and they 
have driven to work then they will be advised to take alternative means of transport. 
Should they refused to do so, then the police may be informed of these concerns.  

 
7.3 As intoxicating substances can remain in the system for some time and even small 

amounts can impair performance and jeopardise safety, employees must allow sufficient 
time for substances to leave their system before reporting for work.  

 
7.4 Employees need to be aware that actions outside of working hours, which bring or are 

likely to bring the Trust into disrepute, may lead to disciplinary action and ultimately 
dismissal. 
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8. Smoking and the use of E-cigarettes 
 
8.1 CLPT recognises that, in general, smoking and use of E-cigarettes would not be 

considered substance misuse. However, the Trust is also mindful that some intoxicating 
substances in the categories listed in section 1.3 can be consumed via smoking and E-
cigarettes.  

 
8.2 As part of CLPT’s Mental Health and Wellbeing Policy and in line with the Health Act 2006, 

smoking and the use of E-cigarettes is prohibited in all CLPT premises and on the 
surrounding grounds, including the car park. Smoking and the use of E-cigarettes is also 
prohibited in company vehicles used by more than one person, and in private vehicles if a 
passenger is carried.  

 
8.3 Employees who wish to smoke or use e-cigarettes may do so in their own time during 

lunch breaks. However, employees are not permitted to smoke or use e-cigarettes in the 
presence of, or where they can be observed by, pupils, visitors or parents. Smoking and 
the use of e-cigarettes is not permitted in any personal vehicles on the school premises.  

 
8.4 Employees will not be permitted to smoke or use e-cigarettes whilst carrying out their 

duties and responsibilities for CLPT. 
 

 
9 Procedure 
 
9.1 Substance misuse problems may come to light in various ways which may include the line 

manager identifying deteriorating work performance or conduct, a colleague identifying 
signs, or the problem may become apparent during a capability, disciplinary or other type 
of process or a complaint received from a pupil, parent or member of the public.  

 
9.2 If an employee has, or there is evidence that they have, a substance misuse problem, all 

discussions will be kept strictly confidential. This will also be the case with counselling or 
any other treatment that the employee undertakes. It is the employee’s choice whether to 
be open with none, some or all colleagues about their problems. Openness can result in 
greater understanding and support for the person concerned; however, legally, this is and 
must be the choice of the employee. 

 
9.3 Informal Meeting  

 
9.3.1 If there are concerns regarding an employee with a possible substance misuse 

problem, the line manager, accompanied by a HR representative should meet with 
the employee at the earliest opportunity to discuss their concerns. Employees can 
be supported by a trade union representative or work colleague if the wish, 
however, if urgent attention is required, the meeting will proceed immediately.    
 

9.3.2 Reasonable notice and the reasons for concerns should be given before the 
meeting where possible. The meeting should be conducted on an informal basis 
but if the employee wishes to be accompanied, this should be supported.  
 

9.3.3 The purpose of the meeting is to identify the cause(s) of the concern (which may 
or may not be a consequence of substance misuse) and to determine the 
appropriate way to address the issues. If the employee confirms that the cause is 
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related to substance misuse then a referral should be made to Occupational Health 
through the Trust’s HR Provider. Even if substance misuse is denied by the 
employee, but still suspected, a referral should be made to Occupational Health.   

 
9.4 Support  

 
9.4.1 Following receipt of the Occupational Health report the line manager should meet 

with the employee to discuss the content of the report and agree a way forward in 
implementing any recommendations which have an impact on the employee’s 
health, work performance and provision of education to students.   

 
9.4.2 If Occupational Health consider the employee to be fit to attend work, then as far 

as reasonably practical, recommendations made by them to facilitate continued 
attendance at work should be accommodated.  

 
9.4.3 A recommendation for a reasonable adjustment may be for the employee to 

change their duties on a temporary basis. This will depend on the circumstances, 
including risks to the employee/their colleagues/pupil safety. If a change in duties 
is not practicable or agreement cannot be reached on alternative arrangements, 
then the employee may be subject to medical suspension. (See section 11) 

 
9.4.5 Information disclosed to Occupational Health will be treated in confidence, 

however, circumstances may arise where information may have to be disclosed to 
a manager/Headteacher or third party, for example, where an individual poses risk 
of causing harm to themselves or others. In such circumstances, all reasonable 
steps will be taken to inform the individual of any limitations to confidentiality.  

