15 Sure Signs that Your Company has a Tension Management Problem

· and What You Can DO to FIX it! 

Every day, business leaders in every industry all around the world cope with profit-eating, productivity-draining performance issues that could have been prevented — and the real problem isn’t what they think it is.  They aren’t paying attention to the most critical factor in management — the crucial ingredient that determines WHAT their employees will actually DO — and WHEN they will do it.  

Do you know what it is?

WE DO — and for the past 25 years, we’ve helped managers, executives and entrepreneurs alike harness their personal and staff productivity through the skills of Productive Tension Management, the hallmark principle behind our proprietary ChangeWorks® family of programs and services.

Does your company have a tension management problem?

The statements that follow are among the most common concerns we hear from the executive and management professionals we’ve worked with. How many of them resonate with you?

1) “My employees are not as productive as I need them to be — and nowhere near as productive as I know they could be.”   
Understand productivity catalysts for each employee.
Understand productivity levers for each employee.
Ensure high levels of productivity among all employees.

Meet productivity goals for every employee.

Drive optimal employee output.

Drive optimal employee involvement in productivity goals.

Optimize employee engagement in maximizing productivity goals.

Optimize employee engagement in maximizing achieving goals.

2) “My employees are frequently distracted by all sorts of external concerns that draw their attention away from what they really need to be doing.”

Focus employee efforts.

Minimize employee distractions.

Get employees excited about the company mission and vision.

Boost engagement.

Create employee awareness of their pre-occupations.

Provide monitoring devices to ensure employees are doing their jobs.

Help employees focus on aspects of their job that add the most value.

Focus employee attention on what needs to be done.

Understand how each employee adds value.

Ensure that employees focus 100% attention on mission critical work.

Create a culture of excellence devoid of external distractions.
Leave technology at home (put away). 

3) “Some of my key employees are talking about quitting — or have already taken their talents elsewhere, leaving me with expanding vacancies in a climate of hiring freezes — and worried about what happens when one-of-a-kind employees leave.”

Stop the “Brain Drain”

Manage retention.

Reduce turnover of essential employees.

Motivate employees without resorting to exorbitant raises.

Recognize early warning signs of discontent.

Soliciting resumes when I’m not really looking.

“Maintaining a virtual bench” Book: Topgrading

Broaden and deepen replacement pool

Hire my competitors best employees.

Re-engage key employees in personally challenging strategic initiatives.
Get the funds to have the succession planning needs met long term.

Identify why key employees want to leave.

Eliminate the reasons why key employees want to leave.

4) “My employees are dealing with the exodus of fellow team members — and the loss of friendships and camaraderie has knocked the wind out of team spirit, replacing work-related excitement with relationship-centered grief.”

Maintain employee morale.

Help employees deal with the grief of loss of team members.

Manage survivor guilt.

Refocus the survivors efforts on the work at hand.

Provide a safety net for the people who are being laid off. (EAP, lots of notice)

Leverage the safety net as a tension management technique.

Re-energizing the relationships of the people who remain.

Provide an opportunity for everyone to celebrate memories and have closure

5) “Hours of my management team’s productivity are being lost every day, handling (or trying to avoid) employee issues related more to personal stress and anxiety than to the work at hand.”

Engage in productive partnership with human resources.

Dump employee problems on HR.

Managers have boundaries around what they can/should do

Managers communicate clear expectations.

Managing appropriately by guiding to appropriate resource.

Communicating clear expectations for management team.

Develop my employees’ownership of their role in the relationships.

Provide feedback to help others.

Serving as a coach appropriately.

Provide a safe environment for employees to share their feelings?
Ensure transparency in communication?
Require employees to take care of personal issues in personal time.

Hire employees who are self-managing/self-motivated.

6) “Our team members aren’t giving each other the respect, consideration and support they need — leaving people feeling undervalued and unappreciated.”

7) “The health, vitality and wellness of our team members has moved to the back burner — and we’re starting to see how that’s impacting our culture and our bottom line.” 

8) “The requirements of current day leadership now exceed the abilities and capacity of growing numbers of our management and executive team members.”

Preparing for meetings.

Inspiring people.

Mentor replacements.

Ensuring that our leadership team has the ability to meet future demands.

Preparing our leaders for future requirements — pre-emptive leadership.

Removing obstacles that prevent leadership from happening.

Removing the fear that prevents leaders from leading.

Finding leaders who know how to …

Negotiating situations to be as fair as possible within the guidelines.

They’ve turned into micromanagers instead of leaders.

The leaders don’t understand the distinction between being a leader and being a manager.

Sustaining competitive advantage in a constantly changing landscape.

Gaining competitive advantage in a constantly changing landscape.

Providing stress release mechanisms for leadership team to enable leaders to operate more effective.

9) “Employee development in our organization is failing to meet their needs and expectations, leaving them feeling trapped on a slow road to nowhere.”

Providing timely, effective trading.

Include training in the planning of workload.

Providing targeted skills training for the development of the employees.

Identifying the skills required.

Providing opportunities on the job to practice/develop competency.

Catalyze employee passion for development advancement

Establish clear career development paths for every role.

Extract measurable ROI on training.

Providing multi-generational, diversified training.

10) “My veteran team members have 'retired in place,' becoming increasingly complacent, ambivalent and apathetic about the mission of our organization and their passion for its pursuit.”

Holding veterans accountable for appropriate performance.

Keeping the workplace motivating for levels of workers.

Leveraging veteran team members as “special advisors” in areas of expertise.

Maintain excitement for the work of the organization.

Motivate with an exciting vision of the mission and the future.

Ensure that no employee ever retires in place regardless of their tenure, position or performance.

11) “Changes in our organization keep coming more quickly than ever before and it's harder to motivate my staff to accept, adapt and make the necessary shifts.”

Managing Change.

Keeping my staff engaged (focused) when change occurs.

Ensure staff quickly and permanently does my strategic changes and tactical changes and something for permanent changes.  

12) “The projects that arise from our strategic planning initiatives are never as thoroughly implemented as we need them to be.”

13) “We lose the steam and momentum we had in our planning sessions and don't integrate the initiatives well with legacy programs.”

14) “Managing change is an ongoing source of struggle, resulting in dissention, conflict and political posturing.”

15) “Our bottom-line focus has shifted from growth to survival, deflating the spirit of key staff members and undermining their resolve.” 

Whether just one — or EVERY one — of the scenarios covered above are a part of your current reality, you DO have a tension management problem — and we can help!

ChangeWorks is the world’s first and only Tension Management System, providing you with the insights, tools and techniques for maximizing productivity, even in times of greatest challenge.

How ready are you to deal with these situations in your organization?  Take a complimentary ChangeWorks Survey to find out NOW!

