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3.1
ASSESSMENT OF CURRENT PRACTICES
Before launching an Recovery Friendly
Workplace (RFW) initiative, it is important
to assess your current health and safety
practices regarding substance use disorder
(SUD) to know where you stand and
what you may need to honor based on
past practices.
Here’s a list of questions to help guide your
initial assessment.
• What is your organization’s history
with SUD? Is there a high incidence of
substance use disorder?
What practices and protocols have been
used to handle it? What are the gaps
in your policies that would prevent an
employee from accessing help?
• What resources are in place now for
employees seeking help related to SUD
and mental illness? Have these resources
been used – and are they effective?
• What is the internal awareness level of
what you do for employees with SUD?
Do all employees know of
current offerings?
• What is the level of sophistication
among employees regarding substance
use? Do people know what it is and what
to do if they see behavior they think is
related to SUD?

• Does your company hire people
in safety-and security-sensitive
industries? These industries may require
specific actions on your part regarding an
employee with SUD.
• What ideas do your employees have
to support recovery in the workplace?
Front-line employees often have good
ideas for how to deal with front
line problems.
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3.2
CONNECTICUT’S 5 PRINCIPLES
The Department of Health has identified 5 Key Principles to guide the development of
a new approach to dealing with substance use disorder (SUD) in the workplace. Here’s a
summary of the 5 Key Principles and what they mean.
1. EARLY IDENTIFICATION

3. EMPLOYER FLEXIBILITY

What it means:

What it means:

• SUD in general does not go away without
treatment, so it’s essential to be alert to
the issues, identify employees who may be
struggling with SUD, and intervene early
so that the problem can be addressed
and contained.

• Some employees with SUD may need to
take a leave of absence for treatment. It’s
critical to see the advantages of keeping
an employee who can be a long-term
contributor to the company.

• Employees who appear to be impaired
in the workplace should be assessed
according to employer policies and
made to feel that they are receiving
compassionate attention that’s intended
to help.
2. INSTANT SUPPORT
What it means:
• Employers who are willing to take fast
action on this issue are more likely to retain
their employees, increase productivity,
and be recognized for having a positive
company culture.
• The key is to establish your Recovery
Friendly Workplace first so there’s a
framework for helping the employees who
need it.

• Other employees in recovery may benefit
from the structure and order of their jobs.
They also may get a sense of purpose and
identity, stability, and social support. So it’s
important to be flexible in your thinking
about SUD in the workplace. For some
employees, their job is an important part
of recovery.
• The employer’s flexibility may even be
the catalyst for the employee to get
help in the first place. So be prepared
to be open-minded in your approach to
implementing an RFW.
4. REGULAR REVIEW
What it means:
• SUD is a disability that requires simple,
but consistent communications.
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• Due to the chronic nature of addiction,
and the necessity of external motivation
during the early stages of recovery, regular
review of an employee’s job performance
by his or her supervisor(s) should be
conducted in an atmosphere of
positive reinforcement.
5. ENLISTING SUCCESS
What it means:
• Large issues that impact the workplace
(like SUD) can be solved more effectively
when organizations mobilize together.
• For example, look at workplace safety.
It takes employers, employees, union
officials, contractors, suppliers, distributors,
and others in the supply chain to
collectively make safety a priority. When
this is achieved, safety improves and
accidents are reduced.
• Addressing substance use as a workplace
issue is no different. It’s up to the
companies that are advanced enough to
create a Recovery Friendly Workplace to
involve others in the effort.
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3.3
PUTTING THE 5 PRINCIPLES INTO PRACTICE
1. EARLY IDENTIFICATION
Putting it into practice
• Some industries require drug screening.
A partial list includes: Transportation,
construction, manufacturing, defense,
law enforcement, and others related to
public safety. If these measures are already
company policy, they can be used for
SUD identification.
• In workplaces where drug screening and
testing are not in place, managers often
need to rely on what they see. If there’s
visual evidence of what may be SUDrelated behavior, the event should be
documented. Before addressing the issue
with the employee, see Section 2.0/How to
talk to an employee about SUD.
2. INSTANT SUPPORT
Putting it into practice
• Training supervisors and managers
to spot the first signs of drug misuse
and scheduling routine check-ins with
employees will help enhance rapport and
staff engagement.
• Enacting strong company drug policies
through an RFW initiative may also help
increase the likelihood that employees will
feel supported and that they will not be
discriminated against for their problem.

