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 s you consider implementing a  
 workforce drug testing program, an  
early roadblock you may encounter is 
 knowing exactly where to start and what 
pitfalls to avoid. We have compiled our top 
five tips to help employers avoid the most 
common mistakes when implementing your 
first drug testing policy or revising your 
existing program.

1. Know applicable workforce drug  
testing laws.
Drug testing laws vary from state to state 
and can have important implications for 
your drug testing program. Understanding 
these nuances will protect your business 
and employees. If you are implementing a 
nationwide program, seeking legal counsel 
can help you mitigate potential legal pitfalls 
in the future.

2. Consider all drug test types for  
your program.
Do you want an observed collection? Do 
you want to conduct a hiring event with 
on-site drug testing? Do you want to mirror 
the US Department of Transportation (DOT) 
testing requirements for your program?  
Every business and workforce are unique. 
For that reason, employers should carefully 
determine which drug test specimen type  
— or combinations of test types —  and  
collection method best fits with their  
business objectives for testing. 

3. Create a written company policy. 
A clear, comprehensive drug testing policy 
can help protect a company from potential 
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 Laboratory Screening
 Flexibility Screening
 Body Composition Analysis
 Lunch N’Learn Program Topics
 Blood Pressure Screening
 Osteoporosis Screening

Consultative Services
 On Site Services  
      (Including Nurse Coverage,  
      On Site Physical Therapy, and  
      Employee Health Fairs)
 Case Management
 Safety Consulting
 Ergonomic Assessment 

Pre-Work Stretch Program
 Transitional Return to Work Program 
 Medical Surveillance Program 
 Post Exposure Bloodborne Pathogen  
      Management
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risk, while setting expectations about 
workforce drug testing for current or 
future employees. Not all states require a 
written policy when conducting mandatory 
drug testing; however, this is generally  
a best practice for any employer  
implementing a drug-free workplace  
program, regardless of location,  
according to the Society of Human  
Resource Management.  

4. Communicate expectations in  
your policy. 
Once the parameters of your workplace 
drug testing program are outlined, an 
employer should detail consequences 
and ramifications, or consult a substance 
abuse professional (SAP), for those 
individuals who test positive on a drug 
test. Consequences need to be clearly 
stated for any violation and consistently 
reinforced with any employee who acts 
outside of the guidelines. 

5. Perform reasonable suspicion testing. 
Reasonable suspicion drug testing can 
help to protect employee safety and 
dissuade drug use in the workplace. If an 
employee is suspected of drug use, either 
illicit or prescription, it is important for an 
employer to have a trained supervisor take 
immediate action. The employee should 
be removed from duty and not return 
to work, drive a vehicle or perform any 
additional tasks. 

Implementing a drug testing program 
should take time and thoughtful  

consideration, but it does not need to be 
complicated. 

Call Occupational Health Services at 
402-562-4480 for questions and assistance 
in developing a drug testing program. 
Our resources can help you navigate the 
options and consider details that help your 
organization build a safe, healthy and 
drug-free workplace. 
Source: Quest Diagnostics Employer Solutions Blog,  
November 3, 2020

Top 5 Tips to Avoid the Most Common Drug Testing Mistakes
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Would-be Cheaters Bet on Synthetic Urine

In addition, the use of some synthetic urine 
products may result in the reporting of an 
“Invalid” specimen that is rejected for testing 
by the laboratory.

In Summary
Employers who want a drug-free workplace 
should consider a drug-testing program 
that includes safeguards, such as rigorous 
collection protocols, to weed out individuals 
attempting to cheat the drug test. Addition-
ally, employers can select oral fluid or hair 
testing, which features an observed collection 
that decreases the risks of a specimen being 
substituted or adulterated, or the testing pro-
cess subverted by the donor.

Source: Quest Diagnostic Employer Solutions Blog, February 
9, 2021

How does a collector prevent the use of 
synthetic urine?
Detection starts at the point of collection. 
Collectors are trained to follow specific 
protocols that can help to identify  
suspicious or unusual activities during the 
drug test collection process. For example, a 
collector will ensure that a urine  
specimen is within the appropriate  
temperature range, or pay attention to an 
individual exceeding a reasonable time 
limit while using the restroom for his or her 
drug test. Unless an observed urine drug 
test is mandated by the US Department 
of Transportation or other federal agency 
requirements, most urine drug testing is not 
a directly observed collection.

