Employees— May 2011

“ Frontline 4
Supervisorry}

This information is provided by Continuum EAP. If you would like more information on these or other opics,

please don't hesitate to contact us
1135 M Street, Suite 400, Lincoln, NE, 68508 402-476-0186 or 800-755-7636 ontinuum
Fax: 402-476-2757 Email: EAspecialist@4Continum.com www.4Continuum.com

www.4continuum.com
Consulting

Conflict Management

Having many ideas and multiple ways to approacimteemetimes leads to personality, work style, adrauni-
cation differences—ultimately causing conflict. Wih&ot properly managed, conflict among employeesiitgact
morale, efficiency, and employee retention on s#Mewrels. Fortunately, Continuum provides a vgradtcustom
services to help your company manage conflict aag the rewards of more productive, satisfying, lzealthy
workplace relationships.

When addressing conflict your first step is to sbrough the preceding details and events. Althahghnforma-
tion is often complex, Continuum will help you obijeely sift through the details and develop a pshaction.
Our staff can show you a number of tested and prevecessful methods to get your company movirtgerright
direction.

For more information on conflict management, contecat (402) 476-0186 or (800) 755-7636 or by éatai
EASpecialist@4continuum.com.

M | tend to be wary of con- Sometimes avoidingconflict is a good thing, but many people mistakanm
flicts at work and avoid aging conflict for ignoring it or shying away froin This is called con-
them. Of course, | know flict mismanagement. Fear of anger or fear of fepliconnection” is
issues underlying conflicts often the culprit in mismanaging conflicts. Conmaatin this context
don’t simply go away and means closeness or demands on you to be openthanésuthentic a
larger problems can re- a partner in resolving conflicts. Supervisors may be equally profi-
sult. Still, 1 tend to avoid cient in these relationship skills. For some peopglenuineness feel
conflict when | can. What risky, particularly if their personal histories lnde negative experience
might cause supervisors with vulnerability. If you learned that conflictdds to violence or “bad
not to face conflicts? How things” happening, you may avoid it, deny it, ofagein resolving it. Al-
can we change? tering your behavior to accommodate conflict caadl¢éo even greate

problems. EAPs are experts at helping people manag#icts. Learn
more from these professionals if mismanaging conié an ongoing is-
sue for you.
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EMany of my employees It is estimated that 30 million employees face severe financiadssr-- about

have financial problems.
Do employee financial
problems put companies
at risk in any way? |

think it would be ex-
tremely unlikely that any
of my employees would
steal, for example. So why
should a company be es-
pecially concerned?

W \What is the most pow-
erful way that | can
help employees feel val-
ued?

25% of the workforce. This figure is up nearly 300%m 30 years ago.
The ways this stress affects employers are notlyeadible, but they
are substantial. The average employee with finamec@blems loses 20
work hours per month dealing with financial issuemancial stress is
also linked to an increased risk of accidents. deuts increase workers’
compensation costs, and other ripple effects eRetsonal health can be
grossly affected by financial stress. Sleep distndes, hypertension,
and anxiety are just a few examples. Many finahcistressed employ-
ees seek part-time work; others quit for better. ps&dded burdens on
workforce management professionals include deailitig garnishments,
bill collectors, spouses seeking child support payts, and more.

Not feeling appreciated is a key reason employees quit jobs fhiakes
employee recognition programs popular. What oftets goverlooked,
however, is how appreciation can be expressedthlirbg supervisors.
Don't rely solely upon your organization to do thié “thanking.” Engage
in this practice and develop it as a skill. Leaowho make it effective.
What works better, having appreciation come from go from peers?
Also learn how to personalize praise by makingeiaded. This has more
positive impact. Thanking employees isn't just gdodthem; it also re-
inforces behaviors you want repeated. Never hesitaask your employ-
ees how they like to be thanked, and do not mirenyiaur role in prais-
ing an employee for a solid effort. Overdoing iharder than you think.
Often employees complain, “I never get a thank-yamm my boss.”
Don't let that be you.

H Helping employees feel sat- Helping your employees feel “empowered” boosts morale and ise®a

isfied with their jobs so
turnover is low and help-
ing them remain happy so
they perform well are
every employer’s goals. Is
there research that points
to how that is most pre-
dictably accomplished?

the desire to be productive. That's the conclusabra study by Scott
Seibert, professor of management and organizatidheaUniversity of
lowa’s Tipple College of Business, which examineatrenthan 140 other
management research studies related to the effesnpowerment.In
every industry, occupation, or geographic regianpewering employ-
ees produces higher morale and motivation for ligiteductivity. It
holds true regardless of gender, job, or culturcdgnizing or improv-
ing your employees’ work status, giving them auitiyoto acquire
resources and effect change, authorizing them terdacisions, giving
them delegation authority, etc. -- these contreleve stress and free up
creativity. Find these opportunities in your em@ey’ positions and
you’ll discover the magic effect of empowermentyor bottom line.

Source: http://tiny.cc/empower-workers
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