
 

 

Some states recently de-

criminalized the psilocy-

bin mushroom, and it 

appears authorities in 

these states will practi-

cally ignore its use and 

possession. What is psil-

ocybin? What are some 

signs and symptoms of 

its use? 

 Psilocybin is a mushroom hallucinogen similar to other plant-based hal-

lucinogens like mescaline that comes from peyote cactus. There is no 

approved medical use for this drug, but it has been researched as a possi-

ble treatment for depression-associated mental illnesses. Several states 

and counties in the U.S., and most recently Washington state and Wash-

ington, D.C., have decriminalized the use of psilocybin. Nicknames for 

psilocybin are magic mushrooms, shrooms, little smoke, purple passion, 

sacred mush, sewage fruit, and zoomers. The substance can be eaten, 

smoked, or put in a tea. Signs of use, as with other hallucinogens, in-

clude the inability to accurately discern time, confusion about reality, 

panicky behavior, dilated pupils, stomach upset, and loss of muscle con-

trol. Regarding the workplace, some users believe that taking small dos-

es of hallucinogens will make them more productive, however there is no 

empirical evidence of such a result.  

 

Which is more effective as 

a means of identifying 

substance abusers: spot-

ting signs and symptoms 

of addiction or focusing 

on performance issues 

like absenteeism and con-

duct problems that may 

be caused by substance 

abuse? 

When employee assistance programs (EAPs) emerged fifty years ago, a 

major shift occurred in supervisor training. As the primary means of 

identifying troubled workers, the field moved away from training manag-

ers to look for the signs and symptoms of addiction to instead being ob-

servant of performance issues that did not improve, and then referring 

employees to the EAP based on these performance issues. Some of these 

workers might also be alcoholics or drug addicts. Since evidence showed 

addictive disease ultimately would manifest as absenteeism, quality-of-

work issues, and behavioral problems, the new approach flourished. To-

day, supervisors are also taught to spot the signs and symptoms of sub-

stance abuse in order to support reasonable suspicion testing, particularly 

in regulated occupations deemed by the U.S. Department of Transporta-

tion as safety sensitive. So, decades later, the two strategies have some-

what merged. However, the dominant model of observation, documenta-

tion, confrontation, and referral to the EAP has proven to be the most 

effective for salvaging the greatest number of workers.  

My employee has been 

late too often over the 

past several months. I 

mentioned it to him sev- 

Tardiness of employees is a frustrating problem for supervisors. Oddly 

enough, a common missing piece of the solution is sitting down in pri-

vate with the employee to discuss the matter and, most importantly, ex-

press disappointment. So try this approach. Be sincere. You may be an-
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How do I document a bad 

attitude? It is too subjec-

tive. I would almost need a 

video of the person’s ac-

tions in order to accurately 

describe it. 

You’re right. A bad attitude cannot be documented as such. It requires 

more quantifiable language. The Oxford dictionary defines “attitude” as “a 

settled way of thinking or feeling about someone or something, typically 

one that is reflected in a person’s behavior.”  Behaviors that can be seen, 

heard, and therefore described constitute the language that reflects attitude 

problems. But it does not end there. The next piece is linking these behav-

iors to undesirable or problematic effects. If, for example, your employee is 

constantly making cynical remarks in team meetings, asking the team how 

this behavior affects them and learning about its negative impact on their 

enjoyment of the work environment or ability to be productive — or even 

how it undermines team members’ confidence — is what’s needed to cre-

ate effective documentation. Can the EAP help? Yes, this is one of the em-

ployee issues that are most commonly referred to it.  

Today’s workplace has changed. Employees are much more desirous of 

positive, nurturing, and socially connected environments. This is especially 

true of younger workers, who also appreciate supervisors who are willing to 

be more vulnerable and open about their feelings with them. Given these 

new expectations and to help retain employees longer, offering guidance on 

coping with work stress is appropriate for supervisors. This can include, for 

example, counseling employees about taking risks, managing fear and work 

stress, coping with mistakes, not regretting missed opportunities, and over-

coming fear of taking chances, as well as supervisors sharing information 

about their personal failures and successes. These things help employees 

build “emotional resilience” to better cope with errors, mistakes, work cri-

ses, coworker conflicts, disappointments, missed promotions, upsetting per-

formance reviews, and more. All organizations want lower turnover, and 

helping employees build emotional resilience clearly has a business ra-

tionale. Caution: Do separate the above skills from acute issues and the need 

for professional counseling suitable for the EAP.  

What role should super-

visors play in helping em-

ployees deal with their 

emotions and cope with 

stress? I don’t want to 

take a “hands-off, not my 

problem” approach, nor 

do I want to refer every-

one to the EAP for every-

day stress issues.   

eral times in passing, and 

then I wrote him up and 

referred him to the EAP 

in the memo. What is my 

next step? 

gry and feel like lecturing, but simply express your disappointment. Con-

trast this disappointment with what you envision for the worker. This can 

trigger a stronger awareness of responsibility and guilt (which is a good 

thing). Employees with chronic behavioral issues use defensive mecha-

nisms like denial and rationalization to avoid experiencing any anxiety 

caused by their improper behavior. Healthy anxiety is the “juice” of 

change. Your expression of disappointment can overpower this self-

reinforcing process and make compliance with the EAP recommendations 

more certain and success in recovery more likely. If you are trying to avoid 

disciplinary action, use the foregoing as your next step.  
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Please call our EAP professionals for advice on confronting and referring troubled employees to the EAP.  We will assist you in developing action plans and coach you 
toward successful confrontations.  This is part of your EAP service with McLaughlin Young. 
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