Can synthetic urine fool a drug test?
There are many qualities the synthetic 
urine just cannot replicate. One of the  
easiest ways for a collector to spot fake 
urine during a collection is by paying  
attention to the temperature.  

 et’s face it, sometimes people try to  
 cheat a drug test. One popular way  
 individuals attempt to avoid a positive 
drug test result is to substitute their own  
urine with synthetic urine. The individual  
quickly searches for a product that 
promises to render a “clean drug test” and 
formulates a plan to successfully slip the 
synthetic urine substitute into their drug 
test specimen collection appointment.  
A would-be cheater then hopes the  
collector is not attentive and cannot detect 
the difference. 

What is synthetic urine?
Synthetic urine, or fake urine, is essentially 
water that has been fortified with various  
constituents such as creatinine, salts, 
uric acid, and yellow coloring to make a 
sample appear to be normal human urine. 
The imitation urine industry constantly 
tweaks its formula and systems to make a 
product that is designed to be undetectable 
in standard urine drug tests.

L 

 
 he latest Federal Motor Carrier Safety  
 Administration violation data was just  
 released, and the numbers indicate 
some alarming data: Of every 100 carriers 
who are audited by the Department of  
Transportation (DOT), only seven pass  
without a violation. The remaining 93%?  
By the time their audit is complete, they  
have an average of seven violations.

Depending on the violations found, that can 
add up to a big fine for your business.

The key to being in that 7% is to always be 
audit ready — something that is easier said 
than done given all the regulatory require-
ments with which you must comply. As you 
evaluate your company’s audit prepared-
ness, it might be helpful to understand what 
compliance areas resulted in the most viola-
tions for other carriers. Although this list is 
far from comprehensive, it is a good place 
to start when determining how prepared 
you will be when an auditor calls or comes 
knocking.

THE TOP 4 VIOLATIONS OF 2020
#1: Allowing a Driver to Operate With  
a Suspended/Revoked Commercial  
Driver’s License (CDL)
This is the top violation for the fourth year 

The Top 4 Violations of 2020 You Need to Know

T
in a row, accounting for 30.27% of total 
acute violations. For those who were fined 
for allowing a driver to operate with a 
suspended/revoked CDL, the average fine 
amount was $8,991.

All carriers know they should not let a  
driver with a suspended/revoked CDL 
behind the wheel. However, unless they 
are monitoring their drivers’ motor vehicle 
records on an ongoing basis, they may not 
know that a suspension or revocation has 
occurred until it is too late. Carriers are 
only required to run a motor vehicle record 
(MVR) background check on each driver 
annually. But if a driver’s license is revoked 
right after that report is run, it could be 
almost a year before the carrier finds out (if 
the driver isn’t pulled over and caught first).

The best way to prevent this violation is to 
implement an MVR monitoring program in 
your business that constantly monitors your 
drivers’ motor vehicle records and lets you 
know instantly when new information is 
detected.

#2 & #3: Failing to Implement an  
Alcohol and/or Drug Testing Program  
(or Random Testing Program)
The second and third most common  

violations both have to do with having a 
DOT-compliant drug and alcohol testing  
program — which includes a pre-employment 
drug test; a random testing program; and post- 
accident, reasonable suspicion and follow-up 
tests, as needed. These violations accounted for 
31% of all violations in calendar year 2020, with 
an average fine amount of $8,361. As expect-
ed, some of these fines were very steep, with 
multiple carriers settling for $20,000-$42,000 for 
noncompliant drug testing programs.

The best way to avoid these fines is to have 
a compliant DOT drug and alcohol testing 
program in place. Working with a third-party 
vendor who will manage a compliant program 
on your behalf will ensure that all your drivers’ 
testing requirements are being met throughout 
their employment with your company.

#4: Allowing a Driver With More Than  
One CDL to Drive a CMV
The fourth most common violation in 2020 is 
for allowing a driver with more than one CDL 
to drive a commercial motor vehicle. Although 
states are supposed to check to ensure that a 
driver does not have another valid CDL prior 
to issuing a new license, this process does not 
always happen — or does not reveal the  
needed information.

