August 2009

Employees—
- « <
2 )\\\\

“ Frontdine e
Supervisorzi

I\
.ﬂgr:]A‘

This information is provided by Continuum EAP. If you would like more information on these or other dpics,
please don't hesitate to contact us

1135 M Street, Suite 400, Lincoln, NE, 68508 402-476-0186 or 800-755-7636 Continuum
Fax: 402-476-2757 Email: EAspecialist@4Continum.com www.4Continuum.com

-

On-line Supervisor Training:
Using EAP as a Management Tool

Companies contract with an EAP to assist themtainimg valuable employees. One of the keys toc@ess-
ful partnership is having supervisors that know htmwutilize EAP in effective ways.Using EAP as a
Management Tootraining has the following objectives:

* Train when convenient — anywhere, anytime
* Automatically issued Certificate of Completion
» Assisting managers/supervisors in identifying aoduienting employee performance concerns

This training can also serve as a step-by-stepuresavhen making a referral due to performance eorsc

How to access the on-line 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 How can | know iflama  Micromanaging means “overseeing” the details of work assignmen

micromanager? And how given to your employees. This overseeing is usuddlige in a meddle-
can | stop this supervi- some manner. Although micromanaging affects empgoymrale, its
sory practice? disruption to the professional development of erypds is perhaps it

greatest harm. The goal of the micromanaging sugaris to have work
done correctly and productively, yet the opposgeally occurs becaus
everything must pass through the micromanager.ofler consequenc
is the undermining of employee initiative. Why takéiative when the
penalty is aggravation? Most micromanaging sugersi have difficulty
with time management and feel uncomfortable with fitee time pro-
duced by effective delegation. They often don’t enstnd the differ-
ence between delegation and simple assignments&s.t&Experiment
with letting go. If you still can’t let go, talk tthe EAP.
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B | am a supervisor with
high expectations, but
could I be called a bully?
Is there an officially
recognized definition of
bullying in the work-
place?

B One of our reputable
employees was hospital-
ized and later shared his
story of addiction to
heroin. | was floored.
The employee never
showed any symptoms or
looked like a street
person. There was an
absenteeism problem,
but | never dreamed it
was drugs. Is this rare?

W My fellow supervisors
and | have never
confronted an employee
to make a referral for a
reasonable suspicion test.
Can the EAP meet with
us to discuss this issue
and offer tips? As they
are the experts on
behavior, consulting with
them sounds like a good
idea to me.

There is no official definition of bullying, although there is an onggilegal
and legislative movement toward establishing olest well-honed defini-
tions include a variation of “repeated health-hagnmistreatment toward
one or more employees by one or more perpetrabatsundermines the
normal flow of productive work.” This definitionf dullying links it to its
harmful effect on business. The bottom line ig thehavior toward your
employees that is persistently troublesome willexdely affect their well-
being and work situation. You can be a tough supenbut still not be a
bully. It's helpful for supervisors to know a fevf the common social and
psychological issues that influence bullying, sashfeelings of incompe-
tence in handling one’s job as a supervisor. Rgealtuck and angry, believ-
ing that the organization has overlooked your proomg is also common to
bullying supervisors. Personality clashes are alsmmon, and personal
problems that add to feelings of insecurity andlétuacy can contribute as
well.

For decades, drug-injectingaddicts have been one of the most stigmatized
groups in society. Three out of every 100 adultshen U.S. have reported
using heroin, according to government researchnyMeeroin addicts have
positions of social responsibility and reputatidosprotect. These white-
collar users are a secretive group of addicts, iamsl difficult to conduct
research with them because of their fear of beiagodered. The obscurity
of this group explains why people first think oficgkrow persons or
“junkies” when discussing illicit drugs such as diar In fact, the majority
of heroin users are not on the street. Entry treatment often follows a
crisis of some type associated with the drug’s uderoin users are prone to
overdose or complications from the inability to Wnavhat is in the heroin
they have acquired. Withdrawal can also promptoat lof unexplained
absenteeism.

Talk with your EAP about its recommendations for training your grood a
for discussing how it might want to proceed. Theplayee assistance pro-
fessional may want a meeting with you to bettereusihnd your issues and
needs. He or she will then know how to best meat yeeds with informal
discussion, role plays, or perhaps an educationegentation on issues
associated with making a referral of an employeetdsting. Presenting
examples of the types of issues you would likee®is a role play would be
also be important for making your training expeceven more effective.
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