
What is the difference be-

tween “micro-coaching” 

and micromanaging?  

 

Micro-coaching is a useful leadership construct that helps clarify the dis-

tinction between effective supervision and micromanagement. Most super-

visors know employees detest micromanagement, but some still struggle to 

avoid it. Micro-coaching makes this easier to recognize. For example, if 

you micromanage, you delegate a task and then ask, “Did you do it the 

way I told you?” You might make repeated corrections, hover, or even re-

do the work yourself. As expected, micromanagement encourages depend-

ency. Mistakes are not seen as learning opportunities, but as reasons to in-

crease control and scrutiny. This creates anxious employees who hesitate 

to take initiative. If an employee is more focused on avoiding mistakes and 

pleasing you rather than on doing what’s best, you are micromanaging. 

When you micro-coach, you ask questions like “What’s your plan?” or 

“What did you learn?” or “What would make this more complete?” Your 

goal is to help employees think, decide, improve, and grow. If you value 

employees who think, adapt, and innovate, use micro-coaching techniques. 

Contact the Employee Assistance Program (EAP) for more tips on super-

vising employees.  

I’ve been a supervisor for 

17 years. I think I am very 

attuned to recognizing the 

needs of my employees. 

Still, I hear emotional in-

telligence is the biggest 

struggle for supervisors, 

even for senior managers 

like me. How so?  

 Much attention has been given to the value of emotional intelligence for 

employees and supervisors alike. This skill comes more naturally for some 

but can be learned and practiced consciously. Not appreciating its value 

and impact can hold some managers back from examining and employing 

emotional intelligence. One mistake is thinking emotional intelligence is 

an accommodation—a “touchy-feely” concept that primarily focuses on 

how it benefits others. This is a serious misconception. For example, it can 

be a great benefit to an organization when a senior manager pays attention 

to the emotional feel or atmosphere of a conference room when walking 

into it. Instead of quickly launching into operational issues, those who 

spend a few seconds to consider the atmosphere and tenor of the group can 

create significant returns when they read the room, adjust their communi-

cation, and consider decisions in real time. This ultimately leads to more-
effective and productive discussions, along with improved engagement 

and reduced tension for those present. Everyone wins with emotional intel-

ligence.  

 Based on the behavioral concerns and a close call, refer your driver to 

the EAP for a confidential assessment. The EAP will decide next steps 

like a sleep evaluation and screening for apnea or other disorders. These 

My truck driver has asked 

me to let him take a nap eve-

ry day at 1 pm after lunch. 
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He says it’s a safety issue, so 

he doesn't fall asleep on the 

highway because he had a 

close call recently. Am I be-

ing snowed, or is it some-

thing I should consider? 

Frankly, I am not sure.  

may entail referral to other specialists. The mention of a safety issue and the 

possibility of a truck accident raise important issues; he does not feel safe 

driving after lunch during his regular business hours without a nap. Is this 

related to a high-carb, high-fat lunch? Could it be a medical problem, like a 

sleep disorder? Does this situation require a fitness-for-duty examination? 

These questions mean that you should collaborate with your human re-

sources advisor and next-level management. As a matter of course, you 

should not outright allow an employee to nap daily for an hour on the clock 

without a well-crafted and justified accommodation supported by a medical 

doctor. Granting such a request outright would create issues related to team 

equity and morale.  

NOTES  

 A lunchroom gossip circle 

sometimes includes discus-

sions on others’ private 

business, rumors, and per-

sonal matters behind 

coworkers’ backs. Most of 

the chatter is harmless, but 

negativity and mocking pe-

riodically pop up. How 

should I intervene?  

Informal gatherings play a key role in relieving workplace stress, but it’s 

important they do not cause a decline in morale. Be up front about the con-

cept of psychological safety in the workplace and consider holding a work-

shop or seminar on the topic. In this context, psychological safety means 

feeling confident that one will not be a victim of gossip, be mocked, or have 

their sense of belonging diminished. Get buy-in from employees on their 

shared responsibility by emphasizing that all employees have a role in main-

taining psychological safety. Ask employees to monitor each other. As a su-

pervisor, model respectful language, redirect conversations, and show em-

ployees how to keep discussions non‑gossipy and constructive. You can 

change this group’s dynamic through repeated modeling—consistently 

demonstrating, through your own words and behavior, how to have respect-

ful, non‑gossipy conversations. Ask the EAP about training and education on 

respect in the workplace.  
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 I had a casual conversation 

with my employee recently. 

He mentioned in passing 

that he thought seriously 

about ending his life several 

weeks ago over his spouse 

leaving. He denies any feel-

ings like that now. I suggest-

ed the EAP, but he says he 

is past the crisis. Should I 

consult with the EAP?  

Yes. Your phone call to the EAP is confidential, and its consultative role is 

essential here. You cannot diagnose an employee’s mental health state, and 

what you heard—recent suicidal thinking—warrants professional guidance. 

Employees may minimize or deny ongoing risk, so a consultation helps de-

termine actual risk and next steps the EAP might recommend. For many, sui-

cidal ideation can be revisited as a means of dealing with a crisis. The EAP 

can coach you on how to encourage him to phone the program or at least 

make doing so more likely. Consulting with the EAP also demonstrates your 

understanding of duty-of-care obligations and how to respond if risk esca-

lates. In addition, consulting protects the organization, reduces liability, and 

ensures a consistent, policy-aligned response. Finally, calling the EAP sup-

ports you as a supervisor, helps you worry less, and gives you a clear action 

plan instead of leaving you ruminating over what, if anything, you should do 

next.  