Continued on page 3
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 he U.S. Department of Labor’s  
 Occupational Safety and Health  
 Administration (OSHA) has issued a 
proposed rule to update the agency’s Hazard 
Communication Standard (HCS) to align 
with the seventh revision of the Globally 
Harmonized System of Classification and 
Labeling of Chemicals (GHS).

OSHA expects the HCS update will both 
increase worker protections, and reduce the 
incidence of chemical-related occupational 
illnesses and injuries by further improving 
the information on the labels and Safety 
Data Sheets for hazardous chemicals.  
Proposed modifications will also address 
issues since implementation of the 2012 
standard, and improve alignment with other 
federal agencies and Canada.

Individuals may submit comments iden-
tified by Docket No. OSHA-2019-0001, 
electronically at www.regulations.gov, 

OSHA Updates Hazard Communication Standard
 

T
which is the Federal e-Rulemaking Portal. 
Read the Federal Register notice for details. 
The deadline for submitting comments is 
April 19, 2021.

OSHA has preliminarily determined that the 
proposed modifications would enhance the 
effectiveness of the standard by improving 
dissemination of hazard information, so 
employees are more appropriately apprised 
of exposure to chemical hazards in the 
workplace. 

Established in 1983, the Hazard  
Communication Standard provides a 
standardized approach to workplace hazard 
communications associated with exposure 
to hazardous chemicals. OSHA updated 
the standard in 2012 to align with the third 
revision of the United Nations’ GHS to 
provide a common and coherent approach 
to classifying chemicals and communicating 
hazard information.

Under the Occupational Safety and Health 
Act of 1970, employers are responsible for 
providing safe and healthful workplaces 
for their employees. OSHA’s role is to 
help ensure these conditions for America’s 
working men and women by setting and 
enforcing standards, and providing  
training, education and assistance.

Source: United States Department of Labor, Occupational 
Safety and Health Administration, February 5, 2021

The Top 4 Violations of 2020
Continued from page 2

That leaves it up to the carrier to verify that 
its drivers have just a single CDL. Although it 
is not a required part of the pre-employment 
process, working with a DOT background 
check provider who can run the required 
check will give you the peace of mind that 
you are operating compliantly  

and protect you from a hefty fine. For carriers 
who were fined for this violation last year, 
the average fine amount was $8,378.
Other common areas of noncompliance 
involved using an unqualified driver,  
employing a driver who was disqualified 
from holding a CDL, and not keeping  
inquiries into the driver’s employment 
record in the driver qualification file.

If you currently do not have your employees in 
a random drug testing program, or have other 
DOT drug and alcohol testing related questions, 
please call Occupational Health Services at  
402-562-4480, and we will be happy to serve 
you and your company.
Source: FOLEY, January 5, 2021, The Top 4 Violations of 2020 You 
Need to Know | Foley (foleyservices.com)

How to Establish an  
Employee Wellness Program
 esigning and managing an employee  
 wellness program is an important step  
 in improving the health and productivi-
ty of employees and potentially improving 
the overall cost of employer-provided 
health care. Wellness programs can benefit 
employers by:

• Lowering health care costs.
• Reducing absenteeism.
• Achieving higher employee productivity.
• Reducing workers’ compensation and  
 disability-related costs.
• Reducing injuries.
• Improving employee morale and loyalty.

Because of the ever-increasing costs of 
health insurance and the importance of 

D 

employee health, employers should 
consider implementing a well-thought-
out wellness program that benefits both 
the employee’s health and the employer’s 
bottom line.

Step 1: Conduct Assessments
Obtaining information about the health 
of the workforce—and the organiza-
tion’s willingness to make improvements 
based on this information—is a critical 
step in developing a workforce wellness 
program. This information will enable 
the employer to design programs and ser-
vices that are most beneficial to both the 
employer and the employee. Below are 
suggested steps and tools for gathering 
this information:

• Conduct employee surveys to eval-
uate the personal wellness interests 
and needs of employees. Surveying 

employees directly helps assess how a 
program might be received and what 
information employees are willing to 
share. The Centers for Disease Control 
and Prevention (CDC) provides guidance 
on how to design an employee survey, 
including examples of survey topics.  

