1 oN 1 QUESTIONS TO ASK EMPLOYEES

1 oN 1 QUESTIONS To Ask EMPLOYEES: A COMPREHENSIVE GUIDE

AUTHOR: DR. EVELYN REeeD, PHD, ORGANIZATIONAL PSYCHOLOGIST & LEADERSHIP CONSULTANT
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HisToricAL CONTEXT OF 1 oN 1 MEETINGS

THE CONCEPT OF REGULAR, STRUCTURED ONE-ON-ONE MEETINGS BETWEEN MANAGERS AND THEIR DIRECT REPORTS ISN'T A RECENT
INVENTION. W/HILE THE FORMALIZATION AND WIDESPREAD ADOPTION HAVE OCCURRED MORE RECENTLY, THE UNDERLYING
PRINCIPLE — CREATING A DEDICATED SPACE FOR OPEN COMMUNICATION AND FEEDBACK — HAS HISTORICAL ROOTS. EARLY FORMS
OF THESE MEETINGS CAN BE TRACED BACK TO MENTORING AND APPRENTICESHIP SYSTEMS IN VARIOUS CULTURES AND INDUSTRIES.
HO\X/EVER/ THE MODERN UNDERSTANDING OF THE | ON -|/ AS A CRUCIAL TOOL FOR EFFECTIVE MANAGEMENT AND EMPLOYEE
DEVELOPMENT, HAS EVOLVED SIGNIFICANTLY OVER THE PAST FEW DECADES.

THE RISE OF MANAGEMENT THEORIES EMPHASIZING EMPLOYEE EMPOWERMENT , ENGAGEMENT, AND INDIVIDUAL DEVELOPMENT
PROPELLED THE FORMAL ADOPTION OF 1 ON 1S. PROGRESSIVE MANAGEMENT STYLES LIKE COACHING AND SERVANT LEADERSHIP,
WHICH PRIORITIZE EMPLOYEE GROWTH AND WELL-BEING, FURTHER CEMENTED THE IMPORTANCE OF THESE REGULAR CHECK~-INS. THE
SHIFT FROM COMMAND-AND-CONTROL MANAGEMENT TO MORE COLLABORATIVE AND PARTICIPATORY APPROACHES PROVIDED A
FERTILE GROUND FOR THE WIDESPREAD IMPLEMENTATION OF 1 ON 1 QUESTIONS TO ASK EMPLOYEES AS A VITAL PART OF THE
MANAGEMENT PROCESS.

CURRENT RELEVANCE OF 1 ON 1 QUESTIONS TO Ask EMPLOYEES

IN TODAY'S DYNAMIC AND RAPIDLY CHANGING WORK ENVIRONMENT, THE RELEV ANCE OF 1 oN 1 MEETINGS IS ARGUABLY GREATER
THAN EVER BEFORE. THE ABILITY TO QUICKLY ADAPT TO NEW CHALLENGES, FOSTER INNOVATION, AND MAINTAIN EMPLOYEE
MORALE ARE CRUCIAL FOR ORGANIZATIONAL SUCCESS. EFFECTIVE 1 ON 1 QUESTIONS TO ASK EMPLOYEES ARE INSTRUMENTAL IN
ACHIEVING THESE GOALS.

THESE MEETINGS OFFER A VITAL PLATFORM FOR:



EARLY PROBLEM DETECTION: ADDRESSING ISSUES BEFORE THEY ESCALATE INTO LARGER PROBLEMS.

PERFORMANCE IMPROVEMENT: PROVIDING REGULAR FEEDBACK AND GUIDANCE TO IMPROVE EMPLOYEE PERFORMANCE.

EMPLOYEE ENGAGEMENT: CREATING A SPACE FOR OPEN DIALOGUE, UNDERSTANDING EMPLOYEE NEEDS AND CONCERNS, AND
FOSTERING A SENSE OF BELONGING.

MENTORSHIP AND DEVELOPMENT: GUIDING EMPLOYEES IN THEIR CAREER PROGRESSION AND PROVIDING OPPORTUNITIES FOR
GROWTH.

BUILDING TRUST AND RAPPORT: STRENGTHENING THE MANAGER-EMPLOYEE RELATIONSHIP, FOSTERING OPEN COMMUNICATION AND
MUTUAL RESPECT.

GOAL SETTING AND TRACKING: ENSURING ALIGNMENT ON GOALS AND TRACKING PROGRESS TOWARD OBJECTIVES.

W/ ITHOUT REGULAR 1 ON 1 MEETINGS, MANAGERS RISK LOSING TOUCH WITH THEIR TEAM MEMBERS' NEEDS, HINDERING
PERFORMANCE, AND ULTIMATELY IMPACTING OVERALL PRODUCTIVITY AND MORALE. THE QUALITY OF 1 ON 1 QUESTIONS TO
ASK EMPLOYEES DIRECTLY INFLUENCES THE EFFECTIVENESS OF THESE SESSIONS.

Types ofF 1 oN 1 QUESTIONS To Ask EMPLOYEES

EFFECTIVE 1 ON 1 QUESTIONS TO ASK EMPLOYEES FALL INTO SEVERAL KEY CATEGORIES:

1. PERFORMANCE-BASED (QUESTIONS:

W/HAT ARE YOUR BIGGEST ACCOMPLISHMENTS THIS \)(/EEK/MONTH.p

W/HAT CHALLENGES ARE YOU FACING, AND HOW CAN | HELP?

ARE THERE ANY ROADBLOCKS PREVENTING YOU FROM COMPLETING YOUR TASKS EFFECTIVELY?
How SATISFIED ARE YOU WITH YOUR CURRENT WORKLOAD AND RESPONSIBILITIES?

W/HAT SKILLS OR KNOWLEDGE WOULD HELP YOU IMPROVE YOUR PERFORMANCE?

1. WELL-BEING AND ENGAGEMENT QQUESTIONS:

How ARE YOU FEELING OVERALL?

ARE YOU FEELING SUPPORTED BY THE TEAM AND THE COMPANY?
WHAT CAN | DO TO BETTER SUPPORT YOUR WORK-LIFE BALANCE?
ARE THERE ANY AREAS WHERE YOU FEEL OVERWHELMED OR STRESSED?
Do YOU FEEL VALUED AND APPRECIATED FOR YOUR CONTRIBUTIONS?

1. CAREER DEVELOPMENT AND GROWTH (QUESTIONS:

WHAT ARE YOUR CAREER ASPIRATIONS AND GOALS?

W/HAT OPPORTUNITIES ARE YOU INTERESTED IN PURSUING?

W/HAT TRAINING OR DEVELOPMENT OPPORTUNITIES WOULD YOU FIND BENEFICIAL?

ARE THERE ANY PROJECTS OR ASSIGNMENTS THAT WOULD HELP YOU DEVELOP NEW SKILLS?
How CAN | HELP YOU ADVANCE YOUR CAREER WITHIN THE COMPANY?

1. FEEDBACK AND IMPROVEMENT (QUESTIONS:

\WHAT CAN | DO BETTER TO SUPPORT YOU?
\WHAT ASPECTS OF YOUR ROLE ARE YOU MOST AND LEAST SATISFIED WITH?



IS THERE ANYTHING YOU WOULD CHANGE ABOUT OUR TEAM OR THE COMPANY?
Do YOU HAVE ANY FEEDBACK ON OUR PROCESSES OR WORKFLOWS?
W/HAT RESOURCES OR SUPPORT DO YOU NEED TO SUCCEED?

1. OpeN-EnDED QUESTIONS:

\WHAT’S ON YOUR MIND?

\WHAT’S BEEN YOUR BIGGEST WIN THIS WEEK?

\WHAT’S ONE THING WE COULD IMPROVE AS A TEAM?

\W/HAT ARE YOU MOST EXCITED ABOUT RIGHT NOW, EITHER PROFESSIONALLY OR PERSONALLY?

BY INCORPORATING A MIX OF THESE QUESTION TYPES, MANAGERS CAN GAIN A COMPREHENSIVE UNDERSTANDING OF THEIR
EMPLOYEES' NEEDS, PERFORMANCE, AND ASPIRATIONS. THE KEY IS TO TAILOR THE 1 ON T QUESTIONS TO ASK EMPLOYEES BASED
ON THEIR INDIVIDUAL ROLES, PERSONALITIES, AND CAREER STAGES.

STRUCTURING EFFECTIVE 1 ON 1 MEETINGS

EFFecTIiVE T ON 15 ARENITJUST ABOUT ASKING THE RIGHT QUESTIONS; THEY REQUIRE A STRUCTURED APPROACH. THis
INCLUDES:

SETTING A REGULAR SCHEDULE: CONSISTENT MEETINGS FOSTER TRUST AND PREDICTABILITY.

ESTABLISHING AN AGENDA: THIS ENSURES FOCUS AND MAXIMIZES TIME UTILIZATION.

ACTIVE LISTENING: PAY ATTENTION, AVOID INTERRUPTING, AND SUMMARIZE KEY POINTS TO SHOW UNDERSTANDING.
TWwO-WAY COMMUNICATION: ENCOURAGE OPEN DIALOGUE AND SHARE YOUR PERSPECTIVE.

ACTION PLANNING: IDENTIFY ACTIONABLE STEPS AND ASSIGN RESPONSIBILITY FOR FOLLOW-UP.

