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Practicing Mindful Communication

Mindful communication happens when you are truly present in the moment. It involves entering a conversation
with curiosity, kindness, and compassion. You listen to your conversational partner with an open, non-judgmental
heart. You speak with intention, emotional intelligence, and honesty, and without harsh language or gossip
driven speech.

Challenges of Mindful Communication
Here are just a few things that make mindful communication difficult:

Coming to a conversation with a predetermined outcome in mind

Hearing what you expect to hear rather than what is actually being said

Having difficulty expressing emotions

Lacking attention skills

Wanting to get your own thoughts or position expressed first, instead of listening to the other person
Getting caught up in gossip and disruptive conversations

Forgetting to be compassionate toward the other person

Being preoccupied with internal chatter

Having the tendency to want to fix other people’s problems instead of just listening
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2. Encourage transparency.

Teams are a lot like families, and you need to let them work things out on their own. When things start to go
awry, bring together those who aren’t getting along and make them work through their concerns. Don’t let them
put you in the middle of a he said/she said situation. Your primary job is to help team members understand each
other better.

This approach will feel uncomfortable, but if they learn that your go-to strategy is to bring them together to work
it out, they will start trying that on their own and will involve you only when absolutely necessary.

3. Establish ground rules.

Your team needs to know how you like to operate. If you are a solution-oriented manager, for example, you may
be fine with talking about problems with a project or an approach, but insist that everyone contribute ideas for
resolution. When issues arise, and they will, don’t get caught up in whose fault it is, or why it happened. (You
may prefer to take time to do that at an established and appropriate time later instead.) One manager is known
to say, “Don’t bring me a problem without a solution” and, “l don’t want to know why we can’t do it; | want to
focus on how we can.”
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Other managers prefer to do root-cause analysis immediately, and then move forward from that point with a
solution. Everyone's style is different, and it is often based on the type of work you do. The important thing is
that your team knows your preferred work style so everyone is thinking toward that same goal.

4. Let them know you have their back.

Your team members must know that as the leader of the team, you have their back and that you are their
greatest supporter. A manager's primary job is to remove obstacles that are in the team's way, and to be there
to support them when issues arise with a customer or other internal groups. When your team members know
they have your unconditional support, they can move forward with confidence.

5. Provide an incentive.
Create a goal that your team can work toward—a day off at the end of the quarter, flexibility in their work
schedule, or a bonus. Realize that just as your team members have different skills, they probably respond to
different incentives, so rotating through the types of incentives you provide or allowing for flexibility is key to
the success of an incentive.

You will often have team members who prefer time off or an experience over money. A bonus program, while
nice, doesn't have the same impact as providing an extra day off or a gift certificate to a nice restaurant. It comes
back to knowing that everyone's different.

This article is used with permission from Eric V. Holtzclaw.
Source: Holtzclaw, E. (2013, September 12). 5 things smart managers know about building teams. Retrieved March 22, 2016 from
http://www.inc.com/

DEER OAKs EAP SERVICES




Ask Your EAP!

The following are answers to common questions supervisors have regarding employee issues and making EAP
referrals. As always, if you have specific questions about referring an employee or managing a workgroup
issue, feel free to make a confidential call to the EAP for a management consultation.

Q. | have moved up rapidly in my career and fear that | am not prepared for so much responsibility so quickly. |
should be, but it does not feel that way. My big worry is being at a meeting and senior management suddenly
realizing | am not qualified for this job!

A. Your fears may be normal in the face of a rapid rise in your career. Many people with fears similar to yours
have discovered nothing came of them despite the anxiety they often felt. The collection of symptoms you
describe is sometimes called “impostor syndrome.” Don’t panic. Talk to the EAP, and allow professionals there to
guide you in gaining relief. Be prepared to share more about your concerns, career path, supervisor relationship,
and specific fears. Impostor syndrome is an internal sense of fear, not based on reality. The impostor syndrome
can be exacerbated by a difficult relationship with the boss or peers, or by a true shortage of skills, but rarely by
the inability to perform the job or rapidly learn it.

Q. | am frustrated and angry with my employee for coming to work late. Sometimes, | lose my cool. However, |
am not letting the employee get away with it. | encourage coworkers to confront the behavior. A fellow manager
said | am an enabler. How so?

A. Enabling exists because you are failing to implement a strategic approach to resolving this problem, and the
emotional and personal involvement prevents its implementation. When an employee exhibits unacceptable
performance like poor work quality, tardiness, or conduct problems on the job, it is appropriate to confront
it. Hopefully, things improve. The correct approach relieves you from the emotional involvement you have
experienced. The EAP model allows you to step away from all the emotionality. Instead, you make the assumption
that some personal problem or concern outside the employee’s control drives the behavior. Aladder of progressive
steps ultimately motivates the employee to get help. Talk to the EAP about these progressive steps. You will most
likely be successful in getting your employee to accept help because, when properly implemented, the EAP
intervention steps demonstrate to the employee that the organization will not permit an ongoing problem with
attendance.