• Conduct a health risk assessment. 
Assessing the health of the workforce 
will help determine which programs 
to implement. Several laws affect the 
use of health risk assessments; there-
fore, consultation with legal counsel is 
recommended. For general guidance, 
see the CDC information on health risk 
assessments and the Equal Employment 
Opportunity Commission guidance on 
wellness programs. The Health Insurance 
Portability and Accountability Act  
(HIPAA) will apply when wellness  

Continued on page 4
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programs are part of the group health 
plan (premium incentives, etc.).

• Conduct an organizational assessment 
to determine which types of wellness 
programs to offer. Not all programs 
will be well used or supported by any 
one organization. Transamerica Cen-
ter for Health Studies offers a guide, 
“Finding Fit: Implementing Wellness 
Programs Successfully,” with sample 
assessments for each type of program.

• Review group health plan utilization 
rates, both medical and pharmaceuti-
cal. This information can be obtained in 
aggregate from the group health insur-
ance carrier or third-party administrator.

• Evaluate health culture and conduct 
environmental audits of the workplace 
in general. See the CDC’s environmen-
tal assessment. Performing an environ-
mental audit will provide information on 
the workplace culture and its impact on 
driving employee wellness behavior.

Step 2: Obtain Management Support
Support from management is essential 
to building a successful wellness pro-
gram. As with any initiative, management 
buy-in is critical for funding, obtaining 
support throughout the organization and 
approving policies and processes related 
to the program. Management can provide 
additional assistance by helping link the 
health promotion objectives to business 
outcomes, thereby positioning wellness as 
a fundamental part of the organization.

The challenge in obtaining management 
support is communicating the potential 
value of a wellness program to the organi-
zation’s bottom line. See Business Case for 
Employees for ideas on building a business 
case for wellness programs.

Addressing the three questions below may 
help in obtaining the required support from 
senior management:

• What are the organization’s short- and  
 long-term strategic priorities? 

• What benefits can be expected from the  
 wellness initiative, and what is the  
 potential value of wellness promotion  
 to the organization?
• What are the leadership styles,  
 pressures, strengths and weaknesses of  
 the organization’s senior-level  
 executives? 

Step 3: Establish a Wellness Committee
After conducting a needs assessment and 
obtaining management support, an  
employer can create an internal,  
employee-driven committee that helps 
build and sustain a wellness culture in the 
organization. This committee will help 
build organizational support and  
effectiveness for the wellness program.  
The responsibilities of the wellness  
committee might include:

• Evaluating the current programs,  
services and policies that are available  
in the workplace.

• Assessing employee needs and  
preferences.

• Developing a health promotion  
operating plan, including a vision  
statement, goals and objectives.

• Helping to implement, monitor and 
evaluate wellness activities.

Employers should solicit committee mem-
bers by invitation or ask for volunteers, en-
suring there is cross-sectional representation 
including: members from top management, 
the human resources (HR) department, 
information technology, communications/
marketing, the health and safety department 
and unions, and any other employees inter-
ested in health and wellness.

Employers may want to address these 
additional considerations for the wellness 
committee:
• Determine in advance how long well-

ness committee members will serve and 
how new members will be selected. Em-
ployers may want to alternate committee 
members annually to avoid burnout and 
to obtain new perspectives.

• Select committee members who can best 
represent their peers, motivate others 
and support the implementation of the 
wellness program. Employers may 
want to obtain the support of committee 
members’ supervisors by providing each 
committee member with time to devote 
to the committee activities.

Step 4: Develop Goals and Objectives
Using the information gathered from the 

Continued on page 5

workforce assessment, employers can 
establish goals and objectives for the 
program. For many organizations, a key 
goal is to improve workers’ health and, 
thereby, reduce health care costs. Other 
goals may include reducing absenteeism, 
boosting worker productivity and increas-
ing retention. Wellness program goals and 
objectives are statements of broad, long-
term accomplishments expected from 
the program. Each goal has one or more 
objectives to ensure that the goal will be 
successfully accomplished. Objectives 
should be clear, time-limited and stated 
in such a way that it is easy to determine 
whether they have been achieved. A few 
examples of goals and objectives:

• Reduce the number of employees who 
smoke by 5% in fiscal year 20XX.

