
Q. I want to be a good leader and I admire
some of the supervisors in our organization
because they are charismatic. Is this a
learned leadership style? Can anyone be-
come charismatic, or is a charismatic leader
“born that way”?

A. Many studies have been done on
charisma, but few have been able to pin down
precisely what causes someone to have it.
Most of us know someone who is charismatic
or we know what it feels like when we meet
such a person. It is clear that charismatic
individuals possess a combination of power-
ful and complex personality traits that pro-
duce a magnetic and uncanny ability to charm
or influence others. The debate is still on
about whether charisma can be taught. More
important than acquiring charisma is learning
to lead others. That can be taught. The easiest
way to begin is to study the differences be-
tween managers who are considered “leaders”
and those who are not. You will discover that
good leaders have skills that many charis-
matic persons are thought to possess, includ-
ing the ability to inspire trust, be creative, see
over the horizon, be unique, think in the long
term, originate ideas, and help their organ-
izations reach the next level by constructively
challenging the status quo.

Q. If an employee had an alcohol problem,
I think I would know it. That is why I am so
surprised that one of my employees was
admitted to a detox unit over the weekend.
This employee never drinks at work, and his
performance is fine. I’m stumped.

A. Many employees with severe alcohol
problems may not drink on the job. Instead,
they drink after work, on weekends, or in the
mornings prior to work, or they experience
binges you will never witness. Family mem-
bers do witness such events, however, and a
crisis at home may have led to the admission
of your employee in this case. Perhaps a DUI
led to the crisis. Your employee could have
perfectly acceptable performance at work yet
still have domestic problems caused by alco-
holism. Like most people, you understand
alcoholism from a limited point of view,
because misconception and misinformation
about the disease is pervasive. It is easy to
decide that anyone who does not fit into that
view is without a problem. Don’t respond to
your employee with disbelief upon his return.
Instead, respond with support.

Q. It’s been said that the EAP can be an
alternative to discipline but not a substitute
for it. This sounds like the same thing to me.
Can you explain?

A. EAPs are programs that help employees
improve job performance, in many cases by
resolving personal problems that can interfere
with job performance. Making the EAP an
alternative to discipline affords the employee
an opportunity to get help instead of being
given a disciplinary action warranted for sub
par performance or a workplace rule infrac-
tion. EAPs lose value when they are treated as
substitutes for disciplinary action. This prac-
tice uses the EAP as a disciplinary response by
the supervisor, who makes a referral to pro-
vide a consequence for subpar performance or
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 (AWP) offers supervisors confidential,
unlimited consultation with experienced

EAP professionals.   
Toll Free 800-343-3822 • TDD 800-448-1823

EAP Teen Line 800-334-TEEN (8336)

AWP Training Opportunities
AWP is a proven entity known for its training
and curriculum development. AWP trainers
are among the best training professionals in
the business. We use PowerPoint and partici-
pant manuals/handouts supported by instructor
manuals for each training topic. To provide
training is a great way to promote the EAP to
employees. For scheduling, contact your local
HR coordinator or AWP account manager.

Featured Training
Domestic Violence:
Management Approaches for
the Workplace

 Domestic violence is a perva-
                        sive problem that occurs among
all ages, cultures, socio-economic groups,
genders, and educational backgrounds. It also
threatens the safety and well-being of employ-
ees in the workplace. Domestic violence can
be defined as a situation in which one partner
obtains and holds power over another person
in an intimate relationship. Behavior can
include physical violence, threats, and intimi-
dation. The results of this toxic behavior may
seep into the workplace and must be addressed
sensitively.

This seminar assists supervisors, human
resource professionals, safety personnel, and
security staff in developing methods to
systematically address the effects of domestic
violence, should they be observed in the
workplace. Active and useful strategies for the
workplace will be presented.
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work rule violations. The latter damages the
EAP’s perception by employees as a positive,
safe, and constructive means to resolving per-
sonal problems that may interfere with job
performance.

Q. I have to confess, I have not done a
performance appraisal with my employees in
a couple of years. I have had no complaints,
and employees are doing well. With so much
to do, I just keep postponing it. It’s like
exercise: I know I should do it, but I don’t.
What am I risking?

A. Most supervisors know that performance
appraisals are a good thing for employees and
the company, but most aren’t aware of impor-
tant and powerful secondary effects of doing
performance appraisals. One is the ability to
defuse ticking time bombs. Many employees
will bring personal complaints to the perfor-
mance appraisal table. You’ll learn things you
may never otherwise discover. Conflicts,
unfairness, resource deficiencies, discrimin-
atory problems, harassment, reports of theft,
and existing safety risks all may show up at
the performance appraisal discussion. Beyond
these practical matters, performance appraisals
empower employees and are a good way to
bond with them. Performance appraisals help
create loyalty and establish direction, help
employees feel like they have goals and a
stake in the outcome, and help them feel in
control of their lives. Experience shows that
employees feel ignored and hurt if they don’t
get appraisals—even if they don’t anticipate a
good one!

Please visit our website for your online
newsletter, helpful resources, links, and

more: www.alliancewp.com

Information contained in The Frontline Supervisor
is for general information purposes only and is not
intended to be specific guidance for any particular

supervisor or HR management concern. For
specific guidance call AWP.


