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Passive Aggressive
By Howard Lees
Passive aggressive comes in a few forms.
There’s the deliberate passive aggressive
that people might lazily dish out to their family.
Then there’s the inadvertent workplace version
that gets dished out to colleagues, perhaps
mostly to people deemed unimportant or
irrelevant. From the receiver’s perspective,
of course, it doesn’t matter if the passive
aggressive act is deliberate or inadvertent - the
effect is just the same. Its effect can be hurtful
and if so will likely be remembered and stored
away for future revenge.
The person waiting for a response to an email
or phone call or question in a meeting will
experience some kind of pain if no response is
forthcoming - that’s passive aggressive for you.
Tip - watch out for who you dissed today; you
might meet them again on the way back down!

Self Awareness
By Dr Richard Kazbour
I find that the most influential people I coach
and work with are all good at something
you might find surprising: not saying stuff.
Observing the impact of our words – and
refraining from uttering the wrong ones – takes
more effort than most realise.

From Our Archive:
When Being Right May Be Wrong
By Lisa Kazbour
Sometimes what you want to say isn’t the best thing to say.
We all have the urge to say things that would feel good to us
in conversations, especially when we are coaching or giving
advice and feedback. We all want to be right. We enjoy being
right. It feels so good to be right. But is it the best thing to do?
In pointing out our “right-ness” we are also, in turn, pointing
out someone else’s “wrong-ness”. By indicating to someone
that they are wrong, their very natural, immediate reaction is
to be defensive and/or embarrassed. The result of someone
feeling insulted and embarrassed? They shut down, stop
trusting your advice, and definitely stop listening to what
you’re trying to say. This kind of interaction can ruin a
relationship quickly – business or personal.
My advice? Try to approach every conversation you have with
a goal in mind – what do you want to achieve as a result of
this discussion? After having a goal, you can make sure that
everything you’re saying within the conversation will help you
to get to that goal. If it’s not going to help, it’s not worth saying
– even if it would “feel” good to say.
If your goal is to offer advice, coaching, or support, pointing out
how right you are (even though it feels oh-so-great) probably
isn’t a good move. In fact, it will probably mean that the person
you’re trying to give advice to won’t be listening at all.
Behavioural Management Techniques (BMT) is a blend of
applied behavioural science tools and project management skills.
BMT is used to improve business and safety performance.

A Blustery Day
By Lynn Dunlop

Back in the Playground
By Sarah Schubert

Organisations are complex systems, as are projects. The most
prominent parts of these systems are physical and human
resources. Successful interactions between parts of a system (a
concrete pourer, concrete, a foreman etc) eventually result in a job
well done.

“If you aggressively refuse to stand up
to bullies, you will probably continue to
get bullied.” What did you think of this
challenge in last month’s shades of
BMT? Despite most organisations having
an anti-bullying and harassment policy,
I suspect that there are very few work
places that actively address bullying.

It seems like all we must do to control the system and get the
desired result is arrange the parts in the right order at the right time.
However, this is not the whole story. Some of the most powerful
parts of a system are, like the wind, intangible. They can be
measured, and their effects are evident, but they cannot be seen.
These intangible parts are relationships – the everyday interactions
between humans. The relationships within the system are what
makes things run well or poorly. Good relationships, like a strong
breeze, help us make brisk progress. Poor relationships distract us
from tasks, and any progress is hard fought.
Most organisations and projects are good at acquiring resources –
both physical and human. We provide training (and often testing
and supervision) to ensure that the humans interact with the
physical resources in the way required for our needs. However,
there is much less emphasis on supporting people to interact with
other people – coaching. This leaves to chance something that is
vital to the success of organisations.

Why Not Coach?
When leaders at any level of an organisations coach their people,
it helps to create a sustainable business. The goal of coaching is to
bring out the best in people and maximise performance.
When asked, research indicates that most people say that they
would like a coaching culture in their organisation, but do not
currently have one. Often, when coaching does take place, it is
because a particular leader opts do do so, rather than because this
is a standard norm in the business.
A significant barrier to creating a coaching culture is that coaching
is a learned skill – it will not come naturally to everyone. People
who have never coached before tend to have a either a confidence
gap, a skills gap, or both.
One-Day Coaching Workshop - March 1st, London, UK
This one-day coaching workshop will offer tips, tools and tecniques
for people interested in learning about coaching – from beginners
to old hands. It will use the tools of behavioural science to give a
unique perspective on this vital tool for a succesful business.
For more information or to book your place, click here to visit our
webpage or email nicola@hollinconsulting.co.uk
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It’s not just individuals that are affected.
Empirical studies have shown that
the prevalence of workplace bullying
negatively affects employee retention,
health and wellbeing, and drives higher
stress for all staff. Even in generally
positive organisational environments, the
beneficial effects of this environment are
limited and decrease as a result of the
presence of bullying.
Do you have a culture in your
organisation or team where employees
feel able to voice their concerns and
know that positive action will be taken?
Do you know?
Including a question that asks how
managers, supervisors and others
treat them in a regular 360 degree
review is one of the best ways to obtain
confidential employee feedback. Don’t
ignore the warning signs, take action;
the impact is far bigger than one or two
people, and I think that things are going
to get worse, not better, as we all get
used to the new societal culture norms.

Shades of BMT
• Unsaid but tacit is “We want you to

behave safely despite all the other
signs you get from us, including
situational antecedents that seem to
demand production over safety.”

• Charles Handy said, “The best learning

happens in real life with real problems
and real people and not in classrooms.”

• Leaders that succeed in encouraging

learning in the workplace accept that
some folks will make mistakes along
the way, and insist on good receipt of
any bad news.
Click here to join the BMT group
on LinkedIn for original content
and debate.

