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� I had to initiate a discipli-
nary action, and my em-
ployee now gives me the 
cold shoulder. How do I 
address this passive anger 
that has suddenly ap-
peared? Prior to the job 
action, an EAP referral 
was refused. I do not want 
to lose this employee. 

receiving a disciplinary action, especially if he or she believes it was un-
warranted or excessive. That may well be a majority of disciplined em-
ployees. How your employee responds to a disciplinary action is a per-
formance issue, not simply a personal matter. You want effective com-
munication and acceptable levels of productivity from your employee, 
but you won’t attain these without complementary behaviors that make 
them possible. Meet with your employee and discuss his or her response 
to the disciplinary action. Define the response as a separate issue of con-
cern. The objective is helping your employee deal constructively with 
the disciplinary action. Recommend the EAP again as a way to help him 
or her cope. Later, demonstrate your expectations for a positive and pro-
ductive relationship going forward.  

It is not unusual for an employee who has been disciplined to feel anger for 
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Online Supervisor Training 
Using EAP as a Management Tool 

 

Companies contract with an EAP to assist them in retaining valuable employees.  One of the keys to a suc-
cessful partnership is having supervisors that know how to utilize EAP in effective ways.  Using EAP as a 
Management Tool training has the following objectives: 
 

• Providing awareness of EAP services 
• Assisting managers/supervisors identify and document employee performance concerns 
• Developing effective intervention strategies 
• Identifying ways to use EAP as a positive option for employee performance problems 
 

This training can also serve as a step-by-step resource when making a referral due to performance concerns. 
 

How to access the online training program: 
 

 Go to:  www.4Continuum.com 
 Click on: “Training” drop down menu 
 Select:  “Online EAP Supervisory Training” : 
 Click on: “Log on to EAP as a Mgmt. Tool” on the right-hand side of the page 
 Enter:    Username (available from your HR department or Continuum) 



I don’t deny that stress is a 
significant issue for most 
workers, but I have never 
seen a report from our 
company or any company 
that links stress to direct 
costs for anything. So is 
stress overblown as a prob-
lem for business and indus-
try? Where are the costs of 
stress? 

� 
dollars to our company,” medical and social science research abounds 
with evidence that stress directly contributes to financial loss for em-
ployers. These costs tend to occur in four key areas: absenteeism, lost 
productivity, medical expenses, and turnover. Financial managers typi-
cally follow these financial costs closely, especially in larger companies. 
For example, stressed employees are more likely to stay home and take 
“mental health days” as a way to cope. Stress can cause health problems, 
of course, but it can also make existing health problems worse, espe-
cially preexisting autoimmune disorders. Did you know that stressed em-
ployees feel more powerless and are more likely to complain, file griev-
ances, file lawsuits, have more accidents, make more errors, and experi-
ence more conflicts? The list goes on. When you see evidence of em-
ployees under stress, think “How can the EAP help?” 
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My employee was injured 
on the job with use of the 
wrong tool. The truth is 
that it crossed my mind to 
stop him, but I dismissed 
the thought because I was 
so busy. Rather than 
blame myself, how do I 
reduce my stressful work-
load so I avoid a second 
occurrence? 

� 
miss decisions we should make that would preempt problems. The prob-
lem for you to tackle is not necessarily the stressful workload. Your goal 
should be to increase self-awareness. This will empower you to stop, 
think, and act when needed and to avoid using denial as a coping “tool” 
to reduce stress and remain uninvolved in critical decisions. When you 
are more self-aware, you can make intuitive decisions more easily in the 
middle of fast-moving, complex situations, where little structure exists 
and things appear ambiguous. You are able to pay closer attention to "gut 
feelings" that are less likely to be overshadowed by all the activity and 
hustle-bustle around you. There are many exercises for increasing self-
awareness. You can search for them or talk to your EAP to learn more. 

When we are busy and under stress, it is easy to ignore warning signs or dis-

Although it is not possible to say “employee stress caused the loss of X 

� 
meet with your employee to insist that they end. Go through your list. 
Don’t label the employee and be careful about deciding these behaviors 
simply point to “immaturity”. The commonalities of these behaviors ap-
pear to be impulsivity and lack of self-control. Inability to exercise self-
control points to other issues. Regardless, the EAP can help. It is some-
times easy to label a set of behaviors or a pattern of behaviors in order to 
understand them better from your framework. This helps you decide what 
to do next in the way of a management or administrative decision. But 
labeling the employee as immature can unwittingly lead you to dismiss 
the usefulness of an EAP solution outright. That would be the wrong de-
cision.  

Document the behavior and the time and place of these occurrences, and Is immaturity a perform-
ance issue that the EAP 
can address? My em-
ployee exhibits adoles-
cent-like behaviors such 
as interrupting, inappro-
priate laughing, joking, 
and creating minor an-
noyances that disrupt the 
quiet of the workplace. I 
don’t see how that’s 
“treatable.” 