• Managers, supervisors, and human
resources personnel can be responsive
and helpful by consistently putting
information from this toolkit front and
center before their employees.
• Encouraging employees with SUD
to engage other resources sends
the message that support is available.
Community hotlines, Alcoholics
Anonymous, Narcotics Anonymous, AlAnon, community mental health centers,
private therapists or counselors, and
treatment centers can be helpful.
• Specifically, Peer Recovery Support
programs have experienced significant
success in helping people with SUD. Peer
Recovery Support providers offer valuable
guidance by sharing their own experiences
recovering from SUD, helping to build
skills, and assisting with specific needs
that someone with SUD is facing.
3. EMPLOYER FLEXIBILITY
Putting it into practice
• There may be a temporary need to
move an employee to light duty,
non-hazardous work, or another job
modification while he or she engages in a
recovery program.
• Many employers cannot allow an
employee to take paid or unpaid time
off from work, but it’s important to
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remember that terminating an employee
with SUD is a permanent loss, while
allowing modified duty is a temporary
measure that can serve the interests of
both employer and employee.
• You can address employee needs related
to SUD just as you would with employees
who have other health-related conditions.
This also means working in accordance
with personnel policies and collective
bargaining agreements, if applicable.
• The Job Accommodation Network
(JAN) is a service provided by the U.S.
Department of Labor’s Office of Disability
Employment Policy. It provides free,
expert, confidential guidance to employers
regarding workplace accommodations
and disability employment issues,
including SUD.
• Depending on the employee’s needs
and the employer’s policies, possible
solutions may include the use of paid or
unpaid leave, counseling and attendance
at support meetings, a modified daily
schedule, temporary reassignment to a
less stressful job, flexible use of leave time,
or the ability to work from home.
4. REGULAR REVIEW
Putting it into practice
• Create a Recovery Accommodation Plan
(RAP). This is initiated when an employee
enters treatment or shows an interest in
recovery support services. RAPs generally

include these steps:
- Education of those involved with
information regarding substance
misuse and the recovery process. This
includes management and co-workers.
- Establishing the plan. This involves
meeting with the employee to agree
upon what’s involved – before the
employee returns to work. This meeting
takes into consideration clinical
recommendations for recovery. The
RAP should then be documented.
- The employee reviews and signs the
RAP agreement, making it clear that
the employee is expected to follow
what has been agreed upon.
- The RAP team meets at regular
intervals, which at first are daily, then
weekly, and eventually monthly. The
plan can be reviewed and adjusted as
necessary.
- Adherence to the RAP protocol will
enable all involved parties to measure
the effectiveness of the plan.
• Drug screening can be a deterrent to
relapse. An option is to include screening
upon request as a provision of the RAP.
• As part of the RAP process, remember
to provide the employee with a list of
peer and community supports and
encourage him or her to participate in
related support groups such as Alcoholics
Anonymous (AA), Narcotics Anonymous
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(NA), and similar resources.
• As the timeframe for the RAP reaches
its end point, consider allowing the
employee time for an extension. Also for
consideration: Encourage or require that
your employee continue with a peer-based
support plan alongside or after the RAP.
5. ENLISTING SUCCESS
Putting it into practice
• Consider partnering with organizations
that are affiliated with yours: suppliers/
vendors, contractors, clients, and other
organizations in the same business sector
should be aware of your initiative and why
it constitutes good business practice.
• Working through your Chamber of
Commerce is a good place to start.

Explore partnerships with other
companies to share best practices related
to facing SUD in the workplace.
• Some organizations commit to
creating a resource center for SUD.
The CT International Union of Operating
Engineers (IOUE) Local 478 created a
Members Assistance Program (MAP),
which has become an innovative tool in
facing the opioid crisis.
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3.4
BEST GUIDELINES

THE 10 BEST
GUIDELINES FOR
YOUR RECOVERY
FRIENDLY
WORKPLACE
INITIATIVE

3. Reduce gossip and protect
personal dignity.
When an employee is suffering from SUD,
colleagues tend to talk about it. But you
can reset the tone by asking everyone to
respect privacy, embrace recovery, and
pull together.
4. Pay attention to your language.

There are only a handful of Recovery
Friendly Workplace programs in the U.S.
Conclusive data regarding performance
metrics and practices are still being
collected. But here are the most essential
guidelines to include in your planning
and actions.

