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Sue is a fairly good employee in terms of productivity, but she is unpredictable with her mood. When she is mad at someone or something she becomes silent toward everyone and there is increased tension in the office. You notice as her supervisor that you like to avoid her on those days and co-workers avoid her also. When you step back and look at it, you realize that it seems like the whole office is functioning in reaction to Sue’s mood on any given day.





As a person who doesn’t like conflict or tension, it is easy to join the crowd who try to work around Sue on some days. The problem is that as her supervisor, you recognize there is a pattern of behavior on Sue’s part that needs to be addressed. With any problematic behavior, a helpful starting place is to step back and consider these variables:


What are the behaviors that are problematic? When you consider this, it is important to be concrete in describing the behaviors





What is the impact of these behaviors? This gets to the very important question of why this issue is worth addressing.





Consider and describe in behavioral terms what you want a person to do differently. This is where you describe what success can look like and it helps prevent assumptions that the other person knows what to do differently.





As the supervisor, once you have responded to these questions, you have created the outline to approach an employee proactively rather than ignoring or avoiding the pattern of behavior. Some of the toughest performance issues are like the ones that Sue presents. They may be intermittent and not always easy to define, but the impact is significant and can’t be ignored. 





With Sue’s behavior, here are a few examples of how a supervisor might answer these questions.





Avoidance of clear communication about an issue and utilizing silence instead.


The impact is a reduction in work flow, less teamwork, and increased tension and uncertainty.





The desired behavior is to speak with someone directly if there is a problem.





Since these kinds of conversations are stressful for many managers, supervisors, and human resource staff, it can be incredibly helpful to have an opportunity to talk through these challenges and develop a script for approaching an employee. This opportunity exists as part of the EAP and is a tool that is always available.
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Sand Creek’s Employee Assistance Programs (EAP) are designed to address employees' personal and work-related problems with care and confidentiality. For more information on EAP services, please contact Sand Creek.
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