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B I've observed employees
who have heavy work-
loads resisting organiza-
tional change even when
they are able to finally
share their work burden
or give up work they com-
plained about for years.
Why?

B \What are common issues
that interfere with a su-
pervisor's motivation or
desire to make a formal
supervisor referral to the
EAP?

W What is the most impor-
tant leadership skill?

When employeesface organizational change, resistance is often obde
even if they personally benefit from it. This resmta is usually not evi-
dence of employees having personal problems, and it is usalbause
for alarm. Much resistance to change can be preventedumating em-
ployees about how they may respond to it. This educatorvary in its
complexity. At a minimum, employees should understand itr@gan-
izational change calls for giving up something like job dutieprestige,
changing an office location, or losing coworkers, thesistance can
emerge. Even the loss of a familiar routine or pnida specific task can
create resistance or conflict. The common denominatiocourse, is
loss. It is not always possible to prepare employeeshange, but your
EAP can help or supplement organizational efforts at ptanrior
change. This may include one-on-one counseling for groupspfoy-
ees to help them examine personal reactions to chamjéossy help
them understand what’s motivating resistance, help tharfidentially
with insecurities that undermine acceptance of the orgamiZs change
goals, and more. Talk to the EAP to learn more.

Most supervisorsknow that an employee can be referred to the EAP for
formance, attendance, or conduct problems. Unfortunatedydbes not
ensure that a referral happens. Unfamiliarity with ttierral process or
uncertainty about what the employee’s reaction véltd a formal refer-
ral can create timidity and impede the referral denisSupervisors who
want to see an employee removed or dismissed, ratheriped, also
create resistance to supervisor referrals. Not viewind=&kie as a posi-
tive management tool to correct performance can aldoce the number
of supervisor referrals. Education and visibility of th&PEare important
interventions to any of the above.

Deciding which leadership skill is most important is similar to detering
what might be the most important bone in your botly.difficult to say.
Coping with complexity, being a strategic thinker, commumgawell,
developing teams, or being a good time manager are keg; $kitl for the
most part, these skills are teachable. What is moenimgful is to ask,
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B Can the EAP conduct an

assessment on my em-
ployee for something like
emotional intelligence or
other aptitudes, and then
with a release be allowed
to report findings to me?

B Can | create a work cul-
ture where employees
are passionate and ex-
cited about what we do,
or is this an accidental
experience like
“charisma” that is out of
my control? | would love
to know the secrets of
having a high-energy
group of happy folks on
the job.

NOTES

“What is the most important leadership trait?” A recaumtvey of leader-

ship training experts by CareerBuilder.com and reportecoyprCNN

found “honesty” to be the most important leadershig.tihis was fol-

lowed by focus and passion. Traits or personality charatts are more
difficult to acquire because they are aligned with vakled personality.
Do you see any traits in the article that you'd like develop more
adeptly? Consider how the EAP might help you. Sourdp:/Htitly.com/

leader-traits

Services you describecan be referred to experts in the community rather

than being provided by the EAP. An employee would then &ée to
communicate with whomever he or she wishes directith weleases
signed and in the possession of those service providefSARmoperates
within a set of principles called the core technoloffyese elements de-
fine, within the program’s parameters, the limited commatoa neces-
sary to allow you to manage an employee’s performanus. is limited
almost entirely to attendance and cooperation with a gigperreferral
with a signed release. An EAP that extends its commatiaits beyond
these limits or adds services requiring a release offisigni, confiden-
tial information risks jeopardizing its perception oh@identiality in the
workforce because it confuses employees about its mis§las can re-
duce utilization as a “program of attraction” for sefarring employees,
and in turn can increase risk to your organization.

You can set thestage for a passionate and positive work culture, but ensur-

ing that it happens is less certain. There are accepieciples to con-
sider, however. One commonsense idea is to hire passiengloyees.
(Their brilliance is important, but the energy thagpthy is even more
important.) Put them in key posts so they rub off onrgtHdse effective
communication to help employees bond. Manage conflicth wffi-
ciency, and you reap more positive outcomes from thehenMifficult
employees and employees with personal problems demenpdorm-
ance issues, use the EAP to resolve these issuese Ehe other
mechanism that can substitute for this resource. Passiqgeople in
workplaces have fun because energy “spills” into speita and au-
thentic relationships. These relationships naturallystede into longer
working hours. Be sure to recognize, praise, and rewask tivino go
the extra mile. Keep your employees in touch with lilgepicture, the
dream, and the goal “we’re all shooting for.” Finallypect and promote
a respectful workplace as relationships emerge andagevel
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