FoLLow-UP: ENSURE AGREED-UPON ACTIONS ARE COMPLETED AND ADDRESS ANY OUTSTANDING ISSUES.

CoNCLUSION

MASTERING THE ART OF 1 ON 1 QUESTIONS TO ASK EMPLOYEES IS A CRUCIAL SKILL FOR ANY MANAGER. REGULAR, WELL-
STRUCTURED 1 ON 1 MEETINGS, INCORPORATING A THOUGHTFUL SELECTION OF QUESTIONS FROM THE CATEGORIES OUTLINED
ABOVE, ARE ESSENTIAL FOR BUILDING STRONG RELATIONSHIPS, FOSTERING EMPLOYEE GROWTH, AND DRIVING OVERALL TEAM
SUCCESS. BY ACTIVELY LISTENING, PROVIDING CONSTRUCTIVE FEEDBACK, AND ADDRESSING CONCERNS, MANAGERS CAN CREATE A
SUPPORTIVE ENVIRONMENT WHERE EMPLOYEES FEEL VALUED, ENGAGED, AND EMPOWERED TO ACHIEVE THEIR FULL POTENTIAL.
THIS APPROACH WILL YIELD SIGNIFICANT BENEFITS BOTH FOR INDIVIDUAL EMPLOYEES AND THE ORGANIZATION AS A WHOLE,
ENHANCING PRODUCTIVITY, JOB SATISFACTION, AND RETENTION.

FAQs

1. How OFTEN SHOULD | CONDUCT 1 ON 1 MEETINGS WITH MY EMPLOYEES? THE IDEAL FREQUENCY DEPENDS ON THE
EMPLOYEE'S ROLE, EXPERIENCE, AND NEEDS. WEEKLY MEETINGS ARE GENERALLY RECOMMENDED FOR NEW HIRES OR
EMPLOYEES REQUIRING MORE FREQUENT GUIDANCE, WHILE BI-WEEKLY OR MONTHLY MEETINGS MAY SUFFICE FOR MORE
EXPERIENCED TEAM MEMBERS.

1. How LONG SHOULD A 1 oN 1 MEETING LAST? AIM FOR 30-60 MINUTES TO ALLOW SUFFICIENT TIME FOR MEANINGFUL



CONVERSATION AND FOLLOW-UP. SHORTER MEETINGS MIGHT FEEL RUSHED, WHILE LONGER ONES CAN BE UNPRODUCTIVE.

1. WHAT IF MY EMPLOYEE DOESN'T HAVE ANYTHING TO DISCUSS DURING A 1 ON 12 THIS IS AN OPPORTUNITY TO
PROACTIVELY ENGAGE BY REVISITING PAST DISCUSSIONS, EXPLORING POTENTIAL CHALLENGES OR OPPORTUNITIES, OR
USING OPEN-ENDED QUESTIONS TO ENCOURAGE REFLECTION AND DIALOGUE.

1. How cAN | MAKE 1 ON 1S MORE ENGAGING AND PRODUCTIVE? PREPARE AN AGENDA BEFOREHAND, USE VISUAL AIDS IF
HELPFUL, ENCOURAGE ACTIVE PARTICIPATION, AND CREATE A COMFORTABLE AND SAFE SPACE FOR OPEN
COMMUNICATION.

1. WHAT sHouLD | DO IF A T ON 1 CONVERSATION BECOMES EMOTIONALLY CHARGED? LISTEN EMPATHETICALLY,
VALIDATE THEIR FEELINGS, AND OFFER SUPPORT. IF THE ISSUE IS BEYOND YOUR EXPERTISE, REFER THEM TO APPROPRIATE
RESOURCES oR HR.

1. How CAN | TRACK THE PROGRESS AND OUTCOMES OF MY 1 ON 1 MEETINGS? USE A NOTE-TAKING SYSTEM TO RECORD
KEY DISCUSSION POINTS, ACTION ITEMS, AND FOLLOW-UP TASKS. THIS DOCUMENTATION WILL BE VALUABLE FOR
FUTURE REFERENCE AND PERFORMANCE REVIEWS.

1. SHOULD | ALWAYS HAVE A FORMAL AGENDA FOR EVERY 1 ON 1P W/HILE AN AGENDA IS HELPFUL, ALLOW FOR
FLEXIBILITY. SOME 1 ON 1S MAY REQUIRE MORE SPONTANEOUS CONVERSATION BASED ON THE EMPLOYEE'S NEEDS AND
CIRCUMSTANCES.

1. WHAT SHOULD | DO IF | CONSISTENTLY STRUGGLE TO FIND TIME FOR 1 ON 1 MEETINGS? PRIORITIZE THESE MEETINGS AS
A VITAL COMPONENT OF EFFECTIVE MANAGEMENT. BLOCK OUT DEDICATED TIME IN YOUR CALENDAR AND PROTECT IT
FROM OTHER COMMITMENTS.

1. How CAN | IMPROVE MY ACTIVE LISTENING SKILLS DURING 1 ON 15P PRACTICE FOCUSED ATTENTION, AVOID
INTERRUPTING, SUMMARIZE KEY POINTS TO CONFIRM UNDERSTANDING, AND ASK CLARIFYING QUESTIONS TO ENSURE YOU
GRASP THE EMPLOYEE'S PERSPECTIVE FULLY.

RELATED ARTICLES

1. "THe Power ofF 1 oN 1 MEETINGS: BUILDING TRUST AND IMPROVING PERFORMANCE”: THIS ARTICLE EXPLORES THE
PSYCHOLOGICAL BENEFITS OF REGULAR 1 ON 1S AND OFFERS PRACTICAL STRATEGIES FOR FOSTERING STRONG MANAGER-
EMPLOYEE RELATIONSHIPS.



1. "ErFecTiVE 1 oN 1 QUESTIONS FOR REMOTE TEAMS”: THIS ARTICLE FOCUSES ON ADAPTING 1 ON 1 STRATEGIES FOR
REMOTE WORK ENVIRONMENTS, ADDRESSING THE UNIQUE COMMUNICATION CHALLENGES AND FOSTERING CONNECTION
ACROSS DISTANCES.

1. "UsiNG 1 oN 1S FOR PERFORMANCE IMPROVEMENT AND COACHING”: THIS ARTICLE PROVIDES DETAILED EXAMPLES OF 1
ON 1 QUESTIONS TO ASK EMPLOYEES TO ADDRESS PERFORMANCE GAPS AND GUIDE IMPROVEMENT THROUGH COACHING
TECHNIQUES.

1. ”“1 oN 1s AND EMPLOYEE RETENTION: A STRATEGIC APPROACH”: THIS ARTICLE EXAMINES THE ROLE OF 1 ON 1
MEETINGS IN BUILDING EMPLOYEE LOYALTY AND REDUCING TURNOVER RATES BY ADDRESSING CONCERNS AND FACILITATING
CAREER DEVELOPMENT.

1. "OvercoMING CoMMON OBSTACLES IN 1 oN 1 MEETINGS”: THIS ARTICLE PROVIDES PRACTICAL SOLUTIONS TO
ADDRESS COMMON CHALLENGES SUCH AS SCHEDULING CONFLICTS, LACK OF PREPARATION, AND DIFFICULT
CONVERSATIONS.

1. “THe MANAGER'S GUIDE To CONDUCTING EFFECTIVE 1 oN 15”: THIS ARTICLE OFFERS A STEP-BY-STEP GUIDE TO
CONDUCTING PRODUCTIVE AND ENGAGING 1 ON T MEETINGS, INCLUDING TIPS ON AGENDA SETTING, ACTIVE LISTENING, AND
FOLLOW-UP.

1. “BuiLbiNGg A CULTURE OF FEEDBACK THROUGH 1 ON 1 MEETINGS”: THIS ARTICLE EXPLORES HOW TO CREATE A
CULTURE THAT ENCOURAGES OPEN FEEDBACK AND USES 1 ON 1 MEETINGS AS A PLATFORM TO SOLICIT AND ADDRESS
EMPLOYEE FEEDBACK EFFECTIVELY.

1. "LEVERAGING 1 oN 1S FOR EMPLOYEE ONBOARDING AND INTEGRATION": THIS ARTICLE FOCUSES ON USING 1 ON 15 To
EFFECTIVELY INTEGRATE NEW EMPLOYEES INTO THE TEAM AND COMPANY CULTURE.

1. "MeASURING THE ROl oF 1 oN 1 MeeTINGS: A DATA-DRIVEN APPROACH”: THIS ARTICLE EXPLORES METHODS TO
QUANTIFY THE IMPACT OF 1 ON 1 MEETINGS ON KEY PERFORMANCE INDICATORS SUCH AS EMPLOYEE ENGAGEMENT,
PRODUCTIVITY, AND RETENTION.

