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Q. After five years, I’ve After five years, I’ve After five years, I’ve After five years, I’ve 

grown disillusioned with grown disillusioned with grown disillusioned with grown disillusioned with 
managing people. It’s too managing people. It’s too managing people. It’s too managing people. It’s too 
exasperating! Any ideas on exasperating! Any ideas on exasperating! Any ideas on exasperating! Any ideas on 
hhhhow I can transition out of a ow I can transition out of a ow I can transition out of a ow I can transition out of a 
supervisory role without supervisory role without supervisory role without supervisory role without 
taking a demotion?taking a demotion?taking a demotion?taking a demotion?    
    
 

A.  Many supervisors throw up their arms from time to time with the 

frustrations of the job. Even the best supervisors experience “people 
problems” that can lead to burnout. After investing five years in your 
current role, however, it may be worthwhile to discover what’s driving 
your exasperation, so that you can assess your situation with greater 
clarity and perspective. The EAP can assist you in identifying the core 
issues that you’re facing—and what steps you can take to derive more 
satisfaction from supervising employees. You may learn that you’re less 
willing to trust people or put faith in their capacity to improve. Or you may 
find that you’ve lost confidence after making personnel decisions that 
backfired. The EAP can help you step back, analyze the factors behind 
your disillusionment, and take action to regain your enthusiasm—before 
you take drastic action and bail out. 

 

 

Q I am not sure that I am I am not sure that I am I am not sure that I am I am not sure that I am 

cut out to supervise people. cut out to supervise people. cut out to supervise people. cut out to supervise people. 
I hesitate to confront my I hesitate to confront my I hesitate to confront my I hesitate to confront my 
employees, and I dread employees, and I dread employees, and I dread employees, and I dread 
meeting with them in a meeting with them in a meeting with them in a meeting with them in a 
group. Sometimes I group. Sometimes I group. Sometimes I group. Sometimes I 
delegate supervision to delegate supervision to delegate supervision to delegate supervision to 
others, and I avoid meeting others, and I avoid meeting others, and I avoid meeting others, and I avoid meeting 
with complainers. Should I with complainers. Should I with complainers. Should I with complainers. Should I 
look for another job or use look for another job or use look for another job or use look for another job or use 
the EAP to help me?the EAP to help me?the EAP to help me?the EAP to help me? 

A.  .  .  .  Before you conclude that you’re not equipped to manage people, 

discuss your concerns with an EA professional. Each of the issues you’ve 
mentioned is a common challenge that supervisors face. Many supervisors 
dislike confrontation and take pains to avoid it. You may never learn to 
enjoy it, but you can develop strategies to communicate clearly and 
diplomatically in potentially adversarial situations. Dreading team 
meetings may stem from shyness, discomfort with group dynamics, or 
other factors. The EAP can help you develop strategies to assert yourself in 
groups and become more comfortable leading discussions and giving 
presentations. Delegation is actually a learned skill. Effective supervisors 
usually learn that in order to gain power, they have to give some of it up. 
So the fact that you allow others to step into your role may actually work 
to your advantage, as long as you remain accountable for the results.  
  

 

Call Solutions EAP for free, confidential consultation regarding 
 an employee you may want to refer to the EAP:  1-800-526-3485. 

Look for Solutions on-line: www.solutions-eap.com  



Q.  My boss says I need to  My boss says I need to  My boss says I need to  My boss says I need to 

develop better ways to develop better ways to develop better ways to develop better ways to 
motivate my staff. But I motivate my staff. But I motivate my staff. But I motivate my staff. But I 
think I do a really good job think I do a really good job think I do a really good job think I do a really good job 
of explaining what they of explaining what they of explaining what they of explaining what they 
must do and what’s at must do and what’s at must do and what’s at must do and what’s at 
stake.stake.stake.stake. Doesn’t that make me  Doesn’t that make me  Doesn’t that make me  Doesn’t that make me 
a strong motivator?a strong motivator?a strong motivator?a strong motivator?    
 
 

 
 

A. There is more to motivating employees than telling them what to do 

and why it matters. You also need to arouse their passion about work. 
That requires an awareness of their “hot buttons”—a keen understanding 
of what they value most. Examples include recognition, money, flexibility, 
job security, or freedom and independence. The only way you can identify 
what drives someone is to listen and learn. Chat with each of your 
employees to find out about their goals, aspirations, and special skills and 
talents that they want to apply more fully to their jobs. Be sure to ask 
what causes them to feel motivated. They will tell you. In the meantime, 
assume that enjoying personal growth in one’s work, earning sincere 
praise, and doing meaningful work are three core motivators for just 
about everyone. 
 
 

Q.   .   .   .   My employee shows My employee shows My employee shows My employee shows 

signs of paranoia. By my signs of paranoia. By my signs of paranoia. By my signs of paranoia. By my 
referring him to the EAP, is referring him to the EAP, is referring him to the EAP, is referring him to the EAP, is 
there a risk that it will there a risk that it will there a risk that it will there a risk that it will 
reinforce his sense that I’m reinforce his sense that I’m reinforce his sense that I’m reinforce his sense that I’m 
out to get him?out to get him?out to get him?out to get him?    

 

A. The best way to proceed is to keep timely and thorough 

documentation of the employee’s behaviors. Share your written 
observations with the EAP, and discuss your concerns about the 
employee. You can then make the referral with peace of mind in the 
knowledge that the EAP is well informed of the situation. Your job as 
supervisor is to keep good records and consult with the EAP—not to 
diagnose employees or give them medical advice or psychological 
counseling. If you think an employee might benefit from the EAP, but are 
reluctant to make a referral because you fear the employee’s adverse 
reaction, the wisest approach is to contact the EAP first. Some supervisors 
find it hard to refer an employee who seems emotionally fragile, being 
fearful that it will make things worse. But such inaction rarely works to 
either the employee’s—or the employer’s—advantage. 
 
 

   

Q The EAP has been The EAP has been The EAP has been The EAP has been 

available here for years, but available here for years, but available here for years, but available here for years, but 
I’ve never heard any I’ve never heard any I’ve never heard any I’ve never heard any     
feedback from employees feedback from employees feedback from employees feedback from employees 
who have used it. Since no who have used it. Since no who have used it. Since no who have used it. Since no 
one really talks one really talks one really talks one really talks     
about it, how can I tell if it is about it, how can I tell if it is about it, how can I tell if it is about it, how can I tell if it is 
helhelhelhelping the employees I ping the employees I ping the employees I ping the employees I 
send? send? send? send?     
 

    

 

A. Because the EAP is by definition a confidential service to employees, 

you’re not going to be able to track its impact by the number of personal 
problems that have been resolved. But you can monitor the EAP’s 
influence by focusing on the job performance of those individuals whom 
you referred to it. Keep a close eye on both quantitative and qualitative 
productivity measures that are related to each employee’s job 
responsibilities and output. Examples may include a reduction in 
absenteeism, serving a higher volume of shoppers per hour with fewer 
customer complaints, or processing more claims with a lower error rate. 
This is the measure of success that the EAP would like you to notice. If you 
provide employees with regular feedback on their performance, then it 
will become clear during your formal and informal appraisals of their work 
to what extent they are improving and overcoming any issues that 
previously stood in their way. 
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