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Climate/Employee Satisfaction Surveys

One of the best tools an organization can usetermée the corporate culture is to ask the peaple work
within the organization about their satisfactioon@nuum can assist you by facilitating the climstevey
process. Although information gathering is very artpnt, figuring out what to do with the feedbaslpara-
mount to an organization’s success. Our Climate&uservices include working with the organizatitom
beginning to end to assure that the informatiantiized. These projects do have additional feesolom mem-
ber companies receive generous discounts. Corgadoday to discuss your needs and we’ll provide wih
detailed proposal.

For more information on climate/employee satistatsurveys, contact us at (402) 476-0186 or (866} 7
7636 or by email at EASpecialist@4continuum.com.

M How can supervisors be It is a misconceptionthat you must have special training before youlman
more effective in manag- successful at the simplest and often most effeatimeflict resolution
ing workplace conflicts, strategies. Your most important tools are your ey ears. An active
especially those that and involved supervisor will detect the beginnifgoes of conflict.
could become violent? When this happens, share your observations andchdeemployees in a
We aren’t psychologists firm manner about the company’s expectations f@regriate conduct.
or trained mediators, so This is your first step at intervention. It commeaties to the employee
other than disciplining that they have the responsibility to change thehdvior and resolve th
employees, what easy, conflict. And it prompts a sense of urgency to ddaster. By contrast,
practical, and effective jumping in to reconcile differences often sendsualspoken messag
early-stage steps are that the unwanted behavior can continue until atsoi to the conflict is
there? discovered. Speaking up as described above is@esidea. It's the art

of being “firm.” It is often overlooked or neverdmed by some supervi
sors. In many situations, it is your most powkttol for correcting
behavior
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B The employee assistance
program referred my
employee only to alcohol
education following a
positive drug test. Appar-
ently, EAP didn’t think
alcoholism treatment was
needed. Should the EAP
have interviewed me? |
have heard many stories
about the employee’s
drinking practices.

M Can you provide guid-
ance on communicating
bad news to employees
and how supervisors
should handle themselves
to reduce anxiety among
workers when plant clos-
ings, layoffs, or cuts in
benefits occur? Are there
any techniques or tricks
that experienced supervi-
sors recommend?

M Everyone knows what
enabling is, but | believe
stressed-out supervisors
are especially vulnerable
to participating in ena-
bling behaviors. What are
some of these enabling
patterns facilitated by
supervisor stress?

The employee assistancprofessional relies upon research-based interview-

ing tools to make a recommendation and an apptepreferral. Your
documentation related to performance on the job bmayelevant, but
information you possess about the employee’s dimkixperiences gath-
ered from hearsay could not be relied upon in gaessnent. As part of an
educational course, your employee’s problem willcbasidered closely
to ensure that he or she is receiving the propesl lef care. Sometimes
employees in alcohol education are referred tanreat. The assessment
of your employee is more than a few questions tfreported drinking
practices. Questions overlap, and many areas edtyiie are explored
related to alcohol consumption and problems asttiith drinking.
Most alcoholic employees are unable to evade aipesliagnosis if one
is called for.

Upsetting and badnews is often preceded by guidance to supervisors f

management about how to disclose it. When thesdefjnes or instruc-

tions are ignored, larger problems occur. Distmsthe part of employees
stems from how supervisors personally feel aboatrtews. A supervi-
sSor's anxiety can cause errors in communicatiorpeBasors may feel

guilty for passing along the bad news or fear eygxareactions to it. This
can lead to misstatements, rumors, more anxidgg feopes that later fuel
bigger resentments, and conceivably workplace mode The employee
assistance program is an excellent resource fowadfy supervisors to
discuss and process their own anxiety. When it sotndad news, there
are no tricks, but there are watchwords. They apef,” “honest,”

“clear,” and “timely.” Follow the instructions, andl there aren’t any,

work with other managers so there is consistencpmmunication.

The desire to reducestress can lead to avoidance of confrontation. This
makes it easy to react to troubled employees bylemgathem. Most
supervisors don’t realize this connection. Unfoatety, enabling keeps
a troubled employee on the path toward larger prab| so supervisors
who enable can expect serious crises down the rbgulcal enabling
patterns include: 1) downplaying inappropriate h&braby employees,
2) denying or ignoring red flags that may be sighsrouble, 3) being
too agreeable and not making waves with a troubfagloyee, 4) mini-
mizing a troubled employee’s condition when talkinghe boss, 5) giv-
ing extra leeway or special treatment to a troul#etployee, and 6)
when a troubled employee opens up to you, jumping igive reassur-
ance that “everything’s OK” or “you’ll be just firfe
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