 
 
9.4.6 If the employee refuses help and support they should be informed that if the 

present performance/conduct continues to be of concern it may be necessary to 
invoke the capability/disciplinary procedures. 

 
9.4.7 If the employee is absent from work on sick leave (either short or long term), the 

provisions of the CLPT Management of Attendance Policy will apply and the 
appropriate entitlement to sick pay will be paid. Once an employee returns to work, 
it is recognised that they may require intermittent or regular leave during their 
period of rehabilitation to allow for treatment. A reasonable amount of paid time off 
should be considered and granted for this. During the period of treatment or 
rehabilitation, the line manager should meet with the employee regularly, to ensure 
that all agreed support mechanisms and work arrangements have been 
implemented and to review the effectiveness of them. All meetings should be 
documented. 

 
9.4.8 If an employee is continuing in their post during their treatment or rehabilitation, 

employees will be allowed to take a reasonable amount of time away from work to 
receive treatment for a recognised condition.  

 
9.4.9 It is not unusual for individuals to experience a relapse whilst still having treatment 

for substance misuse. A second period of rehabilitation should therefore be 
considered in these cases. However, where treatment/rehabilitation is 
unsuccessful or successive relapses can no longer be accepted or when it 
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becomes apparent that the employee will not be able to return to work in an 
acceptable timescale or is unable to perform their duties to the standard required, 
the Trust will consider the continuing employment of the employee. 

 
9.4.10 Whilst every reasonable support will be given where possible, it should be noted 

that if the education, or safety, of the pupils is in jeopardy or an immediate danger 
is posed to other employees, earlier action against the employee may be taken. 

 
10 Managing Performance and Conduct Issues 

 
10.1 If an issue arises and it is identified by the Trust as being related to substance misuse then 

a judgement will need to be made as to whether this factor is sufficient to put the normal 
performance management process in abeyance pending successful 
counselling/treatment.  

 
10.2 In making this judgement it is likely to be relevant as to whether the issue is primarily a 

disciplinary or capability issue. If the former, then it may still be appropriate to proceed 
under the Trust’s Disciplinary Policy and any issues relating to substance misuse would 
be taken into account in considering any mitigation. If the latter, then it would generally be 
appropriate to offer support/assistance without formally invoking the Trust’s Capability 
Policy until/unless it was clear that there was not going to be sufficient 
improvement/recovery within a reasonable timescale. If the employee refuses to accept 
any help/support then appropriate disciplinary/capability or other management action will 
be taken. 

 
10.3 Where it is decided that the Policy should be set aside pending remedial steps being taken, 

then this does not preclude action being taken to suspend or restrict duties where there is 
a concern regarding the employee’s ability to carry out their duties safely and/or 
appropriately. However, in principle the recovery programme for the employee with a drink 
or substance misuse problem may be able to be undertaken while the employee is at work 
or on certified sick leave, dependent upon the medical advice received.  

 
10.4 In seeking to assist an employee with their recovery and return to work/duty, the Trust will 

consider the adoption of a Recovery and Return to Work Agreement (See Appendices C 
& D). 

 
10.5 If an employee is accepted for counselling/treatment but does not complete the 

programme without legitimate reason acceptable to the Trust, then consideration of the 
original poor performance or misconduct, and any subsequent concerns will be taken 
forward under the relevant capability/disciplinary policies. 

 
10.6 Where an employee receives treatment but no improvement in performance/conduct is 

achieved within a reasonable timescale, or where relapse occurs, referral for further 
treatment should be considered; but continued unacceptable performance/conduct will be 
dealt with through appropriate management action. Each case will be considered on its 
own merits. If a further opportunity to accept treatment is not considered appropriate the 
following management action may be considered: 

 
10.6.1 Instigating procedures for ill health retirement, if appropriate. (This will be 

considered under the Trust’s Management of Attendance Policy) 
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10.6.2 Termination of employment on the grounds of capability. (This will be considered 

under the Trust’s Capability Policy and Procedure). 

 
10.7 When an employee has satisfactorily completed treatment, every effort will be made to 

return them to the same job. Subject to medical advice, should a return to the post carry 
with it a risk of reoccurrence of the condition or a risk of jeopardising the safety/welfare of 
others in the workplace, suitable redeployment should be considered. 

 
11 Medical Suspension 

 
 

11.1 The Trust has a duty to ensure the health and safety of all pupils and employees.  In doing 
so they must consider any specific workplace risks and adjustments that maybe made in 
order to protect their safety. 

