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Motivating your staff

An effective manager will resolve the problem of an employee’s poor performance.

employee may seem like an

easy solution. However, if you
believe the employee’s performance
can be altered, counselling him is an

Counselli e loyees

ing empl requires a
firm attitude and a plan of action.
Your plan of action must effectively
change your employee’s behaviour
such that his work performance
improves,

Too often, however, employers
mistake disciplinary action for disci-
plinary counselling. Simply handing
ynm:n:d employee a letter of rergn-

may improve his work per-
formance, but often, it won't have a
lasting effect. This hinders your
business as it places a need for fur-
ther disciplinary action later. By fix-
ing the problem the first time, your
problem employee’s behaviour may
improve,

Dignity and discipline
One of the most important issues

when disciplining your employees
is saving their dignity. This is

important they
been rehabilitated, they will still
have a sense of pride about working
for your business.

If you are unhappy about a staff
member’s behaviour, give him feed-
back but be disu'eet.ﬂ_ Yo‘f'o;eem
avoid telling off an emp in
front of his colleagues. It will
T
resen e are not in
the best frame of mind to listen
anyway.

Plan of action

As a manager, your role is to
coach and motivate your problem
employees so that their perform-
ance improves,

First, you must ensure that your
employee knows what the problem

is. This is where a letter of repri-

TERWNAT[NG aproblem

Bt '
possible. Look at all the information
wuhwemﬂmd.auddeudem

ﬂ? feelmeemployee:ssmcere
mbehamwnscorredable.

mand may come in handy, but it
shouldn'’t end here. Your letter
should detail exactly what hap-
pened and why this behaviour was
unacceptable. It should also set up a
time for you to meet with the
employee.
Gather as many facts and as
much information as possible. This
will aid you in your discussion.

Once the meeting you
el o Nt

ow oyee to respond.

The information you collect from
him during this meeting will help
you set the tone for the next set of
actions you take.

After the meeting, you should get
back to your employee as soon as

improved performance is
On the other hand, if you feel that
he is insincere and his actions are
likely to harm the business, then it
gmemstanﬂumnamnpro—
ure.

Reviewing behaviour
When giving a difficult employee

a second chance, you have to be
clear about what you want him to
achieve, Next, you may assign him
tah|:1::3|ect ':L: series o proj::?
is aimed at improving

performance. The projects may
include revisiting employee train-
ing procedures, extra training pro-
cedures, or shadowing experi-
enced and high- col-
leagues to gain knowledge.

Finally, after you have carried
out all tlllm steps, you should £
review his performance again.
his behaviour has improved and
meets the expectations that were
discussed in your last meeting.
then you don't have to take fur-
ther action.

However, if his behaviour
remamspoor.ﬂmmns time for
formal disciplinary measures that
will likely lead to his termination.
While this may seem harsh, the
employee’s termination is usually
best for you and your company. 1t
may also pres;m the problem
em| with an opportunity to
llml’?| ftz'? job that is more suited
to his skills and motivations. -
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