• Increase the number of employees en-
rolled in smoking cessation classes by 
15% by the second quarter of 20XX.

• Decrease the number of employees 
identified as obese by 5% in 20XX.

• Increase the level of medication  
adherence of the employee population 
by 10%.

Step 5: Establish a Budget
Establishing a budget is a critical step in 
creating the wellness program. Without 
funding, the program will stall.
When creating a wellness budget, 
organizations should include the cost of 
incentives, marketing and program design 
in the budget. Typical items in a budget 
would include screening vendor/other 
provider fees, incentives for participation, 
promotional materials, meeting provisions, 
pedometers/fitness trackers, HR  
representative and committee member 
time, etc.

Additionally, employers may want to 
consider taking the following steps to 
look for hidden funding resources:

1. Conduct surveys to determine if  
employees would be willing to pay 
for an aspect of the wellness program, 
such as yoga or exercise classes.

2. Partner with the health insurance  
carrier to determine wellness  
components offered by the insurance 
carrier. Often these program costs are 
already included in the health  
insurance premiums.

3. Research the option of participating 
in clinical studies from universities or 
hospitals studying the impact of  

How to Establish an Employee Wellness Program
Continued from page 3
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How to Establish an Employee Wellness Program
Continued from page 4

workplace wellness programs.
4. Research free community resources or 

programs to supplement the wellness 
program.

5. Consider implementing low- or no-cost 
internal activities, such as a lunch  
walking group.

Step 6: Design Wellness Program  
Components
Employers have great latitude in designing 
the wellness program. There is not one 
standard program, as each will vary based 
on organizational needs and resources. 
The wellness program may range from  
very simple to elaborate. It is important to 
include a variety of components that target 
risk behaviors and the needs and interests 
of the employees. Organizations can use 
the resources obtained in previous steps 
of organizational assessment, in wellness 
committee data gathering and in budget-
ary constraints, as well as in the goals 
and objectives, to determine the types of 
wellness programs to include in the design. 
See the sections on “Actions Employers 
Can Take” in the Transamerica Center for 
Health Studies report, “From Evidence to 
Practice: Workplace Wellness that Works,” 
for ideas and guidance on specific types of 
programs. The company’s level of desired 
involvement, determined from the organi-
zational assessment in Step 1, will be a key 
consideration in determining the types of 
programs to include. Examples of common 
programs include:  

• Stress reduction 
• Weight loss 
• Smoking cessation 
• Health risk assessments
• Health screenings
• Exercise programs and activities
• Nutrition education
• Vaccination clinics

Although employers do have great latitude 
in designing wellness programs, such 
as the health risk assessments discussed 
earlier, employers still need to consider the 
legal issues and compliance requirements 
provided by the ADA, GINA, HIPAA and 
the Patient Protection and Affordable Care 
Act, such as:
• The ADA prohibits employers from 

discriminating against individuals on the 
basis of disability, including an employ-
ee’s access to wellness programs.

• GINA allows employers to “request, 
require, or purchase genetic informa-
tion” in connection with employer- 
provided health or genetic services 
only if the services “are reasonably 
designed to promote health or prevent 
disease.” The ADA has reasonable 
design requirements as well.

• When part of a group health plan, 
HIPAA mandates that individually 
identifiable health information collected 
from or created by participants in wellness 
programs is considered protected 
health information and is protected by 
HIPAA rules.

• The PPACA requires that programs 
must be reasonably designed to promote 
health or prevent disease. Programs 
must be reasonably designed to be 
available to all similarly situated indi-
viduals, and individuals must be given 
notice of the opportunity to qualify for 
the same rewards through other means.

Step 7: Select Wellness Program  
Incentives or Rewards
Incentives or rewards are an effective tool 
to change unhealthy behaviors, adhere 
to healthy behaviors, increase participa-
tion rates and help individuals complete 
a program. The argument for rewarding 
employees for participating in a wellness 
program pulls from the basic principles of 
behavioral psychology: People are driven 
to act by the positive consequences they ex-
pect from their actions. Building a rewards 
system into a wellness program is a great 
motivator. Rewards can take many forms, 
including points that can be exchanged for 
goods, gifts celebrating accomplishments or 
monetary awards. Over time, the motiva-
tion for rewards shifts from an external 
incentive to intrinsic reinforcement.

