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Great leadership does not always accompany traits that endear the 
leader to those they supervise. Many leaders accomplish great things 
and earn respect, but may not be viewed as good bosses. Jack Welch, 
former CEO of General Electric, is a legendary leader. He had a reputa-
tion for firing the bottom 10% of his managers each year. He was 
named “Manager of the Century” by Fortune magazine, but what about 
“best boss”? Being a good boss can be tough work because you must 
have skills that go beyond leadership to include great listening ability, 
excellent communication, and common courtesy. A good boss under-
stands and empathizes with people from all backgrounds, all races, both 
genders, and all ages. The good boss is never “too good” to associate 
with employees and demonstrate the “common touch.” Develop these 
soft skills and you can become the leader you want to be. 

You are describing the difference between a good leader and a good boss. I think strong leaders 
can’t be concerned about 
how well they are liked by 
employees. However, some 
leaders are well-liked, and 
they accomplish great 
things. What makes these 
leaders different? How 
can I be more like them?  
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This information is provided by Continuum EAP.  If you would like more information on these or other topics, 
please don’t hesitate to contact us. 
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Online Resources for Supervisors 
 
Continuum EAP’s website is a great resource for supervisors. On the home page at www.4continuum.com, 
click on the Members Page Quick Link for access to valuable resources like the Online EAP Orientation and 
Online Supervisory Training.  The Online EAP Orientation has a 10 minute narrated orientation to EAP ser-
vices that is open to all employees of Continuum EAP member companies and their families.  The Online Su-
pervisory Training contains a self-paced training program designed for managers and supervisors.  It provides 
information on EAP services and when it is appropriate to Remind, Recommend or Refer employees to EAP. 
 
In the Employee Assistance pull down menu you will find the Resource Hub which includes Self-Help Shelf 
articles and Continuum Top Shelf book recommendations.  Some of the Self-Help Shelf articles include top-
ics like communication, parenting, and grief to name a few.   
 
Lists of all of Continuum’s training topics as well as a schedule of Upcoming Events (including Leadership 
Academy) can be accessed via the Training pull down menu.  New information is added to our website regu-
larly, so visit often. 



Information contained in The FrontLine Supervisor is for general information purposes only and is not intended to be specific 
guidance for any particular supervisor or human resource management concern. For specific guidance on handling individual 
employee problems, consult with your EA Professional. © 2009 DFA Publishing & Consulting, LLC 

realize. Proper observation of performance is more than just seeing how 
tasks are performed. It also includes many other observation points, each of 
which tells a piece of the performance story. Consider some or all of these 
“lookout points” to produce a more complete picture of how your employee 
is doing: skills, abilities, motivation, quality of work produced, conduct, 
appearance, vitality (energy level or liveliness), attitude, eagerness to learn, 
availability, ethical decisions, initiative, safety consciousness, mindfulness 
of policies and procedures, cooperation with others, and team interaction. 
You’ll find that annual performance evaluations are much easier when you 
practice good observational skills that make documentation easier to pro-
duce.  
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tic. Rather than saying something for the purpose of having your employ-
ees feel better, reframe how the issues raised in the evaluation amount to a 
“road map” that points to exactly what needs to happen in order to arrive at 
the goal. With this approach, motivation to “get going” will increase, and 
employees will be less affected by fear and hopelessness that can rob moti-
vation. Ask employees if they understand the concerns identified in the re-
view. Take the approach that you and your employee are on the “same 
team” working toward the same goal. This eliminates the “me vs. you” 
mentality so frequently found in supervisory relationships. You’ll inspire 
your employees and greatly aid your employer.  

A straightforward approach with your employees is usually your best tac-When I meet with em-
ployees to go over their 
performance evaluation, 
what can I say to help 
those who receive unsat-
isfactory ratings feel less 
hopeless and fearful 
about their job security 
without undermining 
their sense of urgency to 
improve performance? 
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writers, pop business columnists, and management book authors. It is not 
as frequently seen in professional EAP literature, which prefers the term 
“troubled employee” to more accurately describe the nature of the problem 
facing the manager: an employee performing unsatisfactorily in some way, 
who may have an underlying personal problem that affects quality of work, 
attendance, or behavior on the job. The implication presented by most 
“difficult employee” advice books (over 4000 at last count on Ama-
zon.com) is that the difficult employee is “your problem” to solve, with the 
advice, wit, and strategies offered by the author. Within EAP literature, the 
goal is to assist managers in understanding how to focus on performance, 
and to make a supervisory referral to the EAP the safest, most effective 
choice for the employer who is having to work with the troubled employee. 
That focus is on motivating the employee to identify and resolve personal 
problems that underlie the difficult behavior that you see.  

The term “difficult employee” has been used predominantly by journal I have several difficult 
employees. Each has his 
or her own way of caus-
ing problems associated 
with communication, 
productivity, morale, and 
interpersonal conflict. In 
“EAP speak,” is there a 
difference between a dif-
ficult employee and a 
troubled employee? 
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Can you provide a range 
of different issues and   
factors to consider when 
I am observing an em-
ployee’s performance?  

Observing performance can be more complex than most supervisors  � 


