




VI. DRUG TESTING:

All employees are subject to post-accident/incident, reasonable suspicion and return-to
duty/rehabilitation monitoring drug testing. With or without prior notification, tests will be 
administered under the following circumstances: 

1. Pre-Employment: Drug tests may be required of prospective employees and appointees 
for NSU. Each prospective employee/appointee may be required to submit to drug 
screening at the designated time and place following a conditional job offer. The conditional 
job offer may be withdrawn from a prospective employee/appointee testing positive for the 
presence of a prohibited substance in the initial screening. Employees and appointees 
transferring from state agencies that required pre-employment drug testing will not have to 
drug test, if there has been no break in service.

a. Drug testing is not required for employees transferring from one state agency to 
another as a result of a merge or reorganization, if there is no break in service, 
unless they are transferring into a safety or security-sensitive position.

2. Safety and Security Sensitive Positions: Employees who occupy security safety and/or 
sensitive positions and applicants who apply for safety and security sensitive positions are 
subject to both random and pre-selection drug testing. Prior to being placed in a safety or 
security sensitive positive from a non-security sensitive position through reassignment, 
temporary detail, promotion or demotion, etc., an employee is required to undergo drug 
testing, unless transferring without a break in service and the losing agency has a drug 
testing policy. Positions with duties that require or authorize the operation or maintenance of 
a public vehicle, or the supervision of such an employee. A list of safety and security 
sensitive positions may be obtained from Appendix B of this policy.

3. Reasonable suspicion is a belief, based upon reliable, objective and articulable facts 
derived from direct observation of specific physical and behavioral characteristics (behavior, 
speech, appearance, odor), which causes a prudent and reasonable person to suspect that 
an employee has engaged in drug and alcohol use.

a. Any employee shall be required to submit to drug and alcohol testing when he/she 
exhibits behavior or appearance that is characteristic of drug and alcohol use.

b. The decision to test will be made by the appointing authority based upon reliable, 
objective and articulable facts derived from direct observation of the employee's 
appearance, behavior, speech, body odor or physical manifestations.

c. The observation must be made by supervisory personnel (two, if possible) who shall 
record, in writing, the observation leading to the recommendation for testing. A 
Reasonable Suspicion Checklist is available from HR, for use by Supervisors.

d. Only the appointing authority shall require an employee to submit to reasonable 
suspicion testing. Generally, this decision will be based upon the recommendation of 
supervisory personnel at the scene who have objectively and thoroughly reviewed 
the circumstances.

e. The supervisor will fully document the facts upon which the recommendation for 
testing is made.

f. Written findings must be submitted to the appointing authority within twenty-four (24) 
hours of making the recommendation unless impractical.
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NOTE: When reasonable suspicion testing is ordered, an NSU representative shall 
transport the individual being tested to and from the testing site. Under no 
circumstance should any employee who is reasonably believed to be impaired or 
under the influence of any drug or alcohol be permitted to operate a motor vehicle. 

4. Post-Accident/Incident: Any security safety and/or sensitive position employee directly
involved in any accident that occurs during the course and scope of an employee's 
employment shall be required to submit to drug and alcohol testing in certain 
situations. Testing for alcohol or drugs includes the following situations: 

a. The accident involves circumstances giving rise to a reasonable suspicion that the
accident may have involved the employee's drug or alcohol use and the employee's
action or inaction may have been a causative factor (see definition of reasonable
suspicion in VI. 3 above); or

b. The accident meets the criteria of paragraph (a) and results in or causes the release
of hazardous waste as defined by LA. R.S.30:2173(2) or hazardous materials as
defined by LA. R.S.32:1502(5); or

c. The accident results in treatment to anyone involved by medical personnel, a fatality
or serious bodily injury.

d. The accident causes property damage to NSU property or private property.

NOTE: When post-accident/incident testing is ordered, an NSU representative shall 
transport the individual being tested to and from the testing site. Under no 
circumstance should any employee who is reasonably believed to be impaired or under 
the influence of any drug or alcohol be permitted to operate a motor vehicle. 

VII. DRUG TESTING PROCEDURES:
Drug testing pursuant to this policy shall be for the presence of any or all of the following classes of
drugs in accordance with LA R.S. 49:1001, et seq.: marijuana, opioids, cocaine,
amphetamine/methamphetamine and phencyclidine (PCP).

Testing shall be performed by a contractor chosen by NSU. NSU contracts with neutral, well
trained, professional medical personnel and certified laboratories for the collection, custody, 
storage, and analysis of specimens. 

All drug testing and all drug testing of samples for current and prospective employees and 
appointees collected shall be performed in SAMHSA-certified or CAP-FUDT-certified laboratories. 
Urine will be collected for controlled substance testing and blood will be collected for alcohol 
testing. Hair will be used if other sampling methods are unavailable. 

Drug testing shall be performed in compliance with the SAMHSA and the Louisiana Department of 
Health and Hospitals guidelines. 

Marijuana Cut Off Levels: The cut off limits for drug testing shall be in accordance with SAMHSA 
guidelines with the exception of initial testing for marijuana. The initial cut off level of marijuana 
shall be no less than fifty nanograms/ML and no more than one hundred nanograms/ML as 
specified by the employer or the testing entity. This is defined by LA R.S. 49: 1005(8). 
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