 
11.2 In certain circumstances it may not be feasible to make adjustments, therefore there may 

be a requirement to suspend the employee until medical advice can be sought or/and it is 
safe for them to return to work.   

  
11.3 If suspension is necessary, an employee will be provided with a suspension letter that 

includes: 
 

 The reasons for the suspension  
 Their rights and obligations during the suspension 
 A point of contact during their suspension 
 That the purpose of suspension is to obtain medical evidence on their fitness for work, 

associated risks, and adjustments that may be made. 
 

11.4 Employees will receive their full contractual pay during a period of suspension.  
 
11.5 The CLPT Management of Attendance Procedure contains the process for medical 

suspension, which should be followed where medical suspension is being considered.  
 

 
  

12 Breaches of the Policy  
 

12.1 The Trust will, where appropriate, adopt a constructive and supportive approach when 
dealing with employees who may be experiencing problems with substance misuse. 

 
12.2 Employees seeking assistance for a substance misuse problem will not have their 

employment terminated simply because of their problems. However, if performance, 
attendance or conduct is unacceptable, despite any support and assistance that can be 
offered, ultimately dismissal may be unavoidable.  

  
12.3 Notwithstanding the above, there will be circumstances where breaches of the policy, 

whether dependency related or not, will be treated as a disciplinary matter and may result 
in disciplinary action being taken which could lead to dismissal. Examples of such 
circumstances associated with intoxicating substances include, but are not exhaustive to: 
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 Deliberate disregard for personal safety and that of others. 
 Unacceptable conduct on Trust premises. 
 Being found incapable of performing normal duties satisfactorily and safely. 
 Consuming intoxicating substances during the working day or when liable to be called 

out at short notice. 
 Possession, consumption, dealing/trafficking, selling, storage of controlled drugs or 

psychoactive substances on Trust premises or engaging in such activities at work. 
 Being disqualified from driving as a result of alcohol or drug related offences where a 

driving licence is essential to the post or where the offence seriously undermines the 
reputation of the Trust. 

 Making malicious allegations that a colleague is misusing intoxicating substances. 
 Conduct which could bring the Trust into disrepute. 

 
12.4 There may be instances where the Trust will be obliged to inform the police of any activity 

or conduct for which there are concerns as to its legality. 
 

 
13 Confidentiality  
 
13.1 All discussions with an employee considered to have a substance misuse problem will be 

kept strictly confidential by all parties involved. The employee’s trade union representative 
will be kept informed provided the employee has given their consent. All reasonable steps 
will be taken to inform the employee of any limitations to confidentiality. 
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Appendix A 
 

Possible Indicators of Substance Misuse 
 
The following indicators are signs of possible substance misuse, although it is important to note 
that these can also be caused by other factors, such as stress, physical illness, caring 
responsibilities at home, mental health problems or the effects of prescription drugs. 
 

 Repeated patterns of depression, or fatigue from sleeplessness, which last two to three 
days. 
 

 Erratic performance. 
 

 Unusual irritability or aggression. 
 

 Overconfidence 
 

 Lack of self-esteem. 
 

 Inappropriate conduct. 
 

 Sudden mood changes from extreme happiness to severe depression. 
 

 Reduced response times. 
 

 A tendency to become confused, poor concentration and memory. 
 

 Reduced productivity. 
 

 Absenteeism – an increase in sickness absence (especially Monday and Friday absences 
or long term). 

 
 Poor time-keeping. 

 
 Lack of discipline. 

 
 Neglect of personal care. 

 
 Deterioration in relationships with colleagues or students etc. 

 
 Dishonesty and theft. 

 
 Financial irregularities. 

 
 Poor co-ordination, judgement, frequent injuries or accidents. 
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Appendix B 
 
Useful Contacts 
 
We Are With You (Previously known as Addaction)  
www.wearewithyou.org.uk 
A UK-wide treatment agency, helping individuals, families and communities to manage the effects 
of drug and alcohol misuse. 
 
Adfam  
www.adfam.org.uk 
A national charity working with families affected by drugs and alcohol. Adfam operates an online 
message board and database of local support groups. 
 
Al Anon  
http://www.al-anonuk.org.uk 
A support group for families and those affected by a problem drinker.  
 
Alcoholics Anonymous   
www.alcoholics-anonymous.org.uk  
0800 917 7650 
(AA) is a free self-help group. Its ‘12-step’ programme involves getting sober with the help of 
regular support groups. AA's belief is that people with drink problems need to give up alcohol 
permanently.    
 