Effective incentives will be commensurate 
with the effort required to practice the 
desired behavior. For example, incentives 
attached to smoking cessation or weight 
loss should be greater than incentives for 
participating in a lunch-and-learn seminar.

Federal and state regulations may limit 
incentives, so employers should keep up to 
date on applicable compliance obligations.

Step 8: Communicate the Wellness Plan
The next step is to write and communi-
cate the organization’s wellness policy. 
This policy statement should include the 
organization’s intent, level of involve-
ment and rewards and incentives system 
with respect to employee wellness. 

Communication is important to marketing 
the program and ensuring participation. It 
is helpful to use communication to create a 
social culture where being healthy is valued. 
This can be done in many ways, using 
well-established techniques of marketing and 
changing behavior, such as the following:

• An attention-generating program  
rollout

• A wellness program logo and slogans for 
components of the program, such as “Every 
Body Walk Now,” “Wellness Wednesday” 
or “Time Out for Tai Chi”

• Visible endorsement and participation by 
upper management

• Wellness education based on sound  
research

• Persuasion of employees based on  
anecdotal situations

• Sustainment of the message and the  
program over several years

• Multiple avenues of communication, such 
as email, flyers and presentations

• Repetition of the message
• Keeping the message fresh with new 

information

Ongoing communication and marketing are 
important for maintaining engagement in the 
wellness program.

Step 9: Evaluate the Success of the Program
As with any investment or project, evaluat-
ing the effectiveness of the wellness program 
is important in sustaining management and 
employee support and in revising or imple-
menting new programs. Employers should 
have established metrics and baselines at the 
rollout of any wellness initiative, which will 
vary depending on the programs implement-
ed. For example, employers may measure 
participation rates, program completion 
rates, reduction in health care costs and  
percentage of employees who stopped  
smoking or lost weight. Employers may also 
want to measure the return on investment. 
Regardless of the tools or measurements 
used, evaluating the effectiveness of the 
wellness program is an important step in the 
ongoing management of the program. 
Source: SHRM, How to Establish and Design a Wellness 
Program (shrm.org)

For more information on designing and 
implementing a workplace wellness program 
tailored to fit your company’s needs, call  
Columbus Community Hospital’s Occupational  
Health Services at 402-562-4483.  Let our 
staff bring quick and convenient lab and 
biometric testing to your workplace. 
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 hirty-four percent of employees say  
 they are more burned out than they  
 were a year ago, according to the  
results of a recent survey developed by 
global staffing firm Robert Half.

The online survey of 2,800 office workers, 
conducted from July 7 to August 9, also 
found that:
• Among the respondents who said they 

were feeling more burned out, 30% said 
an increased workload was the primary 
cause.

• 38% of women reported an increase in 
burnout, compared with 30% of men.

• 37% of workers between the ages of 25 
and 40 reported a rise in burnout, com-
pared with 32% of counterparts 41 to 54 
and 29% of workers 55 and older.

In an October 8 press release, Robert Half 
Senior Executive Director Paul McDonald 

‘New pressures’ Prompt Rise in Work-Related Burnout

T suggested that the COVID-19 pandemic 
“has piled on new pressures for profession-
als,” while influencing them to accomplish 
more than their typical daily workload. 
Many employees are working from home, 
creating a balancing act between job and 
personal needs. In some cases, workers 
have assumed additional responsibilities 
that once belonged to colleagues who were 
laid off or furloughed.

Robert Half encourages managers to take 
the following actions to help address  
worker burnout:
• Check in regularly with team members  
 to discuss current projects and obstacles,  
 being sure to help employees prioritize  
 tasks.
• Encourage time off.
• Share helpful resources, such as  
 organizational wellness offerings.

“Just as employees have been putting 
in more time and energy into their jobs, 
employers must do more to support, 
engage and reward top performers in 
today’s demanding environment,”  
McDonald said.

Source: Safety + Health, November 30, 2020; ‘New 
pressures’ prompt rise in work-related burnout, survey 
finds | 2020-11-30 | Safety+Health Magazine (safetyand-
healthmagazine.com)