1-oN-1 QUESTIONS To Ask EMPLOYEES: A MANAGER'S GUIDE TO BUILDING
STRONGER TEAMS

AUTHOR: DR. EMILY CARTER, PHD IN ORGANIZATIONAL PsycHoLoGY, CERTIFIED EXECUTIVE COACH



PUBLISHER: PEOPLEFIRST PUBLISHING, A LEADING PUBLISHER OF RESOURCES FOR HUMAN RESOURCES PROFESSIONALS AND
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INTRODUCTION:

EFFECTIVE MANAGEMENT HINGES ON MEANINGFUL COMMUNICATION, AND THE 1-oN-1 MEETING IS ARGUABLY THE MOST POWERFUL
TOOL IN A MANAGER'S ARSENAL. THIS ARTICLE DELVES INTO THE ART OF CRAFTING IMPACTFUL 1-ON- 1 QUESTIONS TO ASK
EMPLOYEES, OFFERING A FRAMEWORK FOR BUILDING STRONGER RELATIONSHIPS, BOOSTING PERFORMANCE, AND FOSTERING A
THRIVING WORK ENVIRONMENT. WE'LL EXPLORE VARIOUS CATEGORIES OF QUESTIONS, PROVIDE PRACTICAL EXAMPLES, AND
SHARE REAL-WORLD CASE STUDIES ILLUSTRATING THE IMPACT OF THOUGHTFULLY DESIGNED 1-ON-T QUESTIONS TO ASK
EMPLOYEES.

1. UNDERSTANDING THE PURPOSE OF 1-ON-1 QUESTIONS TO ASK EMPLOYEES

BEFORE DIVING INTO SPECIFIC QUESTIONS, IT'S CRUCIAL TO UNDERSTAND THE OVERALL OBJECTIVES OF YOUR 1-ON-1 MEETINGS.
THESE AREN'T PERFORMANCE REVIEWS; THEY'RE OPPORTUNITIES FOR OPEN DIALOGUE, RELATIONSHIP BUILDING, AND PROACTIVE
PROBLEM-SOLVING. THE 1-ON-1 QUESTIONS TO ASK EMPLOYEES SHOULD AIM TO:

GAUGE EMPLOYEE MORALE AND WELL-BEING: A SIMPLE “HOW ARE YOU DOING?” CAN OPEN THE DOOR TO DEEPER
CONVERSATIONS.

IDENTIFY CHALLENGES AND ROADBLOCKS: PROACTIVE IDENTIFICATION ALLOWS FOR TIMELY INTERVENTION AND SUPPORT.
UNCOVER HIDDEN TALENTS AND INTERESTS: DISCOVERING LATENT POTENTIAL LEADS TO BETTER EMPLOYEE ENGAGEMENT AND
CAREER DEVELOPMENT.

STRENGTHEN THE MANAGER-EMPLOYEE RELATIONSHIP: OPEN COMMUNICATION FOSTERS TRUST AND MUTUAL RESPECT.

TRACK PROGRESS ON GOALS AND PROVIDE FEEDBACK: REGULAR CHECK-INS ENSURE EMPLOYEES ARE ON TRACK AND RECEIVE THE
SUPPORT THEY NEED.

1. CATEGORIES OF 1-ON-1 QUESTIONS TO Ask EMPLOYEES

\WE CAN CATEGORIZE EFFECTIVE 1-ON-1 QUESTIONS TO ASK EMPLOYEES INTO SEVERAL KEY AREAS:
2.1 PROGRESS AND PERFORMANCE:

“\W/HAT ARE YOUR BIGGEST ACCOMPLISHMENTS THIS WEEK/MONTH?” (FOCUSES ON POSITIVE REINFORCEMENT)
“\W/HAT CHALLENGES ARE YOU FACING IN YOUR CURRENT PROJECTS?” (IDENTIFIES OBSTACLES)

“ ARE THERE ANY RESOURCES OR SUPPORT YOU NEED TO SUCCEED?” (OFFERS ASSISTANCE)

“How cAN | BETTER SUPPORT YOUR WORK?” (SHOWS COMMITMENT TO EMPLOYEE SUCCESS)

“How SATISFIED ARE YOU WITH YOUR CURRENT WORKLOAD?” (ADDRESSES POTENTIAL BURNOUT)

CASE STUDY: IN MY WORK WITH A TECH STARTUP, | COACHED A MANAGER WHO WAS STRUGGLING WITH AN UNDERPERFORMING
TEAM MEMBER. BY ASKING TARGETED 1-ON-1 QUESTIONS TO ASK EMPLOYEES ABOUT SPECIFIC CHALLENGES AND OFFERING
TAILORED SUPPORT, THE MANAGER DISCOVERED THE EMPLOYEE LACKED ESSENTIAL TRAINING. PROVIDING THAT TRAINING
RESULTED IN A SIGNIFICANT IMPROVEMENT IN PERFORMANCE.

2.2 CAREER DEVELOPMENT AND GROWTH:
“\/HAT ARE YOUR CAREER ASPIRATIONS, BOTH SHORT-TERM AND LONG-TERM?” (ENCOURAGES AMBITION)

“\W/HAT SKILLS DO YOU WANT TO DEVELOP IN THE NEXT YEAR?” (IDENTIFIES LEARNING OPPORTUNITIES)
“ ARE YOU INTERESTED IN TAKING ON ANY NEW RESPONSIBILITIES?” (PROMOTES GRO\Y/TH)



“\¥/HAT ARE SOME AREAS WHERE YOU FEEL YOU COULD IMPROVE?” (ENCOURAGES SELF-REFLECTION)
“\X/HAT TRAINING OR MENTORSHIP WOULD BE BENEFICIAL TO You?” (PROVIDES PATHWAYS FOR ADVANCEMENT)

2.3 WELL-BEING AND W ork-LIFE BALANCE:

“How ARE YOU FEELING OVERALL — BOTH PROFESSIONALLY AND PERSONALLY?" (OPENS THE DOOR TO PERSONAL CONCERNS)
“ ARE YOU FEELING OVERWHELMED OR STRESSED?” (ADDRESSES POTENTIAL BURNOUT)

“|S THERE ANYTHING IMPACTING YOUR WORK-LIFE BALANCE THAT WE CAN ADDRESS?” (SHOWS EMPATHY)

“How CAN | HELP YOU CREATE A MORE SUSTAINABLE WORKLOAD?" (PROVIDES PRACTICAL SOLUTIONS)

“Do YOU FEEL YOU HAVE THE AUTONOMY YOU NEED TO MANAGE YOUR TIME EFFECTIVELY?” (ADDRESSES CONTROL AND
FLEXIBILITY)

2.4 Team DyNAMICS AND COLLABORATION:

“How IS COLLABORATION GOING WITHIN YOUR TEAMP" ( ADDRESSES POTENTIAL CONFLICTS)

“ ARE THERE ANY TEAM DYNAMICS YOU'D LIKE TO pDIscuss?” (CREATES A SAFE SPACE FOR FEEDBACK)

“|S THERE ANYTHING | CAN DO TO FACILITATE BETTER TEAMWORK?” (OFFERS PROACTIVE SUPPORT)

“ ARE THERE ANY TEAM MEMBERS YOU'D LIKE TO COLLABORATE WITH MORE CLOSELY?" (ENCOURAGES NETWORKING AND
COLLABORATION)

1. PERSONAL ANECDOTE:

DURING MY TIME AS A PROJECT MANAGER, | STRUGGLED TO CONNECT WITH ONE OF MY TEAM MEMBERS. HE ALWAYS SEEMED
DISENGAGED DURING TEAM MEETINGS. BY CHANGING MY APPROACH AND INCORPORATING MORE THOUGHTFUL 1-ON-1 QUESTIONS
TO ASK EMPLOYEES, SUCH AS, “\X/HAT ARE YOU PASSIONATE ABOUT OUTSIDE OF \X/ORK?”, | DISCOVERED HIS PASSION FOR
PHOTOGRAPHY. THIS LED TO AN UNEXPECTED CONVERSATION, REVEALING THAT HE FELT HIS CURRENT PROJECTS DIDN'T ALIGN
WITH HIS CREATIVITY. WE ADJUSTED HIS ROLE, INCORPORATING MORE DESIGN ELEMENTS, WHICH SIGNIFICANTLY BOOSTED HIS
ENGAGEMENT AND PERFORMANCE. THIS ILLUSTRATES THE POWER OF GOING BEYOND TASK-ORIENTED QUESTIONS AND EXPLORING
THE PERSONAL SIDE OF THE EMPLOYEE.

1. STRUCTURING YOUR T-ON-Ts:

EFFECTIVE 1-ON-1 QUESTIONS TO ASK EMPLOYEES ARE ONLY PART OF THE EQUATION. STRUCTURE IS EQUALLY IMPORTANT.

SET A REGULAR SCHEDULE: CONSISTENCY IS KEY.

PREPARE AN AGENDA: THIS ENSURES FOCUSED DISCUSSIONS.

PRIORITIZE EMPLOYEE INPUT: ALLOW THEM AMPLE TIME TO SHARE THEIR THOUGHTS.

ACTIVELY LISTEN AND TAKE NOTES: SHOW GENUINE INTEREST AND FOLLOW UP ON ACTION ITEMS.
FOLLOW UP ON AGREED-UPON ACTIONS: ENSURE ACCOUNTARBILITY AND DEMONSTRATE FOLLOW-THROUGH.

CONCLUSION:

MASTERING THE ART OF ASKING THE RIGHT 1-ON-1 QUESTIONS TO ASK EMPLOYEES IS A CRUCIAL SKILL FOR ANY MANAGER. BY
UTILIZING A VARIETY OF QUESTION TYPES, FOCUSING ON BOTH PROFESSIONAL AND PERSONAL ASPECTS, AND CREATING A SAFE
AND SUPPORTIVE ENVIRONMENT, MANAGERS CAN CULTIVATE STRONGER RELATIONSHIPS, ENHANCE EMPLOYEE PERFORMANCE, AND
BUILD HIGH-PERFORMING TEAMS. THE INVESTMENT IN TIME AND EFFORT REQUIRED FOR EFFECTIVE 1-ON-1S PAYS SIGNIFICANT
DIVIDENDS IN EMPLOYEE ENGAGEMENT, RETENTION, AND OVERALL ORGANIZATIONAL SUCCESS.



