
Perhaps others won’t ad-

mit it, but I am hesitant 

to confront an employee 

who might be under the 

influence unless it is 

pretty obvious. A lot of 

employees drink, but if 

someone looks sober and 

is functional, that’s what 

matters to me. Where am 

I going wrong?  

 If you are trained to identify signs and symptoms of an employee who 

may be under the influence of alcohol or other drugs, it is crucial to fol-

low the guidelines of your workplace policy. Employees in mid-stage 

alcoholism, even if their blood alcohol level is relatively high, do not 

necessarily appear drunk. Of course they are still at risk for accidents and 

injuring others. These employees eventually discover maintenance drink-

ing; they consume alcohol in small amounts to maintain a blood alcohol 

levels that prevent the agitating effects of withdrawal that are noticeable 

to others. When you do confront your employee, anticipate significant 

resistance and defensiveness as a response.  Consider talking to the EAP 

to request help preparing for a successful, constructive confrontation. 

Ignoring the problem will not make the situation better. 

I referred an employee to 

the EAP two years ago. A 

lot of problems with ab-

senteeism occurred at the 

time. Things have gone 

great since then, but late-

ly he seems to have re-

gressed and is not coming 

to work. He is missing 

some days and is late on 

others. Should I refer this 

employee to the EAP 

again? 

 
missing work. Refer to your documentation. Note that asking why your 

employee is coming late to work is not an intrusion or diagnostic query. 

The employee may disclose something personal, but do not attempt to 

engage in solutions. Leave that to the EAP.  An additional referral to the 

EAP does not preclude your option to take disciplinary action.  It is al-

ways the responsibility of the employee to improve their job perfor-

mance issues regardless of your recommendation that they return to the 

EAP for assistance.  

My employee is at home 

recuperating from a back 

injury. I stay in touch by 

phone to communicate, 

offer support, and en-

couragement. I have 

heard from his coworkers 

that he is depressed and 

having marital problems.  

Should I suggest the EAP 

to him?  

 Yes, it would be a good idea that he visit the EAP. Last year, a meta-

anaylysis research study posted at the National Institutes of Health ex-

amined 94 findings in  in an attempt to discover what contributes to 

“positive return-to-work” results following a worker’s injury. More 

than half were spinal injuries. Also studied were factors interfering with 

employees coming back to work. Among many factors, one of signifi-

cance was the return-to-work coordination and multidisciplinary inter-

ventions that include the workplace and stakeholders. As a stakeholder 

[the supervisor], your communication and support are impactful. De-

pression is another factor in why employees do not return to work.  En-

couraging so encouraging your employee to visit the EAP and get sup-

port is a smart move. Domestic conflict to the extent that it interferes 

with wellness can also be addressed by the EAP. Source: Google 

“PMC5015229” to locate the research study.  

Speak with your employee in a corrective interview and find out why he is 
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The EAP is uniquely positioned to assist employees in the process of reinte-

 I have two employees who 

don’t get along. It’s start-

ing to create friction with-

in the department.  Is this 

something I can ask the 

EAP to help with? 

Personal disagreements between coworkers can lead to ongoing conflict in 
the workplace if it is allowed to continue.  Ending a quarrelsome pattern 

requires an expectation on the part of the supervisor that this behavior is 

unacceptable and will not be allowed to continue.  The warring parties 

must believe that management is determined to take action if the individu-

als involved do not.  Typically, there are periods of improvement followed 

by mini-crisis as the employees involved attempt to negotiate their feelings 

toward the other party in their ongoing state of disagreement.  Helping em-

ployees to end this cycle may required outside intervention; the EAP can 

help move individuals and work organizations towards solutions.  The EAP 

can work individually with the employees involved, coaching them to-

wards changing their behaviors; assisting them with skills that can both 

help to resolve conflict and expose those that reinforce conflict.  The EAP 

is able to provide support and direction in this circumstance to employees 

and managers alike. 

gration back into the workplace; providing support and guidance in manag-

ing the demands of work and maintaining healthy recovery.  The EAP can 

also assist the supervisor by answering their concerns, discussing realistic 

expectations including how to monitor the employee’s progress as they re-

turn to work.  The role of the EAP is to serve as a resource and is uniquely 

positioned to offer free confidential support and to offer resources for 

maintenance of recovery efforts. 

When an employee is dis-

charged from a drug and 

alcohol treatment pro-

gram and the EAP fol-

lows up, how does the 

EAP help the employee in 

ways that the treatment 

program cannot?  
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