Use constructive language that emphasizes
the person, not the disease or disorder.
Examples: Replace “Addict,” or “druggie”
with “person with a substance use disorder”
or “person in recovery.” Replace: “Drug
abuse” with “drug use” or “substance
misuse.” Replace: “Clean” with “in recovery”
or “substance-free.”

1. Get buy-in from leadership and
employees alike.

5. Treat SUD like what it is –
a health condition.

Share a topline description of the RFW
program – and be clear about what’s in it for
everyone involved: Better productivity, better
safety, happier employees, greater loyalty
and engagement – and creating a healthier
work environment.

SUD is a health issue and it can be treated
effectively. An employee with diabetes
is essentially no different than one with
SUD. And an employee recovering from a
disabling accident should be treated no
differently than one recovering from SUD.

2. Talk about it openly.

6. When you’re hiring, keep an
open mind.

For too long, “addiction” has been covered
up by silence and shame. It’s time to
change the way we talk about it. Make the
narrative about recovery, hope, and
forward movement.

If the prospective employee reveals a
history of SUD or that they are in recovery,
remember that he or she has a medical
condition that doesn’t necessarily disqualify
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them from being a good employee.
Reconsider possible candidates who have a
“criminal background” that is only related to
their SUD.
7. Create wellness programs.
Work/life balance and wellbeing can be
incorporated into the workplace. From flex
time to healthy eating options, wellness
program send the message that work and
personal health should be joined.
8. Be alcohol-conscious.
Serving alcohol at work events can be a
trigger for someone with SUD. Consider a
variety of non-alcoholic options.

9. Participate in recovery-focused
community events.
Making your position known publicly tells
everyone that being a Recovery Friendly
Workplace is a point of pride.
10. Build a working relationship with
recovery organizations.
Make sure area recovery groups are
positioned as a resource for employees.
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3.5
STATE AND REGIONAL RESOURCES
Below is a description of state and local
resources that are recommended to help
you establish and operate your Recovery
Friendly Workplace. For contact information,
see the Resources section of this toolkit.

Connecticut Community for Addiction
Recovery (CCAR)

STATE RESOURCES

• CCAR organizes recovery communities in
the state.

drugfreect.org

• They can help you navigate the process of
implementing recovery-focused training
for your organization and its people.

Drugfreect.org is a starting point for any
organization seeking to become a
Recovery Friendly Workplace. It is a central
resource for medication safety, prevention
and intervention, and treatment and
recovery resources.
The Department of Mental Health and
Addiction Services (DMHAS)
DMHAS is a health care agency whose
mission is to promote the overall health and
wellness of persons with behavioral health
needs through an integrated network of
holistic, comprehensive, effective, and
efficient services and supports that foster
dignity, respect, and self-sufficiency. While
DMHAS serves all Connecticut citizens, its
mandate is to serve adults (over 18 years
of age) with psychiatric or substance use
disorders, or both, who lack the financial
means to obtain such services on their own.

CCAR is a partner organization to the
RFW initiative and provides training for
participating employers. Key points to
know regarding CCAR:

• One of CCAR’s main areas of expertise is
training. They have online and in-person
training sessions, many offered with CEUs.
Some examples:
- Recovery Coaching Basics
- Recovery Coaching and Professionals
- Webinar Training Series for
Recovery Coaches
- Ethical Considerations for
Recovery Coaches
• CCAR can connect your organization
to local Recovery Community Centers
(RCCs) that will connect anyone with SUD
to the help they need.
REGIONAL RESOURCES
Regional Behavioral Health Action
Organizations (RBHAOs)
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The RBHAOs are funded by DMHAS. They
serve as a strategic community partner
and resource, supporting and coordinating
initiatives related to mental health, suicide,
substance misuse, and problem gambling.
The RBHAOs work across the behavioral
healthcare continuum acting as a liaison
between region and state. There are 5
regional RBHAOs, which can be accessed in
the Resources section of this toolkit.
American Job Centers (AJCs)
AJCs, located throughout CT, are
partnerships of organizations working to
provide workforce assistance to job seekers
and businesses.
Services range from employment workshops
and résumé assistance for job seekers
to recruitment services and tax credit
programs for employers. AJCs can also
provide support for the Recovery Friendly
Workplace initiative.
Regional American Job Center
Peer Navigators
Peer navigators in each of the state’s
American Job Centers hubs are trained
to help individuals affected by the opioid
crisis as they prepare for new careers and
help them obtain employment that is
particularly suited to their recovery efforts.
See the Resources section of this toolkit for
a listing of regional offices.