FAQs:

. How ofFTeN sHouLD | cCoNDUCT 1-ON-1 MEETINGS? IDEALLY, AIM FOR WEEKLY OR BI-WEEKLY MEETINGS, DEPENDING ON

TEAM NEEDS AND EMPLOYEE ROLES.

. WHAT IF MY EMPLOYEE IS RELUCTANT TO SHARE DURING 1-ON-15? BUILD TRUST OVER TIME. START WITH EASY, NON-

THREATENING QUESTIONS, ACTIVELY LISTEN, AND DEMONSTRATE EMPATHY.

. How LONG sHouLD A 1-ON-T1 MEETING LAST? AIM FOR 30-60 MINUTES TO ALLOW FOR MEANINGFUL DISCUSSION.

. How CAN | HANDLE SENSITIVE TOPICS DURING A 1-ON- 12 APPROACH WITH EMPATHY, ACTIVE LISTENING, AND A NON-

JUDGMENTAL ATTITUDE. BE PREPARED TO OFFER RESOURCES OR SUPPORT.

. WHAT IF AN EMPLOYEE RAISES A CONCERN | CAN'T IMMEDIATELY ADDRESS? ACKNOWLEDGE THE CONCERN, EXPLAIN THE

PROCESS FOR ADDRESSING IT, AND FOLLOW UP PROMPTLY.

. How cAN | TRACK PROGRESS FROM 1-ON-1 MEETINGS? USE A NOTEBOOK, SHARED DOCUMENT, OR PROJECT MANAGEMENT

SOFTWARE TO KEEP TRACK OF ACTION ITEMS AND PROGRESS.

. ARE T1-ON- 1S NECESSARY FOR ALL EMPLOYEES? YESI EVEN HIGH-PERFORMING EMPLOYEES BENEFIT FROM REGULAR CHECK~-

INS AND OPEN COMMUNICATION.

. How cAN | TAILOR T-ON-1 QUESTIONS TO DIFFERENT PERSONALITIES? ADAPT YOUR APPROACH BASED ON INDIVIDUAL

COMMUNICATION STYLES. SOME EMPLOYEES PREFER DIRECT QUESTIONS, WHILE OTHERS APPRECIATE A MORE
CONVERSATIONAL APPROACH.

. WHAT SHoOULD | DO IF AN EMPLOYEE SHARES CONFIDENTIAL INFORMATION DURING A 1-ON-1? ADHERE TO YOUR

COMPANY'S POLICIES REGARDING CONFIDENTIAL INFORMATION AND SEEK GUIDANCE FROM HR IF NEEDED.

RELATED ARTICLES:

1.

THE POWER OF ACTIVE LISTENING IN T-ON- T MEETINGS: EXPLORES TECHNIQUES FOR EFFECTIVE LISTENING AND BUILDING
RAPPORT DURING 1-ON-1s.



2. OVERCOMING COMMUNICATION BARRIERS IN EMPLOYEE 1-ON-1S: ADDRESSES COMMON COMMUNICATION CHALLENGES
AND OFFERS SOLUTIONS.

3. UsING 1-oN-1s To FosTEr EMPLOYEE GROWTH AND DEVELOPMENT: FOCUSES ON QUESTIONS AND STRATEGIES FOR
CAREER ADVANCEMENT DISCUSSIONS.

4. T-on-1 QUESTIONS FOR REMOTE EMPLOYEES: ADDRESSES THE UNIQUE CHALLENGES OF MANAGING REMOTE TEAMS AND
CONDUCTING EFFECTIVE VIRTUAL 1-ON-1s.

5. ADDRESSING PERFORMANCE ISSUES DURING 1-ON- 1 MEETINGS: PROVIDES GUIDANCE ON NAVIGATING DIFFICULT
CONVERSATIONS ABOUT PERFORMANCE.

6. BUILDING TRUST AND RAPPORT DURING EMPLOYEE 1-ON- 15S: EXPLORES TECHNIQUES FOR CREATING A SAFE AND
SUPPORTIVE ENVIRONMENT.

7. MEASURING THE EFFECTIVENESS OF YOUR 1-ON-1 MEETINGS: PROVIDES METHODS FOR ASSESSING THE IMPACT OF YOUR
1-oN-1 SESSIONS.

8. THE RoLE oF 1-oN-1s IN EMPLOYEE RETENTION: HIGHLIGHTS THE IMPORTANCE OF 1-ON- 1S IN BUILDING LOYALTY AND
REDUCING TURNOVER.

Q. BesT PRACTICES FOR DOCUMENTING 1-ON-1 MEETING NOTES: OFFERS TIPS AND SUGGESTIONS FOR EFFECTIVE RECORD-
KEEPING.

@ on 1 questions to ask employees: Ask a Manager Alison Green, 2018-05-01 'I'm a HUGE fan
of Alison Green's Ask a Manager column. This book is even better' Robert Sutton, author of The No
Asshole Rule and The Asshole Survival Guide 'Ask A Manager is the book [ wish I'd had in my desk
drawer when I was starting out (or even, let's be honest, fifteen years in)' - Sarah Knight, New York
Times bestselling author of The Life-Changing Magic of Not Giving a F*ck A witty, practical guide to
navigating 200 difficult professional conversations Ten years as a workplace advice columnist has
taught Alison Green that people avoid awkward conversations in the office because they don't know
what to say. Thankfully, Alison does. In this incredibly helpful book, she takes on the tough
discussions you may need to have during your career. You'll learn what to say when: - colleagues
push their work on you - then take credit for it - you accidentally trash-talk someone in an email and
hit 'reply all' - you're being micromanaged - or not being managed at all - your boss seems unhappy
with your work - you got too drunk at the Christmas party With sharp, sage advice and candid letters
from real-life readers, Ask a Manager will help you successfully navigate the stormy seas of office
life.

1 on 1 questions to ask employees: Radical Candor Kim Scott, 2017-03-23 Featuring a new
preface, afterword and Radically Candid Performance Review Bonus Chapter, the fully revised &
updated edition of Radical Candor is packed with even more guidance to help you improve your
relationships at work. 'Reading Radical Candor will help you build, lead, and inspire teams to do the
best work of their lives.' - Sheryl Sandberg, author of Lean In. If you don't have anything nice to say
then don't say anything at all . . . right? While this advice may work for home life, as Kim Scott has
seen first hand, it is a disaster when adopted by managers in the work place. Scott earned her
stripes as a highly successful manager at Google before moving to Apple where she developed a
class on optimal management. Radical Candor draws directly on her experiences at these cutting
edge companies to reveal a new approach to effective management that delivers huge success by
inspiring teams to work better together by embracing fierce conversations. Radical Candor is the
sweet spot between managers who are obnoxiously aggressive on the one side and ruinously
empathetic on the other. It is about providing guidance, which involves a mix of praise as well as




criticism - delivered to produce better results and help your employees develop their skills and
increase success. Great bosses have a strong relationship with their employees, and Scott has
identified three simple principles for building better relationships with your employees: make it
personal, get stuff done, and understand why it matters. Radical Candor offers a guide to those
bewildered or exhausted by management, written for bosses and those who manage bosses. Drawing
on years of first-hand experience, and distilled clearly to give practical advice to the reader, Radical
Candor shows you how to be successful while retaining your integrity and humanity. Radical Candor
is the perfect handbook for those who are looking to find meaning in their job and create an
environment where people love both their work and their colleagues, and are motivated to strive to
ever greater success.

1 on 1 questions to ask employees: Love 'Em Or Lose 'Em Beverly Kay, 2008-11-04 Love 'Em
or Lose 'Em offers busy managers a fresh viewpoint that clearly links business success to retention
of talent --- Richard ]J. Leider, Founder, the Inventure Group, co-author of Claiming Your Place at the
Fire: Living the Second Half of Your Life on Purpose.

1 on 1 questions to ask employees: The Making of a Manager Julie Zhuo, 2019-03-21 No idea
what you're doing? No problem. Good managers are made, not born. Top tech executive Julie Zhuo
remembers the moment when she was asked to lead a team. She felt like she’d won the golden
ticket, until reality came crashing in. She was just 25 and had barely any experience being managed,
let alone managing others. Her co-workers became her employees overnight, and she faced a series
of anxiety-inducing firsts, including agonising over whether to hire an interviewee; seeking the
respect of reports who were cleverer than her; and having to fire someone she liked. Like most
first-time managers, she wasn’t given any formal training, and had no resources to turn to for help.
It took her years to find her way, but now she’s offering you the short-cut to success. This is the book
she wishes she had on day one. Here, she offers practical, accessible advice like: - Don’t hide thorny
problems from your own manager; you're better off seeking help quickly and honestly - Before you
fire someone for failure to collaborate, figure out if the problem is temperamental or just a lack of
training or coaching - Don’t offer critical feedback in a ‘compliment sandwich’ - there’s a better way!
Whether you're new to the job, a veteran leader, or looking to be promoted, this is the handbook you
need to be the kind of manager you've always wanted.

