
 

 

September 2024 

DEALING WITH EMPLOYEE WORK 
PERFORMANCE 

Q. I find dealing with employees’ inconsistent 
work and performance to be time-consuming for 
me to keep track of and address

https://www.forbes.com/sites/forbescoachescouncil/2023/02/07/the-real-reasons-behind-low-performance-and-how-to-help/
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2. Avoiding difficult conversations associated with employee behaviors leads to unresolved problems 
that nearly always grow bigger. Address issues as they arise before the problems becomes larger 
or systemic. 

3. Trying to be everyone’s friend. This can often blur the lines between professional and personal 
relationships and can undermine your authority and complicate decision-making. 

4. Failing to enforce policies consistently among employees. Ensure everyone receives the same 
information for clarity to prevent misinterpretation and confusion. 

 

For more information go to: Harvard Business Review: 5 Mistakes New Managers Make 

____________________________________________________________________ 

 

Q. I get angry with workers who do not correct their own performance and seem passively resistant to 
change. I know I should remain calm, but I fear if I don’t demonstrate anger and frustration, they won’t take 
me seriously. What’s the answer? 
 
A. In all interactions with employees, demonstrate a calm, structured, and empathetic approach. Ironically, you will 
be more successful regardless of the situation. Remind yourself to remain calm, knowing that you will think more 
clearly doing so. If you feel anger during a discussion with an employee, pause before you react. Three to four 
seconds will seem like an eternity, but you will collect your thoughts and respond more constructively if you do so. 
The challenge is to focus on the behavior and not the person. This guiding principle helps you disengage from any 
personality features that may trigger your agitated response. Frame feedback in terms of behaviors and actions 
rather than personal attributes; that will reduce employee defensiveness. For example, “Alex, I’ve noticed that the 
last three reports were submitted two days past the deadline. This delays our project timelines, and we then can’t 
proceed with the next steps.” Seek more support for yourself from the EAP if needed. Be prepared to consider 
other administrative steps to help the employee improve performance. 

 

https://hbr.org/2023/05/5-mistakes-new-managers-make