3.6
SAMPLE INTERNAL COMMUNICATIONS
THIS DECLARATION CAN BE POSTED, SHARED VIA EMAIL, INSERTED INTO
PAYCHECK ENVELOPES, READ ALOUD AT EVENTS, AND COMMUNICATED IN
OTHER WAYS TO “PUT THE WRITING ON THE WALL.”

Sample statement:

“Our company has made a commitment to become a Recovery
Friendly Workplace.
This means we value the health and safety of all employees who are willing
to accept workplace-based help and support for substance use disorder.
It also means we are committed to fighting the stigma associated with
addiction and mental illness.
As we become a Recovery Friendly Workplace, please know that we will be
promoting policies and practices intended to bring about positive changes
within our workplace and the community. If you have any questions about
this new effort, contact.

[Name of contact.]”
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Policy Template

Company Name:
Address:
Date:

It is the workplace policy of _____________________ that as of
________________ we have made a commitment to our employees that
together, we have the right to work in an environment free from substance
misuse. Furthermore at ___________________ we recognize that is in
our interest to provide a work environment where employees are able to
perform their duties safely and efficiently free from individuals under the
influence of drugs and or alcohol.
It is the policy of ______________________that employees shall not
unlawfully manufacture, distribute, dispense, possess, use or be under
the influence of a controlled substance not prescribed for him/her by a
physician, while on the job or in the workplace.
Controlled substances are classified into Five (5) Schedules under federal
law according to their degree of risk, abuse or harm. While the federal
government classifies medical marijuana as a Controlled Substance I Drug
(no current acceptable medical use), the State of Connecticut classifies it as
a Controlled Substance II Drug (high potential for abuse).
In accordance with Conn. Gen. Stat. § 31-51t et seq., no employer may
require an employee to submit to a urinalysis drug test unless the employer
has a legal basis to mandate such a request. An employer has the legal
basis to: (1) to conduct a pre-employment test of a prospective employee
pursuant to Conn. Gen. Stat. § 31-51v, random testing pursuant to Conn.
Gen. Stat. § 31-51x (b) and reasonable suspicion testing pursuant to Conn.
Gen. Stat. § 31-51x(a).
Certain employees may be eligible for a leave of absence under the Family
and Medical Leave Act or eligible for up to 40 hours of leave under the
Paid Sick Leave law. Please contact human resources or the Connecticut
Department of Labor for questions related to specific eligibility.
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Policy Template

Our commitment to this Recovery Friendly Employer Policy recognizes that
in addition to providing a substance free work environment, we must also
provide a stigma free recovery friendly environment which encourages the
following:
1. We recognize that drug and alcohol addiction is a disease to be treated
the same as any other medical condition an employee may suffer from.
2. We encourage employees who are struggling to maintain sobriety while
at work to reach out to fellow employees, supervisors and managers for
assistance, and to voluntarily participate in the employer’s Employee
Assistance Policy (“EAP”) if available.
3. We recognize that employees are most productive, effective and efficient
when they work in an environment which is supportive of individuals
and families who are affected by substance abuse. We will provide all
accommodations allowed under state and federal law for individuals and
families affected by substance abuse.
3. We are committed to providing our employees with the tools necessary
to achieve recovery and will provide our employees with connections
to services directly or indirectly which will help them to achieve and or
maintain their sobriety and promote abstinence from substance misuse.
4. We are committed to providing our employees initial and on-going
education and training information on the cause and effect of substance
use disorders.
5. We are committed to hiring and maintaining employment opportunities
for individuals who are or have been affected by substance abuse, seek
treatment and maintain a history of recovery and sobriety.
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Company-wide email

News: We are becoming a Recovery Friendly Workplace

[Name of organization] is becoming a Recovery Friendly Workplace
In conjunction with the CT state Departments of Labor and Public Health,
the decision has been made for this organization to become a Recovery
Friendly Workplace (RFW).
Why? Two reasons.
One, because employees like you are our strongest assets. Two,
because substance use problems in any form impact all of us - emotionally,
physically, psychologically, socially, and economically.
Here’s what being a Recovery Friendly Workplace means to all of us:
• Anyone with a substance use disorder (SUD) should feel free to
come forward in confidence to his or her manager or supervisor and
acknowledge that a problem exists.
• An employee who agrees that his or her on-the-job performance
is being affected by an SUD is entitled to help, and managers and
supervisors will be able to connect the person with resources for treatment
and recovery.
• When substance use impacts our organization it will be treated with
fairness and respect for the individual’s privacy.
The goal is to help any employee at any level who has a substance use
problem to recover their health and keep their job. We believe it’s the right
thing to do for everyone involved.
If you have questions, please direct them in confidence to [Name of
contact] by email.
Thanks for your time and attention.