Change Grow Live  
https://www.changegrowlive.org/advice-info/alcohol-drugs/alcohol-treatment-care-
options 
National Helpful for alcohol addiction, with local area support  
 
Drinkchat  
www.drinkaware.co.uk/alcohol-support-services 
A national alcohol chat service. If you're worried about your own or someone else's drinking, you 
can chat on line, confidentially, with a trained advisor.  
 
Drinkline  
www.drinkaware.co.uk/alcohol-support-services 
The national alcohol helpline. If you're worried about your own or someone else's drinking, you 
can call this free helpline, in complete confidence. Call 0300 123 1110 (9am – 8pm weekdays, 
11am – 4pm weekends). 
 
EATA Recovery Services  
http://www.eata.org.uk/ 
EATA’s aim is to ensure that people with substance dependencies get the treatment they need.  
 
Helpfinder – Treatment Database  
www.drugscope.org.uk 
DrugScope have developed a database of drug treatment services in England, Wales and 
Scotland. It is searchable by several different criteria, including service name, treatment offered 
and geographical region.  
 

http://www.wearewithyou.org.uk/
http://www.adfam.org.uk/
http://www.al-anonuk.org.uk/
http://www.alcoholics-anonymous.org.uk/
https://www.changegrowlive.org/advice-info/alcohol-drugs/alcohol-treatment-care-options
https://www.changegrowlive.org/advice-info/alcohol-drugs/alcohol-treatment-care-options
http://www.drinkaware.co.uk/alcohol-support-services
http://www.drinkaware.co.uk/alcohol-support-services
http://www.eata.org.uk/
http://www.drugscope.org.uk/
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Narcotics Anonymous  
http://ukna.org/  
0300 999 1212 
National Helpline and local support groups 
 
NHS   
www.nhs.uk/live-well/healthy-body/drug-addiction-getting-help 
The NHS website has further information about drug misuse and where to get help.  
 
Residential treatment directory  
www.rehab-online.org.uk 
An online directory provided by Public Health England of residential rehabilitation services in 
England and Wales for drug and alcohol misusers. 
 
Rotherham Alcohol and Drug Service  
https://www.nhs.uk/services/service-directory/cgl-rotherham-drug-and-alcohol-
services/N10954646  
01709 917660/917649 (9am – 5pm)  
Rotherham based help and support 
 
Recovery Near You – Wolverhampton Substance Misuse Service 
https://www.nhs.uk/services/service-directory/recovery-near-you-wolverhampton-
substance-misuse-service/N10876553?gsdServiceId=1804 
0300 200 2400  (9am – 5pm)  
Wolverhampton based substance misuse support 
 
No appointment required, can walk in 
 
Talk to Frank  
www.talktofrank.com 
Helpline: 0300 123 6600 or text 82111 
The FRANK campaign provides information and support for young people to ensure they 
understand the risks and dangers of drugs and their use and that they know where to go for help 
and advice. 
 
Wolverhampton 360 
https://www.nhs.uk/services/service-directory/wolverhampton-
360/N10965542?gsdServiceId=1805  
0300 123 33 60  
Alcohol Recovery service support  
 
 
Further support can be found on the below link for Wolverhampton area (drug addiction): 
https://www.nhs.uk/service-search/other-services/Drug-
addiction/Wolverhampton/Results/99/-2.129/52.587/1804/24222?distance=25  
 
Further support can be found on the below link for Wolverhampton area (alcohol addiction):  
https://www.nhs.uk/service-search/other-services/Alcohol-
addiction/Wolverhampton/Results/199/-2.129/52.587/1805/24222?distance=25  
  