1 on 1 questions to ask employees: High Growth Handbook Elad Gil, 2018-07-17 High
Growth Handbook is the playbook for growing your startup into a global brand. Global technology
executive, serial entrepreneur, and angel investor Elad Gil has worked with high-growth tech
companies including Airbnb, Twitter, Google, Stripe, and Square as they’ve grown from small
companies into global enterprises. Across all of these breakout companies, Gil has identified a set of
common patterns and created an accessible playbook for scaling high-growth startups, which he has
now codified in High Growth Handbook. In this definitive guide, Gil covers key topics, including: -
The role of the CEO - Managing a board - Recruiting and overseeing an executive team - Mergers
and acquisitions - Initial public offerings - Late-stage funding. Informed by interviews with some of
the biggest names in Silicon Valley, including Reid Hoffman (LinkedIn), Marc Andreessen
(Andreessen Horowitz), and Aaron Levie (Box), High Growth Handbook presents crystal-clear
guidance for navigating the most complex challenges that confront leaders and operators in
high-growth startups.

1 on 1 questions to ask employees: What to Ask the Person in the Mirror Robert S. Kaplan,
2011 Harvard Business School professor and business leader Robert Kaplan presents a process for
asking the big questions that will enable you to diagnose problems, change course if necessary, and
advance your career.

1 on 1 questions to ask employees: The Manager's Path Camille Fournier, 2017-03-13
Managing people is difficult wherever you work. But in the tech industry, where management is also
a technical discipline, the learning curve can be brutal—especially when there are few tools, texts,
and frameworks to help you. In this practical guide, author Camille Fournier (tech lead turned CTO)
takes you through each stage in the journey from engineer to technical manager. From mentoring



interns to working with senior staff, you’ll get actionable advice for approaching various obstacles in
your path. This book is ideal whether you’re a new manager, a mentor, or a more experienced leader
looking for fresh advice. Pick up this book and learn how to become a better manager and leader in
your organization. Begin by exploring what you expect from a manager Understand what it takes to
be a good mentor, and a good tech lead Learn how to manage individual members while remaining
focused on the entire team Understand how to manage yourself and avoid common pitfalls that
challenge many leaders Manage multiple teams and learn how to manage managers Learn how to
build and bootstrap a unifying culture in teams

1 on 1 questions to ask employees: Change Your Questions, Change Your Life Adams
Marilee, 2010-05 The first edition of Marilee Adams's book introduced a surprising, life-altering
truth: any of us can literally change our lives simply by changing the questions we ask, especially
those we ask ourselves. We can ask questions that open us to learning, connection, satisfaction, and
success. Or we can ask questions that impede progress and keep us from getting results we want.
Asking "What great things could happen today?" creates very different expectations, moods, and
energy than asking '"What could go wrong today?"' Many readers reported that they found
themselves asking better questions before they even finished reading the book! This is the key
insight that the book's hero, Ben Knight, learns from his executive coach as the story of his
transformative journey unfolds, eventually leading to breakthroughs that save his career as well as
his marriage. His success rests on having become a ""question man" and an inquiring leader rather
than a judgmental, know-it-all answer man.In this extensively revised second edition, Adams has
made the story even more illuminating and helpful, adding three new chapters as well as three
powerful new tools. Change Your Questions, Change Your Life is practical yet simple, giving readers
an entertaining, step-by-step guide to a technique that will transform their personal and professional
lives. Great results really do begin with great questions - Marilee Adams shows you how to ask them!

1 on 1 questions to ask employees: EMPOWERED Marty Cagan, 2020-12-03 Great teams are
comprised of ordinary people that are empowered and inspired. They are empowered to solve hard
problems in ways their customers love yet work for their business. They are inspired with ideas and
techniques for quickly evaluating those ideas to discover solutions that work: they are valuable,
usable, feasible and viable. This book is about the idea and reality of achieving extraordinary results
from ordinary people. Empowered is the companion to Inspired. It addresses the other half of the
problem of building tech products?how to get the absolute best work from your product teams.
However, the book's message applies much more broadly than just to product teams. Inspired was
aimed at product managers. Empowered is aimed at all levels of technology-powered organizations:
founders and CEO's, leaders of product, technology and design, and the countless product
managers, product designers and engineers that comprise the teams. This book will not just inspire
companies to empower their employees but will teach them how. This book will help readers achieve
the benefits of truly empowered teams--

1 on 1 questions to ask employees: State of The Global Workplace Gallup, 2017-12-19 Only
15% of employees worldwide are engaged at work. This represents a major barrier to productivity
for organizations everywhere - and suggests a staggering waste of human potential. Why is this
engagement number so low? There are many reasons — but resistance to rapid change is a big one,
Gallup’s research and experience have discovered. In particular, organizations have been slow to
adapt to breakneck changes produced by information technology, globalization of markets for
products and labor, the rise of the gig economy, and younger workers’ unique demands. Gallup’s
2017 State of the Global Workplace offers analytics and advice for organizational leaders in
countries and regions around the globe who are trying to manage amid this rapid change. Grounded
in decades of Gallup research and consulting worldwide -- and millions of interviews -- the report
advises that leaders improve productivity by becoming far more employee-centered; build
strengths-based organizations to unleash workers’ potential; and hire great managers to implement
the positive change their organizations need not only to survive - but to thrive.

1 on 1 questions to ask employees: The Set-up-to-fail Syndrome Jean-Francois Manzoni,




Jean-Louis Barsoux, 2002 Annotation.

1 on 1 questions to ask employees: 12: The Elements of Great Managing Gallup, James
Harter, 2014-12-02 Based on the largest worldwide study of employee engagement and more than a
decade of research, Gallup explains the 12 elements essential to motivating employees and features
the inspiring stories of 12 managers who succeeded in these dimensions. More than a decade ago,
Gallup combed through its database of more than 1 million employee and manager interviews to
identify the elements most important in sustaining workplace excellence. These elements were
revealed in the international bestseller First, Break All the Rules. 12: The Elements of Great
Managing is that book’s long-awaited sequel. It follows great managers as they harness employee
engagement to turn around a failing call center, save a struggling hotel, improve patient care in a
hospital, maintain production through power outages, and successfully face a host of other
challenges in settings around the world. Gallup’s study now includes 10 million employee and
manager interviews spanning 114 countries and conducted in 41 languages. In 12, Gallup weaves its
latest insights with recent discoveries in the fields of neuroscience, game theory, psychology,
sociology and economics. Written for managers and employees of companies large and small, 12
explains what every company needs to know about creating and sustaining employee engagement.

1 on 1 questions to ask employees: The Stay Interview Richard Finnegan, 2015-03-18 Of all
the obstacles and surprises managers know are heading their way each day, the one they least
anticipate and prepare for is the resignation of a seemingly happy and extremely valued employee.
It’s the cement truck they never saw coming their way--but they could have.This invaluable resource
introduces managers to a powerful new engagement and retention tool that they absolutely must
begin utilizing ASAP: the stay interview. Smart companies and managers who have realized the
importance of being proactive with their employees and not taking anything for granted have begun
conducting these periodic reviews in order to discover why their important talent might leave and to
solve any problems before they actually quit.Written by the retention expert who pioneered the
process, The Stay Interview shows managers how to: ¢ Prepare for the stay interviewe Anticipate an
employee's top issues® Respond to difficult questionse Listen effectively and dig deepere Craft a
detailed and effective stay plan complete with timeline* Assess each employee's level of
engagement, predict potential exits, and communicate results to upper managementWhen you have
the right people in place, you can’t risk losing them. Complete with the five best questions to ask
and sample scripts for different situations, The Stay Interview provides the key to saving yourself
unnecessary headaches and surprises.

1 on 1 questions to ask employees: 501+ Great Interview Questions for Employers
Dianna Podmoroff, MBA, CHRP, 2016-02-12 This updated 2015 book contains a wide variety of
carefully worded questions for both employers and job seekers. Determine personality types, the
type of work a person is best suited for, and much more!

1 on 1 questions to ask employees: Accountable Leaders Vince Molinaro, 2020-06-10 Proven
methods to push your organization to its maximum potential with responsible leadership
Accountable Leaders is the real-world guide to propelling your business to extraordinary levels of
performance and achievement. Leadership accountability is a major issue in organizations around
the globe. Research has shown that teams and individual employees are overwhelmingly dissatisfied
with the degree of accountability demonstrated by their leaders. Effective teams need responsible
and accountable leaders—the solution seems simple. Yet, thousands of businesses are struggling
with mediocre performance and widening gaps in leadership. This essential resource provides
practical and no-nonsense strategies to transform any organization into a cohesive, highly motivated
culture of accountable leaders and fully committed teams. Bestselling author Dr. Vince Molinaro
shares his proven methods of optimal leadership accountability, providing a step-by-step blueprint
for leaders in any organization. Developed from years of experience helping Fortune 500 companies
build strong leaders and effective teams, this book will enable you to: Build strong leadership
accountability to leverage competitive advantage, increase team performance, and close the
leadership gap in your organization Understand why gaps in leadership occur and recognize



accountability issues in your own organization Develop an effective strategy to instill a culture of
accountability and responsibility in your business Identify and implement organizational practices
that encourage accountable leadership throughout your management structure Accountable Leaders
is a vital guide for anyone who leads a team: from managers and supervisors, to CEOs and CHROs.
This invaluable guide will provide the tools and knowledge to take you and your organization to
incredible levels of performance and achievement.

