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The views expressed by the entrepreneurs' collaborators are their own. No matter how many times a business leader has to fire an employee or refuse a bonus, having tough conversations doesn't get any easier. However, you can increase your confidence and maintain strong relationships by learning to lead the conversation with respect and productively.
You want to pass on the information in a way that one can hear, learn and act, says Ben Dettner, founder of Dettner Consulting. Not in a way that will cause them to close. Related: Richard Branson on When the Workers rebel against a new manager after all, you want to show respect and sensitivity to their circumstances and feelings. If you make them feel
like a valuable, autonomous agent, you're much more likely to have a willing participant who will make an effort to solve a problem, not someone who will be your enemy, Datener says. Next time you need to have a difficult conversation with one of your employees, try these steps to help you lead the conversation effectively. 1. Define your goals in advance.
Before you start the conversation, think about what you hope to achieve. The most important thing is what are your goals? Danner said. What do you want to achieve? Know the tone you want to set, the points you want to address, and the result you expect. If the conversation seems to be falling apart, go back to your goals and be firm in them. Related: Five
problem employees and what you can do for them 2. Allow a balance of power. When you think of a difficult problem, first allow the other person to explain the logic of their behavior. Give them some power in the conversation, Says Datener. If you show that you are ready to listen, they will be less likely to react defensively. You don't want people to feel
threatened or turn around in a corner, Says Datener. 3. Focus on a specific incident. Commenting on someone's common patterns can feel like a personal attack, so be specific about when and where the behavior occurred. The more specific you can be, the less indictment you'll look, Says Datener. For example, if you think someone's behavior is lazy, avoid
general observation and focus on one particular, recent moment that justifies improvement. 4. Express your concern as remarks. When you highlight a sensitive topic, keep in mind that your point of view is subjective. Present all sorts of problems as perceptions rather than absolutes, Says Datener. Shaping the problem as observation leaves less room for
arguments. Just be careful to offer a place to negotiate if you are actually willing to look at the other person's entrance. If the topic is non-negotiable, such as dismissal or demotion, be firm and direct without leaving room for discussion. Related: Can he be a tough boss without being? 5. Put the situation into context. If you are viewing a problem by missed
commercial goal, goal, circumstances that have been reached for this result. Instead of suggesting they didn't hit the numbers because of laziness or lack of talent, bring out mitigating factors, Datener says. Maybe it was a tough economy or they didn't have enough support. Not only will you be more likely to avoid the same problem in the future, your
employee will have more motivation to improve. You're essentially holding them accountable without blaming each other. 6. Create a learning opportunity. After explaining the problem, focus the conversation on how to learn from the experience and move forward. Try to let (the problem) be part of a process rather than a deal, Says Datener. Even if you fire
someone, you can help them learn from their mistakes. Dattner suggests offering specific tips on what someone might have done differently so they could take them with them to their next job. 7. Validation of their feelings. Even if your point of view is non-negotiable, you want to acknowledge how the other person can feel. You can still validate their feelings,
even if you don't agree with them, Says Datener. Let them know that you recognize and accept their feelings and that you respect them. After all, you want the other person to leave the conversation with dignity, and his self-esteem in tact. Keep up to date with the latest daily buzz with the BuzzFeed Daily newsletter! Here's some bad news: You're probably
delivering bad news the wrong way. Every company, team and manager hits failures, and it's always someone's job to spread the unpleasant news to others. But the way to talk about even the hardest for the worse is not just to put a false positive spin on what went wrong and what it means. Keep negatives up to 1/3 or a third of the conversation. Sharing
stories for the better is easy, after all. We like to give and receive praise. So it makes sense why some leaders tend to downplay the consequences of bad news or keep them completely until it's too late. Instead, there are ways to have difficult conversations with your team that leave them with the right grip on the facts, while motivating everyone to take the
initiative and come back. Here are some tips.1. Limit your negative languageWhen discussing failures with your team, be careful not to use negative expressions – like I can't or won't – that sound is too explicit. For example, instead of announcing I can't get the budget for this project, I'm trying, Our current funding levels mean we all need to be more
resourceful, starting with the project we're currently working on. Both convey the affirmation accurately, but one frames it as a dead end, while the other points forward. This also applies to news about individuals. Instead of saying: I'm not going to encourage you in this new position, you can just say: I've been thinking about it and keeping you in your current
role, that it's happening to me right now. Between the lines is Between Sorry, stay with him and this is where things stand for the moment, but they can change. Another word to watch is no, no way, no problem, not good, it's no, or I have no idea. Instead, use yes and other positives like yes, there's a way to do it and I have an idea how to deal with it. Instead
of talking about problems, he talks about challenges; instead of obstacles, opportunities. This again does not mean covering up bad news in euphemisms – it means focusing on their consequences and reacting collectively to them.2 Make sure it is not personal Always avoid personal spikes. Most managers know that it is unprofessional to say on a direct
report It was stupid of you, but many of them express dissatisfaction with phrases like you disappoint me or you disappoint me. Honestly, you're honest. But remember that these expressions can still hurt people and make it harder for them to do better. They gently brand people as untrustworthy and knock down the self-esteem they need to do better next
time. Personal insults, however, are sweaty, and counterproductive. More often than not, you'll find yourself with angry team members who are working well below their potential. That doesn't mean covering up bad news in euphemisms - it means focusing on their consequences and reacting collectively. Don't throw arrows at other people who aren't in the
room either. It may be tempting to find a purpose to criticize when things go wrong (and sometimes it's really your client's fault), but if you offload the blame to others, you immediately undercut your own team's ability to take ownership and solve the problem. Saying that a customer who has not accepted your team's offer is a jerk or hungry for power set a
bad example in organizations where cooperation is paramount.3 Spend more time in the High Land to think about each conversation by covering a certain amount of terrain. It's good to spend some time wandering on the low ground, but you'll want to climb to the heights eventually - and longer. In difficult times, the negative tends to dominate, getting bigger
and bigger as everything rolls down. This is an even bigger reason why leaders need to keep negatives to a minimum and keep the conversation firmly rooted to the higher level. Naturally, you want to be open and transparent if there is a problem. Make the situation as clear as possible (without being charged), but once you have identified the problem, focus
on solutions, teamwork, collaboration and what the future would look like if you came together. When you produce your message, start with the negative and finish with the positives. Here's a good rule: Keep negatives up to a quarter or a third of the conversation at most. And don't let others back to the grasses. Your team members may have to express their
frustration and pessimism at first, but this is your job as their boss everyone is withdrawn from their bootstras. By the end of the conversation, all parties must look ahead.4 End of upsideWhen the craftsmen your message, start with the negative and finish with the positive. You can say: Last year was difficult - with our sales below our expectations - but I'm
confident we can make up for that loss and achieve our goals for this year. Similarly, if I get into a customer position, it would be foolish to tell your boss: This is a difficult customer. It is never open to any of our new products. It's better to say: It's going to be quite challenging, but I'll do my best. Never forget to make that transition. If you're announcing a
dismissal, don't hit your listeners with: This is a really hard day for all of us – for you, for me and for our company. It really is! But such claims can make the situation worse; after all, is it really as bad for people who keep their jobs as it is for those who lose them? Instead, it realistically presents the situation, and then moves towards a solution that ends with a
positive result. For example, I have some sobering news that will concern you. But I want to share it with you personally so we can get through it together as a team. The difference here is not dramatic - bad news is bad news - but it helps lay the groundwork for encouragement and openness to talk honestly about what is happening and why. It's something
the best leaders always do - in good times and bad. Bad.
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