15

Poster

IF YOU HAVE
A SUBSTANCE
USE PROBLEM,
DON’T KEEP IT
A SECRET
WE ARE A RECOVERY FRIENDLY WORKPLACE
• Employees are the most valuable asset this organization has. Without
you, our work cannot continue.
• That’s why any employee who has a substance use issue is encouraged
to come forward in complete privacy to his or her manager or
supervisor.
• We as an organization will help anyone with a substance use problem to
access the right resources to get help – and keep their job.
IF YOU HAVE QUESTIONS, PLEASE DIRECT THEM IN CONFIDENCE TO
[NAME OF CONTACT] BY EMAIL.
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Employee Survey

Building an RFW can be made easier if you understand how people think
and feel about substance use that affects the workplace. A short, online
confidential survey (done through Survey Monkey or another online tool),
distributed by email, can give leaders and managers insight about their
current culture. Here are recommended questions.
Introduction:
[Name of organization] is becoming a Recovery Friendly place.
This means we will work develop practices and policies that help employees
with a substance use disorder (SUD) to get treatment so they can recover –
and keep their job.
Part of the effort is understanding how employees like you perceive
substance use issues. Taking this completely confidential survey will help. It
should only require a few minutes of your time – thanks for your help.
Survey questions:
1. Rate how strongly you agree/disagree with this statement:
Substance use – whether it’s alcohol, prescription drugs, or any other
substance – is definitely a problem at our company.
___
___
___
___

Strongly agree
Somewhat agree
Somewhat disagree
Strongly disagree

2. Rate how strongly you agree/disagree with this statement:
Substance use – whether it’s alcohol, prescription drugs, or any other
substance – should be dealt with compassionately.
___
___
___
___

Strongly agree
Somewhat agree
Somewhat disagree
Strongly disagree

17

Employee Survey

3. Rate how strongly you agree/disagree with this statement:
Substance use – whether it’s alcohol, prescription drugs, or any other
substance – should be dealt with by punishing the employee.
___
___
___
___

Strongly agree
Somewhat agree
Somewhat disagree
Strongly disagree

4. Rate how strongly you agree/disagree with this statement:
Substance use – whether it’s alcohol, prescription drugs, or any other
substance – is a private health problem.
___
___
___
___

Strongly agree
Somewhat agree
Somewhat disagree
Strongly disagree

5. Rate how strongly you agree/disagree with this statement:
It’s possible for someone at our company to face a substance use issue –
whether it’s alcohol, prescription drugs, or any other substance – and still
keep their job.
___
___
___
___

Strongly agree
Somewhat agree
Somewhat disagree
Strongly disagree
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Employee Survey

6. If you had a substance use problem, what would be your main
concerns if you admitted it to your manager or supervisor (Feel free to
check more than one)
___
___
___
___
___
___

I’d lose my privacy
I might lose my job
My co-workers would find out
I’d have to get help
I’d be demoted
I’d have to file an insurance claim

7. Rate how strongly you agree/disagree with this statement:
There are people at work who have a substance use issue but it doesn’t
affect me.
___ Strongly agree
___ Somewhat agree
___ Somewhat disagree
___ Strongly disagree
8. If I wanted to learn more about my company’s policies as a Recovery
Friendly Workplace, the ways I’d like to learn about them are (feel free
to check more than one):
___
___
___
___
___
___

Confidential email exchange with my manager/supervisor
Confidential one-on-one meeting
Company-wide presentation
Meeting of my department only
Website
Video
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3.7
TRAINING FOR MANAGERS AND SUPERVISORS.
Connecticut Community for Addiction
Recovery (CCAR)

Regional Behavioral Health Action
Organizations (RBHAOs)

As mentioned earlier, CCAR is a Hartfordheadquartered partner organization to the
RFW initiative and provides training for
participating employers.

There are five RBHAOs in the state. They
were formed by the Department of Mental
Health and Addiction Services (DMHAS)
to maximize resources and improve
integration related to mental health and
substance use program planning, training,
advocacy and resource development. See
RBHAO in the Resources section of
this toolkit.