1 on 1 questions to ask employees: The Five Most Important Questions You Will Ever
Ask About Your Organization Peter F. Drucker, 2008-04-18 With Peter Drucker's five essential
questions and the help of five of today's thought leaders, this little book will challenge readers to
take a close look at the very heart of their organizations and what drives them. A tool for
self-assessment and transformation, answering these five questions will fundamentally change the
way you work, helping you lead your organization to an exceptional level of performance. Peter
Drucker's five questions are: What is our Mission? with Jim Collins Who is our Customer? with Phil
Kotler What does the Customer Value? with Jim Kouzes What are our Results? with Judith Rodin
What is our Plan? with V. Kasturi Rangan These essential questions, grounded in Peter Drucker's
theories of management, will take readers on a exploration of organizational and personal
self-discovery, giving them a means to assess how to be--how to develop quality, character, mind-set,
values and courage. The questions lead to action. By asking these questions, readers can focus on
why they are doing what they are doing in their work, and how to do it better. Designed for today's
busy professionals, this brief, clear and accessible book will challenge readers to ask these
provocative questions and it will stimulate spirited discussions and action within any organization,
inspiring positive change and new levels of excellence, helping all to envision the future of theirs' or
any organization.

1 on 1 questions to ask employees: How to Say Anything to Anyone Shari Harley,
2013-01-07 Take charge of your career by taking charge of your business relationships and
communication skills. We all know how it feels when our colleagues talk about us but not to us. It's
frustrating, and it creates tension. When effective communication is missing in the workplace,
employees feel like they're working in the dark. Leaders don't have crucial conversations; managers
are frustrated when outcomes are not what they expect; and employees often don’t get positive
feedback or constructive feedback. Many of us remain passive against poor communication habits
and communication barriers, hoping that business communication will miraculously improve--but it
won't. Business communication and relationships won’t improve without skills and effort. The people
you work with can work with you, around you, or against you. How people work with you depends on
the business relationships you cultivate. Do your colleagues trust you? Can they speak openly to you
when projects and tasks go awry? Do you have effective communication skills? Take charge of your
career by eliminating communication barriers and taking charge of your business relationships.
Make your work environment less tense and more productive by improving communication skills.
Set relationship expectations, work with people how they like to work, and give positive feedback
and constructive feedback. In How to Say Anything to Anyone, you'll learn how to: - ask for what you
want at work - improve communication skills - strengthen all types of working relationships - reduce
the gossip and drama in your office - tell people when you’re frustrated and have difficult
conversations in a way that resonates - take action on your ideas and feelings - get honest positive
feedback and constructive feedback on your performance Harley shares the real-life stories of
people who have struggled to get what they want at work. With her clear and specific business
communication roadmap in hand, Harley enables you to improve communication skills and create
the career and business relationships you really want--and keep them.

1 on 1 questions to ask employees: The Advantage Patrick M. Lencioni, 2012-03-14 There is
a competitive advantage out there, arguably more powerful than any other. Is it superior strategy?
Faster innovation? Smarter employees? No, New York Times best-selling author, Patrick Lencioni,
argues that the seminal difference between successful companies and mediocre ones has little to do
with what they know and how smart they are and more to do with how healthy they are. In this book,



Lencioni brings together his vast experience and many of the themes cultivated in his other
best-selling books and delivers a first: a cohesive and comprehensive exploration of the unique
advantage organizational health provides. Simply put, an organization is healthy when it is whole,
consistent and complete, when its management, operations and culture are unified. Healthy
organizations outperform their counterparts, are free of politics and confusion and provide an
environment where star performers never want to leave. Lencioni’s first non-fiction book provides
leaders with a groundbreaking, approachable model for achieving organizational health—complete
with stories, tips and anecdotes from his experiences consulting to some of the nation’s leading
organizations. In this age of informational ubiquity and nano-second change, it is no longer enough
to build a competitive advantage based on intelligence alone. The Advantage provides a foundational
construct for conducting business in a new way—one that maximizes human potential and aligns the
organization around a common set of principles.

1 on 1 questions to ask employees: A More Beautiful Question Warren Berger, 2014-03-04
To get the best answer-in business, in life-you have to ask the best possible question. Innovation
expert Warren Berger shows that ability is both an art and a science. It may be the most
underappreciated tool at our disposal, one we learn to use well in infancy-and then abandon as we
grow older. Critical to learning, innovation, success, even to happiness-yet often discouraged in our
schools and workplaces-it can unlock new business opportunities and reinvent industries, spark
creative insights at many levels, and provide a transformative new outlook on life. It is the ability to
question-and to do so deeply, imaginatively, and “beautifully.” In this fascinating exploration of the
surprising power of questioning, innovation expert Warren Berger reveals that powerhouse
businesses like Google, Nike, and Netflix, as well as hot Silicon Valley startups like Pandora and
Airbnb, are fueled by the ability to ask fundamental, game-changing questions. But Berger also
shares human stories of people using questioning to solve everyday problems-from “How can I adapt
my career in a time of constant change?” to “How can I step back from the daily rush and figure out
what really makes me happy?” By showing how to approach questioning with an open, curious mind
and a willingness to work through a series of “Why,” “What if,” and “How” queries, Berger offers an
inspiring framework of how we can all arrive at better solutions, fresh possibilities, and greater
success in business and life.

1 on 1 questions to ask employees: First, Break All the Rules Marcus Buckingham, Curt
Coffman, 2014-02-02 Gallup presents the remarkable findings of its revolutionary study of more than
80,000 managers in First, Break All the Rules, revealing what the world’s greatest managers do
differently. With vital performance and career lessons and ideas for how to apply them, it is a
must-read for managers at every level. The greatest managers in the world seem to have little in
common. They differ in sex, age, and race. They employ vastly different styles and focus on different
goals. Yet despite their differences, great managers share one common trait: They do not hesitate to
break virtually every rule held sacred by conventional wisdom. They do not believe that, with enough
training, a person can achieve anything he sets his mind to. They do not try to help people overcome
their weaknesses. They consistently disregard the golden rule. And, yes, they even play favorites.
This amazing book explains why. Gallup presents the remarkable findings of its massive in-depth
study of great managers across a wide variety of situations. Some were in leadership positions.
Others were front-line supervisors. Some were in Fortune 500 companies; others were key players in
small entrepreneurial companies. Whatever their situations, the managers who ultimately became
the focus of Gallup’s research were invariably those who excelled at turning each employee’s talent
into performance. In today’s tight labor markets, companies compete to find and keep the best
employees, using pay, benefits, promotions, and training. But these well-intentioned efforts often
miss the mark. The front-line manager is the key to attracting and retaining talented employees. No
matter how generous its pay or how renowned its training, the company that lacks great front-line
managers will suffer. The authors explain how the best managers select an employee for talent
rather than for skills or experience; how they set expectations for him or her — they define the right
outcomes rather than the right steps; how they motivate people — they build on each person’s




unique strengths rather than trying to fix his weaknesses; and, finally, how great managers develop
people — they find the right fit for each person, not the next rung on the ladder. And perhaps most
important, this research — which initially generated thousands of different survey questions on the
subject of employee opinion — finally produced the twelve simple questions that work to distinguish
the strongest departments of a company from all the rest. This book is the first to present this
essential measuring stick and to prove the link between employee opinions and productivity, profit,
customer satisfaction, and the rate of turnover. There are vital performance and career lessons here
for managers at every level, and, best of all, the book shows you how to apply them to your own
situation.

1 on 1 questions to ask employees: The New Rules of Work Kathryn Minshew, Alexandra
Cavoulacos, 2017-04-20 The modern playbook to finding the perfect career path, landing the right
job, and waking up excited for work every day, from founders of online network TheMuse.com. 'In
today's digital age, finding job listings and endless data about those jobs is easy. What's difficult is
making sense of it all. With The New Rules of Work, Muse founders Alexandra Cavoulacos and
Kathryn Minshew give us the tools we need to navigate the modern job search and align our careers
with our true values and passions.' Arianna Huffington, Founder and CEO Thrive Global, NYT
Bestselling author In this definitive guide to the ever-changing modern workplace, Kathryn Minshew
and Alexandra Cavoulacos, the co-founders of popular career website TheMuse.com, show how to
find your perfect career. Through quick exercises and structured tips, the authors guide you as you
sort through your countless options; communicate who you are and why you are valuable; and stand
out from the crowd. The New Rules of Work shows how to choose a perfect career path, land the
best job, and wake up feeling excited to go to work every day-- whether you are starting out in your
career, looking to move ahead, navigating a mid-career shift, or anywhere in between.

1 on 1 questions to ask employees: The Art of Leadership Michael Lopp, 2020-05-13 Many
people think leadership is a higher calling that resides exclusively with a select few who practice and
preach big, complex leadership philosophies. But as this practical book reveals, what’s most
important for leadership is principled consistency. Time and again, small things done well build trust
and respect within a team. Using stories from his time at Netscape, Apple, and Slack, Michael Lopp
presents a series of small but compelling practices to help you build leadership skills. You’ll learn
how to create teams that are highly productive, highly respected, and highly trusted. Lopp has been
speaking and writing about this topic for over a decade and now maintains a Slack leadership
channel with over 13,000 members. The essays in this book examine the practical skills Lopp
learned from exceptional leaders—as a manager at Netscape, a senior manager and director at
Apple, and an executive at Slack. You'll learn how to apply these lessons to your own experience.

