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Online Supervisor Training
Using EAP as a Management Tool

Companies contract with an EAP to assist themtainiag valuable employees. One of the keys to]a
successful partnership is having supervisors thatkhow to utilize EAP in effective waysJsing
EAP asa Management Tool training has the following objectives:

- Providing awareness of EAP services

« Assisting managers/supervisors identify and docuraemployee performance concerns
- Developing effective intervention strategies

- Identifying ways to use EAP as a positive optiondmployee performance problems

This training can also serve as a step-by-stepuresavhen 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)

B Our company has many It is natural to weigh the circumstances of your employees and be len
National Guard troops as a way of accommodating them. However, unleggaifsc request is
who have returned from made for a reasonable accommodation, it is gegelsiter to treat
overseas. How lenient employees equally and all as fully capable. Doasstume these employ
should supervisors be ees require different standards for how their pemtoce should be
with these employees? judged. Many employees experience performance @mblattributable
Don’t they deserve a to traumas and personal issues. Although the stfesar and its toll on
break because of their the psyche is extraordinary, your employees witidfg most by being
stress and leniency when held to the same performance standards and waegk ad other employ-
performance problems ees. Most soldiers returning from overseas willyel they want to be
arise? treated no differently than their peers. Rememlmérto make assump-

tions or diagnostic conclusions about your empleyee
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H My fellow managers and

| have been educated in
the signs and symptoms
of alcohol abuse on the
job, but isn’t the most
important part of train-
ing learning to avoid
being manipulated and
dispelling misconceptions
about alcoholism?

B | know EAPs can help
employees return to satis-
factory levels of job
performance and that this
helps the bottom line.

But isn't it a stretch to
say that EAPs help
reduce costs associated
with things such as litiga-
tion, injuries, or even
damaged equipment?

M | have an employee who
wants to bring her 8-year-
old child to work because

she does not feel the child

is “safe” at home with an
unemployed roommate. |
said OK once, but the
request has come up
again. How can the EAP
help? Should I ask why
she doesn't trust the
roommate?

Knowing the signs symptoms, and workplace impact of alcohol use is

important. However, it's also important that yowystin control of a

constructive confrontation with your employee byingeon your guard

against alcoholic manipulation and well-honed dséemechanisms. That
will determine whether you are ultimately succeksfumaking a supervi-

sor referral, a referral for a drug test, or ardling to take action in

response to problematic events. Employees affdnyeatdictive diseases
rely upon their relationships with others to remamn denial, and to

continue believing that they are in control of thaicohol use and an
environment that wants to confront them about dan€ult with your em-

ployee assistance program provider before meetitigyweur employee to

discuss performance or conduct issues. Doing dohefip keep you from

being drawn into a subjective discussion that timpleyee is likely to

control.

Employees affectedby severe personal problems may experience a wide

range of behavioral issues, many of which direaffgct the bottom line.

However, like an iceberg, other cost benefits ekmheath the surface.
Reduced turnover or absenteeism, for example, k@®ndary cost
benefits. The hiring of temporary workers or payowgrtime to others to
complete work assignments is avoided. When the B&Ps an employee
who otherwise would have been terminated, the oisktigation, legal

expenses, paperwork, and lost management timeidexl, A drug addict
who enters treatment and recovery may no longet staterials that are
resold for drugs. An employee no longer distradigda personal crisis
may avoid a costly accident. Almost any cost bereds multiple other
cost savings associated with it, and this makdsAd? a great investment.

It is appropriate to ask why she feels the child is not safe at home because

she disclosed her concern, and because the safedy ahild is the
paramount issue. Ask that your employee phone &ie t get help for
this problem. Bring the issue to the attention otiymanager so you
aren’t operating in isolation trying to addressTtere could be a host of
reasons why your employee does not want to leagectiid at home,
some of which may or may not be cause for alarne EAP will ask
other personal questions necessary to discovenghee of the problem
and try to discover what resources are neededdessl this issue.
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