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I do not like to micromanage my
employees, but at least two of
them won’t finish their work in a
mely manner unless I am direct‐
ly involved in what they do. If I
refer them to the EAO I am afraid
things will get worse before they
get be er. So now what?

Rather than refer your employees to the EAO now, consider visi ng the
EAO yourself. The employee assistance professional can help you
find a way to make the changes you seek and can coach you in how
to detach from these employees. Micromanaging has been noted
as a key complaint in surveys and research on employee morale; alt‐
hough supervisors are frequently blamed for micromanaging, some
employees invite this type of rela onship because they prefer it and
feel anxious when not closely supervised, and may avoid promo on‐
al opportuni es that require independence. Micromanaging forces
employees to be dependent. In turn, the supervisor feels secure
that work is ge ng done the way he/she would do it.

How do I correct an
employee’s bad a tude?

Asking how to help correct an employee’s bad a tude is similar to
asking how to resolve back pain. The next step is “Tell me more.”
Most supervisors will complain about an employee with a bad a ‐
tude at some point in their career. Typically, the descrip on entails
a nega ve and cynical communica on style, disagreeable nature,
suspicious view of management’s mo ves, or someone whose
statements consistently undermine morale. A tude problems re‐
quire good documenta on. Many employees with a tude issues
have something valuable to say about a needed change, and o en
it is a mistake to see them as en rely unreasonable. A supervisory
consult with the EAO is recommended to provide support in ge ng
at the root of any legi mate complaints.

My employee has no job issues,
but I am concerned that he may
return to absenteeism problems
and angry mood swings everyone
was seeing two weeks ago. Is it
too late to make a supervisor re‐
ferral to the EAO? Also, this same
pa ern happened about six
months ago.

No, it is not too late to make a supervisor referral. Good documenta‐
on is important. If you are unsure about how to word docu‐
ments, consider consul ng with your Human Resources oﬃce.
What you say and how you say it are also important, so consider
discussing an eﬀec ve delivery with the EAO. The EA professional
can also help you to iden fy key points to include in a construc ve
confronta on.
You have a clear ra onal for your mee ng with the employee. De‐
spite not mee ng with him two weeks ago, you can s ll share your
observa ons of the pa ern that has developed and clarify your
expecta ons.

FrontLine Supervisor, December 2014

I o en see references to the
importance of ‘being your‐
self,’ ‘being authen c,’ and
‘being a real person’ as a
skill for supervisors. What
does this actually mean?

Being yourself, being genuine, or being ‘real’, all refer to the same thing
— authen c leadership. The goal in this dynamic in supervision is
to increase produc vity by establishing op mal rela onships. The
awareness is to be professional and to balance this with approacha‐
bility. The opposite is a supervisor who is detached and physically
and/or emo onally remote. Balance is a learned skill. Supervisors
vary widely in their ability to do this. Being authen c is being pur‐
poseful, in order to be er understand employee strengths and
weaknesses, personality, and working style. This leads to improved
rela onships and facilitates a be er working environment where
employees are mo vated to put forth their best eﬀort.

In the upcoming new year, I
am determined to improve
the level of respect employ‐
ees show each other in our
organiza on. Beyond poli‐
cies and work rules, what is
a key strategy to posi vely
influence change?

Maintaining a respec ul workplace is a growing concern for all, but
what many people do not realize is that much disrespect is not premed‐
itated. Instead, it is some mes reflex, stress, fear, and the influence of
personal biases. Suppor ng a work culture where employees ac vely
discourage disrespec ul behavior toward each other by poin ng it out
as it happens is a powerful change strategy. It’s o en helpful to devel‐
op communica on ground rules to foster a respec ul and collegial
workplace. Contact the EAO if you’d like to discuss such an approach.
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