
 

 

A growth mindset is a term first coined by Carol Susan Dweck, Ph.D., a Stanford 
University psychologist. She was famous for her studies of mindset, tempera-
ment, and personality. Growth mindset refers to the way employees approach the 
world of challenges and obstacles with optimism, a sense of opportunity, re-
sourcefulness, positivity, and resilience. This contrasts with employees who may 
have a “fixed mindset” and resist learning something new, give up easily when 
faced with obstacles, feel anxious about others’ successes, and shy away from 
negative feedback. Consider researching “growth mindset” online to identify artic-
ulable descriptions of positive behaviors associated with the mindset. Then you 
can reward and affirm these behaviors while also helping struggling employees 
by guiding them in performance reviews to adopt the behaviors and work attrib-
utes that support productivity and help demonstrate outstanding performance. 
You also can use the EAP to help employees overcome patterns of ineffective 
approaches to work struggles.  

A tragic incident occurred 
at work, and I felt caught off 
guard because employees 
immediately looked to me 
for direction and leadership. 
Frankly, I was at a loss to 
know where to begin. I felt I 
let folks down. How can su-
pervisors improve their abil-
ity to respond to a crisis?  

Prioritize the well-being of employees, and reinforce use of the EAP. Ask about 
the EAP’s crisis management support capabilities. Take proactive steps to build 
your crisis management know-how. Speak to your HR advisor. Discover any ex-
isting crisis or incident protocols. Be well versed in these emergency response 
procedures (evacuation, shelter-in-place protocols, and first aid). Schedule a peri-
odic review of procedures. As a rule, be calm and demonstrate resilience in a 
crisis. Immediately establish regular communication channels, like group meet-
ings, emails, or instant messages, to keep everyone updated. Don’t become dic-
tatorial in a crisis, but rely on the experience and common sense of an assembled 
team to help address issues. Remember, no one can anticipate every possible 
disruption, but taking proactive steps can make you better prepared to face them.  

I think my employees have 
good stress management 
skills. I don’t detect any 
signs or symptoms of ex-
cessive workloads. I figure 
if they don’t speak up, it is 
safe to say that work distri-
bution is about right. Cor-
rect?  

There are many reasons an employee might not choose to complain about their 
workload, including being perceived as incapable of handling the work, feeling pres-
sure to conform, and wanting to please the supervisor. However, engaging with 
workers, asking questions, and listening carefully will help you discover those work-
ers who are in distress. Another reason to engage with workers is to be able to spot 
performance issues that could be related to problems like depression, stress, anxie-
ty, and conflict. These can be “masked,” which means you don’t see the symptoms. 
Talk to the EAP about ways you can appropriately “check in” with employees. How-
ever, engaging with workers, asking questions, and listening carefully will help you 
discover those workers who are in distress. An employee might worry that express-
ing concerns about the workload could lead to negative consequences, such as 
being seen as incapable of handling the work. Pressure to conform to this perceived 
norm and avoid standing out might keep them mum. Also, a strong desire to please 
the supervisor or maintain a positive image within the team could explain not speak-
ing up. Job security concerns are another issue if the employee believes complain-
ing would make him or her appear expendable. Another reason to engage with 
workers is to be able to spot performance issues that could be related to problems 
like depression, stress, anxiety, and conflict. These can be “masked,” which means 
you don’t see the symptoms.  
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What is meant by an em-
ployee having a “growth 
mindset”?  
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Is there a way to be sup-
portive yet confrontational 
with my supervisor in an 
effort to get him coaching 
help for communication 
and style issues affecting 
me and my supervisor 
peers? We believe every-
one would be happier and 
far less stressed if he used 
the EAP for this sort of as-
sistance.  

There are many ways to get to know your employees. 1) Make it OK for em-
ployees to meet you for conversations, and establish safe spaces so they 
can share with you privately what’s important. 2) A few times a year, sched-
ule regular meetings for a few minutes one-on-one to discuss workload and 
challenges. 3) Do not discuss just work. Show real concern for their well-
being by expressing interest in their work life and happiness on the job. 4) 
Share and disclose some of your own work struggles in your career history 
so employees see the “real you.” This will make you relatable, which is a 
powerful relationship-building dynamic that builds loyalty. 5) Be quicker to 
understand and learn employees’ perspectives rather than make immediate 
judgment calls about their work, ideas, and problems. 6) Offer feedback and 
praise. This will cause them to speak up sooner about challenges before 
they become larger problems.  

What are some tips for 
building relationships with 
employees in the workplace 
with the goal of under-
standing their needs and 
strengths and detecting 
issues and problems (even 
personal problems) earlier?  
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Please call our  EAP professionals for advice on confronting and referring troubled employees to the EAP. We will assist you in developing action plans and coach you 
toward successful confrontations. This is part of your service with MYgroup. 
 
MYgroup 800-633-3353 
 

Being assertive with your supervisor requires a few preparatory steps, and 
you should consider role-playing the following with the EAP. Be sure to 
choose a private, respectful, and confidential tone when you meet with your 
boss. Talk about yourself first. Express your commitment to the team’s suc-
cess and that you want to address a concern affecting the work environ-
ment. Then share very specific behaviors/actions that are causing distress. 
Be sure the examples are “observable,” “date-specific” behaviors. State the 
impact on the team or your work group. Avoid “you” statements that can be 
perceived as blame. Next, express concern for your boss’s well-being, such 
as, “It seems there’s been a lot of pressure on you lately.” Connect this to 
asking whether you or the team can do something to alleviate stress or take 
pressure off in some way. Propose using the EAP to improve the work situa-
tion and help the team. Listen to the response. Your boss may decide to 
seek assistance but never let you know it.  