1 on 1 questions to ask employees: Dare to Lead Brené Brown, 2018-10-11 In her #1 NYT
bestsellers, Brené Brown taught us what it means to dare greatly, rise strong and brave the
wilderness. Now, based on new research conducted with leaders, change makers and culture
shifters, she’s showing us how to put those ideas into practice so we can step up and lead.
Leadership is not about titles, status and power over people. Leaders are people who hold
themselves accountable for recognising the potential in people and ideas, and developing that
potential. This is a book for everyone who is ready to choose courage over comfort, make a
difference and lead. When we dare to lead, we don't pretend to have the right answers; we stay
curious and ask the right questions. We don't see power as finite and hoard it; we know that power
becomes infinite when we share it and work to align authority and accountability. We don't avoid
difficult conversations and situations; we lean into the vulnerability that’s necessary to do good
work. But daring leadership in a culture that's defined by scarcity, fear and uncertainty requires
building courage skills, which are uniquely human. The irony is that we're choosing not to invest in
developing the hearts and minds of leaders at the same time we're scrambling to figure out what we
have to offer that machines can't do better and faster. What can we do better? Empathy, connection
and courage to start. Brené Brown spent the past two decades researching the emotions that give
meaning to our lives. Over the past seven years, she found that leaders in organisations ranging




from small entrepreneurial start-ups and family-owned businesses to non-profits, civic organisations
and Fortune 50 companies, are asking the same questions: How do you cultivate braver, more
daring leaders? And, how do you embed the value of courage in your culture? Dare to Lead answers
these questions and gives us actionable strategies and real examples from her new research-based,
courage-building programme. Brené writes, ‘One of the most important findings of my career is that
courage can be taught, developed and measured. Courage is a collection of four skill sets supported
by twenty-eight behaviours. All it requires is a commitment to doing bold work, having tough
conversations and showing up with our whole hearts. Easy? No. Choosing courage over comfort is
not easy. Worth it? Always. We want to be brave with our lives and work. It's why we're here.’

1 on 1 questions to ask employees: HOW TO WIN FRIENDS & INFLUENCE PEOPLE Dale
Carnegie, 2023-11-26 Dale Carnegie's 'How to Win Friends & Influence People' is a timeless
self-help classic that explores the art of building successful relationships through effective
communication. Written in a straightforward and engaging style, Carnegie's book provides practical
advice on how to enhance social skills, improve leadership qualities, and achieve personal and
professional success. The book is a must-read for anyone looking to navigate social dynamics and
connect with others in a meaningful way, making it a valuable resource in today's interconnected
world. With anecdotal examples and actionable tips, Carnegie's work resonates with readers of all
ages and backgrounds, making it a popular choice for personal development and growth. Carnegie's
ability to distill complex social principles into simple, actionable steps sets this book apart as a
timeless guide for building lasting relationships and influencing others positively. Readers will
benefit from Carnegie's wisdom and insight, gaining valuable tools to navigate social interactions
and achieve success in their personal and professional lives.

1 on 1 questions to ask employees: Flying Without a Net Thomas DeLong, 2011 Confronted
by omnipresent threats of job loss and change, even the brightest among us are anxious. Packed
with practical advice and inspiring stories, Flying Without a Net explains how to draw strength from
vulnerability.

1 on 1 questions to ask employees: StandOut Marcus Buckingham, 2011-09-13 StandOut,
the revolutionary new book and online assessment tool from Marcus Buckingham, is the result of
extensive research, statistical testing, and analysis of the world's top performers. From the coauthor
of Now, Discover Your Strengths and the recognized leader of the strengths movement, StandOut
unveils your top two Strength Roles and offers sharp, practical ideas that professionals and
managers in any organization can use to find their edge and win at work.

1 on 1 questions to ask employees: Conferences that Work Adrian Segar, 2010 Author and
peer conference expert Adrian Segar shows you how peer conferences use innovative group process
to not only generate the right conference sessions but also encourage meaningful and memorable
attendee interactions. Using insightful sidebars illuminating key details as well as real-world stories
illustrating important concepts, he guides you step-by-step through his proven strategy for creating
productive conferences that attendees love.-- Back cover.

1 on 1 questions to ask employees: The Effective Manager Mark Horstman, 2016-07-05 The
how-to guide for exceptional management from the bottom up The Effective Manager is a hands-on
practical guide to great management at every level. Written by the man behind Manager Tools, the
world's number-one business podcast, this book distills the author's 25 years of management
training expertise into clear, actionable steps to start taking today. First, you'll identify what
effective management actually looks like: can you get the job done at a high level? Do you attract
and retain top talent without burning them out? Then you'll dig into the four critical behaviors that
make a manager great, and learn how to adjust your own behavior to be the leader your team needs.
You'll learn the four major tools that should be a part of every manager's repertoire, how to use
them, and even how to introduce them to the team in a productive, non-disruptive way. Most
management books are written for CEOs and geared toward improving corporate management, but
this book is expressly aimed at managers of any level—with a behavioral framework designed to be
tailored to your team's specific needs. Understand your team's strengths, weaknesses, and goals in a




meaningful way Stop limiting feedback to when something goes wrong Motivate your people to
continuous improvement Spread the work around and let people stretch their skills Effective
managers are good at the job and good at people. The key is combining those skills to foster your
team's development, get better and better results, and maintain a culture of positive productivity.
The Effective Manager shows you how to turn good into great with clear, actionable, expert
guidance.

1 on 1 questions to ask employees: HBR's 10 Must Reads on Managing People, Vol. 2 (with
bonus article “The Feedback Fallacy” by Marcus Buckingham and Ashley Goodall) Harvard Business
Review, Marcus Buckingham, Michael D. Watkins, Linda A. Hill, Patty McCord, 2020-03-24 Are you a
good boss--or a great one? Get more of the management ideas you want, from the authors you trust,
with HBR's 10 Must Reads on Managing People (Vol. 2). We've combed through hundreds of
Harvard Business Review articles and selected the most important ones to help you master the
innumerable challenges of being a manager. With insights from leading experts including Marcus
Buckingham, Michael D. Watkins, and Linda Hill, this book will inspire you to: Draw out your
employees' signature strengths Support a culture of honesty and civility Cultivate better
communication and deeper trust among global teams Give feedback that will help your people excel
Hire, reward, and tolerate only fully formed adults Motivate your employees through small wins
Foster collaboration and break down silos across your company This collection of articles includes
Are You a Good Boss--or a Great One?, by Linda A. Hill and Kent Lineback; Let Your Workers Rebel,
by Francesca Gino; The Feedback Fallacy, by Marcus Buckingham and Ashley Goodall; The Power of
Small Wins, by Teresa M. Amabile and Steven J. Kramer; The Price of Incivility, by Christine Porath
and Christine Pearson; What Most People Get Wrong About Men and Women, by Catherine H.
Tinsley and Robin ]J. Ely; How Netflix Reinvented HR, by Patty McCord; Leading the Team You
Inherit, by Michael D. Watkins; The Overcommitted Organization, by Mark Mortensen and Heidi K.
Gardner; Global Teams That Work, by Tsedal Neeley; Creating the Best Workplace on Earth, by Rob
Goffee and Gareth Jones.

1 on 1 questions to ask employees: Why Do So Many Incompetent Men Become
Leaders? Tomas Chamorro-Premuzic, 2019-02-19 Look around your office. Turn on the TV.
Incompetent leadership is everywhere, and there's no denying that most of these leaders are men. In
this timely and provocative book, Tomas Chamorro-Premuzic asks two powerful questions: Why is it
so easy for incompetent men to become leaders? And why is it so hard for competent
people--especially competent women--to advance? Marshaling decades of rigorous research,
Chamorro-Premuzic points out that although men make up a majority of leaders, they underperform
when compared with female leaders. In fact, most organizations equate leadership potential with a
handful of destructive personality traits, like overconfidence and narcissism. In other words, these
traits may help someone get selected for a leadership role, but they backfire once the person has the
job. When competent women--and men who don't fit the stereotype--are unfairly overlooked, we all
suffer the consequences. The result is a deeply flawed system that rewards arrogance rather than
humility, and loudness rather than wisdom. There is a better way. With clarity and verve,
Chamorro-Premuzic shows us what it really takes to lead and how new systems and processes can
help us put the right people in charge.

1 on 1 questions to ask employees: The First 90 Days, Updated and Expanded Michael D.
Watkins, 2013-04-23 The world’s most trusted guide for leaders in transition Transitions are a
critical time for leaders. In fact, most agree that moving into a new role is the biggest challenge a
manager will face. While transitions offer a chance to start fresh and make needed changes in an
organization, they also place leaders in a position of acute vulnerability. Missteps made during the
crucial first three months in a new role can jeopardize or even derail your success. In this updated
and expanded version of the international bestseller The First 90 Days, Michael D. Watkins offers
proven strategies for conquering the challenges of transitions—no matter where you are in your
career. Watkins, a noted expert on leadership transitions and adviser to senior leaders in all types of
organizations, also addresses today’s increasingly demanding professional landscape, where



managers face not only more frequent transitions but also steeper expectations once they step into
their new jobs. By walking you through every aspect of the transition scenario, Watkins identifies the
most common pitfalls new leaders encounter and provides the tools and strategies you need to avoid
them. You'll learn how to secure critical early wins, an important first step in establishing yourself in
your new role. Each chapter also includes checklists, practical tools, and self-assessments to help
you assimilate key lessons and apply them to your own situation. Whether you're starting a new job,
being promoted from within, embarking on an overseas assignment, or being tapped as CEO, how
you manage your transition will determine whether you succeed or fail. Use this book as your
trusted guide.