Key points to know regarding CCAR:
• CCAR organizes recovery communities in
the state.
• They can help you navigate the process of
implementing recovery-focused training
for your organization and its people.
• One of CCAR’s main areas of expertise is
training. They have online and in-person
training sessions, many offered with CEUs.
Some examples:
- Recovery Coaching Basics
- Recovery Coaching and Professionals
- Webinar Training Series for
Recovery Coaches
- Ethical Considerations for
Recovery Coaches
• CCAR can connect your organization
to local Recovery Community Centers
(RCCs) that will connect anyone with SUD
to the help they need.

RBHAOs can provide education and training
for your company in the following areas:
mental health, opioid education, suicide
prevention, Narcan administration training,
and more. Each RBHAO is different, so
contact the one closest to your company to
determine the full scope of its capabilities.
For contact information,
see the Resources
section of this toolkit.
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3.8
LEGAL CONSIDERATIONS
KEY POINTS TO REMEMBER
It’s important to know that Recovery
Friendly Workplace programs are relatively
new, and their legal ramifications are
still taking shape. Employers should
contact their firm’s attorney or initiate a
conversation with a firm that is experienced
in employment law.

• Health Insurance Portability and
Accountability Act HIPAA
privacy provisions
• Workers Compensation
Specific legal considerations

• Employee privacy and confidentiality

There are federal laws, statutes, and
provisions that may pertain to someone
with substance use disorder in the
workplace. Please note that laws and
requirements can vary by state and
business type.

• Compliance with federal, state and
local regulations

Americans with Disabilities
Act (ADA)

• Potential conflicts between state laws vs
federal laws

The American with Disabilities Act prevents
an employer from discriminating against
an employee simply for having a disability,
disease, or medical condition, such as
substance use disorder. Current alcohol or
illegal drug use is not protected, but those
in recovery or treatment are covered by
the ADA.

They can help you navigate the legal
issues successfully, including:

• CT law 21a-408 and medical
marijuana usage
• Employer rights vs Employee rights
• Union relationships
• Industry regulations and standards
• Reasonable Suspicion and drug
testing policies
• Termination policies
• Family Medical Leave Act (FMLA) provisions
• Occupational Safety and Health
Administration (OSHA)
• Mental Health Parity Act
• Americans with Disabilities Act (ADA)
provisions.

CT Fair Employment Practices
Act (CFEPA)
This Act (CFEPA) protects employees from
discrimination on the basis of a mental
disability as defined by the American
Psychiatric Association’s Diagnostic and
Statistical Manual of Mental Disorders.
The DSM-5 is the latest edition of the
Manual and it includes addiction to illegal
opiate drugs as an Opioid Use Disorder.
And so, under CT state law, drug addiction
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would be a mental disability entitled to
protection against discrimination.
Family Medical Leave Act (FMLA)
The Family Medical Leave Act legally
ensures that employees are able to take
unpaid leave for serious medical conditions,
including treatment for substance
use disorder.
Covered employees can take job-protected
leave for a total of 12 workweeks in any
12-month time period (federal FMLA) and/
or 16 workweeks in any 24 month time
period (CT FMLA) for treatment that is
administered by a health care provider.
However, not all companies or employees
are eligible for FMLA.
Occupational Safety and Health
Administration (OSHA)
OSHA is concerned with on-the-job safety
and health. Its policies extend into a few key
areas that overlap with a Recovery Friendly
Workplace programs.
The Alliance Program
OSHA is becoming involved with Recovery
Friendly Workplace programs though its
Alliance Program, which enables the agency
to develop voluntary, collaborative working
relationships with organizations that are
committed to workplace safety and health.
Through the Alliance Program (which has
been adopted by New Hampshire’s RFW
program) OSHA works with organizations to
provide information, guidance and access to

training resources to help protect workers,
particularly by raising awareness of physical
well-being and empowering workplaces to
provide support for people recovering from
substance use disorders.
Mental Health Parity Act
The Mental Health Parity and Addiction
Equity Act of 2008 requires insurance
groups offering coverage for mental health
or substance use disorders to make these
benefits comparable to general
medical coverage.
Deductibles, copays, out-of-pocket
maximums, treatment limitations, etc., for
mental health or substance use disorders
must be no more restrictive than the same
requirements or benefits offered for other
medical care. (SAMHSA)
Workers Compensation
Workers’ compensation benefits may
be denied if the employee suffered injuries
on the job while intoxicated or under the
influence of illegal substances.