http://ukna.org/
http://www.nhs.uk/live-well/healthy-body/drug-addiction-getting-help
http://www.rehab-online.org.uk/
https://www.nhs.uk/services/service-directory/cgl-rotherham-drug-and-alcohol-services/N10954646
https://www.nhs.uk/services/service-directory/cgl-rotherham-drug-and-alcohol-services/N10954646
https://www.nhs.uk/services/service-directory/recovery-near-you-wolverhampton-substance-misuse-service/N10876553?gsdServiceId=1804
https://www.nhs.uk/services/service-directory/recovery-near-you-wolverhampton-substance-misuse-service/N10876553?gsdServiceId=1804
http://www.talktofrank.com/
https://www.nhs.uk/services/service-directory/wolverhampton-360/N10965542?gsdServiceId=1805
https://www.nhs.uk/services/service-directory/wolverhampton-360/N10965542?gsdServiceId=1805
https://www.nhs.uk/service-search/other-services/Drug-addiction/Wolverhampton/Results/99/-2.129/52.587/1804/24222?distance=25
https://www.nhs.uk/service-search/other-services/Drug-addiction/Wolverhampton/Results/99/-2.129/52.587/1804/24222?distance=25
https://www.nhs.uk/service-search/other-services/Alcohol-addiction/Wolverhampton/Results/199/-2.129/52.587/1805/24222?distance=25
https://www.nhs.uk/service-search/other-services/Alcohol-addiction/Wolverhampton/Results/199/-2.129/52.587/1805/24222?distance=25
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Appendix C 

RECOVERY AND RETURN TO WORK AGREEMENT (where alcohol related)  

 
Personal and In Confidence  
 
Date:  
Name:  
Address:  
 
 
Dear [insert employee’s name]  
 
RE: Recovery and Return to Work Agreement  
 
Following our discussion on [insert date], I am writing to confirm that I have been advised by 
Occupational Health that you are undertaking actions which will assist with a return to normal 
duties.  
 
As part of this planned recovery, you are committing to:  
 

 Not drinking alcohol at a level that is likely to interfere with your health or performance at 
work.  

 Providing regular proof of all medical appointments and compliance with any treatment 
regimes and/or care programmes.  

 Undergoing as part of your return to work “for cause” and / or periodic alcohol testing at 
the request of Human Resources and arranged using an independent testing agency. 
Periodic testing will be unannounced and will take place in an appropriate location during 
a normal working day, for an agreed duration.  

 Not behaving in a manner which would lead to a suspicion that you have re-commenced 
the misuse of alcohol.  

 Meeting with Occupational Health as agreed for them to review your progress and report 
back to management regarding your progress and work capability.  

 
Should your progress be sufficiently satisfactory to enable a return to work (whether full normal 
working or an agreed alternative) then prior to your return I will need to discuss the arrangements 
for your return to work. This will include the period over which this agreement will continue to 
apply. The outcome of this discussion will be confirmed in writing.  
 
Please note that failure to comply with this agreement could lead to disciplinary action.  
 
Two copies of this agreement are enclosed and I would be grateful if you could sign one copy and 
return it to me as soon as possible to signify your acceptance.  
 
 
Employee signature ………………..………Print…………………………Date………………….  
 
Manager signature …………………..……..Print……..………………….Date………………… 
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Appendix D 
 
RECOVERY AND RETURN TO WORK AGREEMENT (where substance misuse related)  
 
Personal and In Confidence  
 
Date:  
Name:  
Address:  
 
Dear [insert employees name]  
 
RE: Recovery and Return to Work Agreement  
 
Following our discussion on [ insert date ], I am writing to confirm that I have been advised by 
Occupational Health that you are undertaking actions which will assist with a return to normal 
duties.  
 
As part of this planned recovery, you are committing to:  
 

 Not taking drugs that are likely to interfere with your health or performance at work. (Please 
note our Occupational Health Physician has advised total abstinence for the duration of 
this agreement).  

 Providing regular proof of all medical appointments and compliance with any treatment 
regimes and/or care programmes.  

 Undergoing as part of your return to work “for cause” and / or periodic drug testing at the 
request of Human Resources and arranged using an independent testing agency. Periodic 
testing will be unannounced and will take place in an appropriate location during a normal 
working day, for an agreed duration.  

 Not behaving in a manner which would lead to a suspicion that you have re-commenced 
the misuse of substances.  

 Meeting with Occupational Health as agreed for them to review your progress and report 
back to management regarding your progress and work capability.  

 
Should your progress be sufficiently satisfactory to enable a return to work (whether full normal 
working or an agreed alternative) then prior to your return I will need to discuss the arrangements 
for your return to work. This will include the period over which this agreement will continue to 
apply. The outcome of this discussion will be confirmed in writing.  
 
Please note that failure to comply with this agreement could lead to disciplinary action.  
 
Two copies of this agreement are enclosed and I would be grateful if you could sign one copy and 
return it to me as soon as possible to signify your acceptance.  
 
Employee signature ………………..………Print…………………………Date………………….  
 
Manager signature …………………..……..Print……..………………….Date………………… 


