
What role can super-

visors play in helping 

prevent sexual harass-

ment? Please address 

modeling and work-

place culture.  

 Supervisors represent employers and possess authority, so what you say and do is 

viewed as a standard of behavior, and may be directly modeled by workers under your 

supervision. In this sense, the actions are “amplified.” Given this dynamic, not address-

ing inappropriate behavior when you witness it indirectly gives permission for it to be 

repeated. Your employees will take notice of what you say and what you don’t say, and 

what you do and what you don’t do, in determining how they should behave at work. 

Think back about past employers during your career. Was sexual harassment more likely 

to occur with some rather than others? Where harassment was less likely to occur, it is 

because an institutional mindset existed to help communicate the unacceptability of such 

behavior. This is a top-down phenomenon reinforced by supervisors. This is part of your 

administrative workplace culture responsibilities — creating and nurturing an institu-

tional mindset for a psychologically safe workplace and an environment less predisposed 

to behavior that could be considered sexual harassment. When you correct someone’s 

behavior, be sure to also say to employees that the “type of behavior being discussed is 

not appreciated in this workplace.”  

Can you discuss 

what supervisors 

accidentally or un-

wittingly do when 

referring employ-

ees to the EAP that 

undermines em-

ployee participa-

tion, or inhibits em-

ployees from actu-

ally going to or tak-

ing advantage of 

the program? 

 Despite best intentions a supervisor can make mistakes in their understanding  of how 

EAP “works.  If the supervisor is confused or misinformed about confidentiality they 

cannot explain it to employees which they want to refer to the program.  Confidentiality 

means that personal information about an employee’s problem will not be released to the 

supervisor or anyone else without the employee’s written consent.  Confusion does not 

provide either the supervisor or the potential client to EAP with the level of safety they 

need to trust the process nor does it increase confidence about EAP’s ability to assist 

them. 

 

A supervisor may not realize the importance of consulting with an EAP counselor re-

garding an employee’s conduct, attendance or work performance issues prior to recom-

mending EAP to an employee.  If this confidential discussion does not occur, both the 

supervisor and the EAP counselor are at a disadvantage.  In this situation each individual 

can be lead astray by their lack of knowledge and understanding concerning the employ-

ee.  The EAP counselor can guide the supervisor by providing specific information for 

each employee problem which they are managing.  EAP may offer recommendations on 

whether there is a need for a release of information or other strategies to attempt.  Sug-

gestions are made to assist in meeting with an employee to strongly urge the use of EAP 

for themselves.  This discussion alerts the EAP counselor to areas of concern in advance 

of the arrival of the employee to the EAP office.  It also signals the need to follow up 

with the supervisor letting them know that the employee has been seen and confirming 

their desire to follow the treatment recommendations. 
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I am feeling guilty because 

we dismissed an employee 

for performance issues. I 

did not refer him to the 

EAP. Assuming he had no 

personal problems, what 

else could I have done to 

help him resolve his per-

formance issues? 

We all make assmptions about other people which, if we are honest with our-

selves, are often incorrect.  Many supervisors will make this error overlooking 

performance issues until they become so significant that they can no longer be 

ignored.  They may view job performance issues as separate from employees’ 

personal problems.  In reality, often they cannot be separated.  The fact is that the 

quality and quantity of work, as well as attendance, attitude and appearance,  can 

all be affected by an employee’s personal problems.  Whenever you identify per-

formance issues a suggestion of EAP as a helpful option for the employee should 

be offered.  In addition, it is important to observe areas of concern that require 

correction and if available, discuss those concerns with one of your human re-

sources department officials for recommendations.  These performance issues 

must be observed, documented and discussed with the employee.  Meeting with 

the employee allows you to discuss performance problems and activate a plan for 

their improvement.  EAP is always available to guide you with each situation and 

to help you develop a workable plan that promotes positive growth safeguarding 

against the costly action of pursuing the dismissal of an employee.  In short, hav-

ing an active plan of action will eliminate the need for guilty feelings and regrets. 

My employee periodi-

cally visits the EAP, 

but this has been going 

on for a year. I 

thought EAPs are 

short-term assess-

ments?  

The EAP may meet with employees periodically to discuss their progress in 

treatment or counseling, or to evaluate how well they are following through with 

other recommendations. Recovery from certain illnesses like alcoholism takes 

work, lots of dedication to a recovery program, and support with overcoming 

challenges, stressors, and life events that can precipitate relapse. Periodic meet-

ings with EAP clients are typically on an as-needed basis with those who may be 

considered more at-risk for recurring problems related to job performance or is-

sues originally addressed in the first appointment. An employee who is not fol-

lowing through with a doctor or community treatment program’s recommendation 

may be asked by the EAP to come to an appointment to better understand difficul-

ties the employee may be having with attendance, participation, or cooperation 

with the provider.  
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