1 on 1 questions to ask employees: Radical Candor Kim Scott, 2019-09

1 on 1 questions to ask employees: The Surprising Power of Liberating Structures Henri
Lipmanowicz, Keith McCandless, 2014-10-28 Smart leaders know that they would greatly increase
productivity and innovation if only they could get everyone fully engaged. So do professors,
facilitators and all changemakers. The challenge is how. Liberating Structures are novel, practical
and no-nonsense methods to help you accomplish this goal with groups of any size. Prepare to be
surprised by how simple and easy they are for anyone to use. This book shows you how with detailed
descriptions for putting them into practice plus tips on how to get started and traps to avoid. It takes
the design and facilitation methods experts use and puts them within reach of anyone in any
organization or initiative, from the frontline to the C-suite. Part One: The Hidden Structure of
Engagement will ground you with the conceptual framework and vocabulary of Liberating
Structures. It contrasts Liberating Structures with conventional methods and shows the benefits of
using them to transform the way people collaborate, learn, and discover solutions together. Part
Two: Getting Started and Beyond offers guidelines for experimenting in a wide range of applications
from small group interactions to system-wide initiatives: meetings, projects, problem solving, change
initiatives, product launches, strategy development, etc. Part Three: Stories from the Field
illustrates the endless possibilities Liberating Structures offer with stories from users around the
world, in all types of organizations -- from healthcare to academic to military to global business
enterprises, from judicial and legislative environments to R&D. Part Four: The Field Guide for
Including, Engaging, and Unleashing Everyone describes how to use each of the 33 Liberating
Structures with step-by-step explanations of what to do and what to expect. Discover today what
Liberating Structures can do for you, without expensive investments, complicated training, or
difficult restructuring. Liberate everyone's contributions -- all it takes is the determination to
experiment.

1 on 1 questions to ask employees: Julie Zhuo's The Making of a Manager Summary Genie,
2019-10-08 Overview and Analysis of Julie Zhuo's The Making of a Manager by Summary Genie.In
this book, you will find: -Chapter by Chapter Analysis-Background information about the
book-Background information about the author-Trivia QuestionsAnd More!Download and Start
Reading Immediately!Note: This is an unofficial companion guide to Julie Zhuo's The Making of a
Manager It is meant to enhance your reading experience and is not the original book

1 on 1 questions to ask employees: The Power of Stay Interviews for Engagement and
Retention Richard P. Finnegan, 2018 For decades organizations have struggled to better engage
and retain their best employees. This book proposes a proven and proactive approach, the Stay
Interview: an easy-to-use tool to uncover, anticipate, and resolve issues and concerns before your
best employees leave. --

1 on 1 questions to ask employees: Courageous Cultures Karin Hurt, David Dye, 2020-07-28
From executives complaining that their teams don’t contribute ideas to employees giving up because
their input isn’t valued--company culture is the culprit. Courageous Cultures provides a road map to
build a high-performance, high-engagement culture around sharing ideas, solving problems, and
rewarding contributions from all levels. Many leaders are convinced they have an open environment
that encourages employees to speak up and are shocked when they learn that employees are holding
back. Employees have ideas and want to be heard. Leadership wants to hear them. Too often,



however, employees and leaders both feel that no one cares about making things better. The
disconnect typically only widens over time, with both sides becoming more firmly entrenched in
their viewpoints. Becoming a courageous culture means building teams of microinnovators, problem
solvers, and customer advocates working together. In our world of rapid change, a courageous
culture is your competitive advantage. It ensures that your company is “sticky” for both customers
and employees. In Courageous Cultures, you’ll learn practical tools that help you: Learn the
difference between microinnovators, problem solvers, and customer advocates and how they work
together. See how the latest research conducted by the authors confirms why organizations struggle
when it comes to creating strong cultures where employees are encouraged to contribute their best
thinking. Learn proven models and tools that leaders can apply throughout all levels of the
organization, to reengage and motivate employees. Understand best practices from companies
around the world and learn how to apply these strategies and techniques in your own organization.
This book provides you with the practical tools to uncover, leverage, and scale the best ideas from
every level of your organization.

1 on 1 questions to ask employees: Pain Management and the Opioid Epidemic National
Academies of Sciences, Engineering, and Medicine, Health and Medicine Division, Board on Health
Sciences Policy, Committee on Pain Management and Regulatory Strategies to Address Prescription
Opioid Abuse, 2017-09-28 Drug overdose, driven largely by overdose related to the use of opioids, is
now the leading cause of unintentional injury death in the United States. The ongoing opioid crisis
lies at the intersection of two public health challenges: reducing the burden of suffering from pain
and containing the rising toll of the harms that can arise from the use of opioid medications. Chronic
pain and opioid use disorder both represent complex human conditions affecting millions of
Americans and causing untold disability and loss of function. In the context of the growing opioid
problem, the U.S. Food and Drug Administration (FDA) launched an Opioids Action Plan in early
2016. As part of this plan, the FDA asked the National Academies of Sciences, Engineering, and
Medicine to convene a committee to update the state of the science on pain research, care, and
education and to identify actions the FDA and others can take to respond to the opioid epidemic,
with a particular focus on informing FDA's development of a formal method for incorporating
individual and societal considerations into its risk-benefit framework for opioid approval and
monitoring.

1 on 1 questions to ask employees: Delegating Effectively Institute of Leadership &
Management, 2007-06-07 With forty well-structured and easy to follow topics to choose from, each
workbook has a wide range of case studies, questions, and activities to meet both the individual or
organization's training needs. Whether studying for an ILM qualification or looking to enhance the
skills of your employees, 'Super Series' provides essential solutions, frameworks and techniques to
support management and leadership development.

1 on 1 questions to ask employees: How Leaders Can Inspire Accountability Michael Timms,
2021-09-15 Leadership development consultant Michael Timms has discovered three powerful habits
that not only make one a better leader, but also encourage those they lead to take greater
accountability themselves. Using a compelling combination of teaching principles and illustrations
backed by loads of scientific studies, Timms reveals three habits of personal accountability that are
easy to implement and which can instantly begin transforming positional leaders into true leaders
who inspire everyone to take more accountability for results.

1 on 1 questions to ask employees: Chief Culture Officer Grant McCracken, 2009-11-10
Trenchantly on point and bursting with insight, anthropologist Grant McCracken shows American
corporations how keeping a finger on the pulse of contemporary cultural trends can change their
business practices for the better -- and ahead of the curve. Levi-Strauss, the jeans and apparel
maker, missed out on the hip-hop trend. They didn't realize that those kids in baggy jeans
represented a whole new -- and lucrative -- market opportunity, one they could have seen coming if
they had but been paying attention to the shape of American culture. Levi Strauss isn't alone. Too
many corporations outsource their understanding of culture to trend hunters, cool watchers,




marketing experts, consulting firms, and, sometimes, teenage interns. The cost to Levi-Strauss was a
billion dollars. The cost to the rest of corporate America is immeasurable. The lesson? The American
corporation needs a new professional. It needs a Chief Culture Officer. Grant McCracken, an
anthropologist who now trains some of the world's biggest companies and consulting firms, argues
that the CCO would keep a finger on the pulse of contemporary cultural trends-from sneakers to
slow food to preppies-while developing a systematic understanding of the deep waves of culture in
America and the world. The CCO's professionalism would allow the corporation to see coming
changes, even when they only exist as the weakest of signals. Delightfully authoritative, trenchantly
on point, bursting with insight and character, Chief Culture Officer is sure to expand your
horizons-and your business.

ADDITIONAL RESOURCES

77 GReAT QUESTIONS TO Ask EMPLOYEES AT YOUR NEXT ONE-ON ...
(USE THESE ONE ON ONE MEETING QUESTIONS TO HELP YOU BUILD RAPPORT WITH REMOTE EMPLOYEES AND IDENTIFY POTENTIAL
ISSUES TO WORK WITH THEM TO RESOLVE.

+ - -
IN ADDITION TO ASKING YOUR DIRECT REPORT TO SET THE AGENDA, YOU CAN COME ARMED WITH A FE\W THOUGHTFUL
QUESTIONS OF YOUR OWN. THIS LIST CAN SPUR IDEAS. MANY MANAGERS LIKE TO USE THE ...

EiGHT QUESTIONS EVERY MANAGER SHOULD ASk EMPLOYEES TO ...
INSTRUCTIONS: USE THE QUESTIONS LISTED BELOW TO HAVE IN"DEPTH CONVERSATIONS WITH YOUR EMPLOYEES TO ASSESS
THEIR LEVEL OF ENGAGEMENT IN BOTH THEIR WORK AND THE ORGANIZATION. RESPOND TO THE ...

1: T AGENDA TEMPLATE ¢ QUESTIONS FOR DIRECT REPORTS
BE ATTENTIVE TO QUESTIONS: WHAT IS SAID, AND HOW IT IS SAID FROM OTHERS. ASK OPEN-ENDED QUESTIONS TO CHECK IN
FOR UNDERSTANDING AND PROGRESS. INCREASE INVOLVEMENT OF OTHERS: HAVE PARTICIPANTS ...

QUESTIONS | WANT TO ASK . EXAMPLES: * WHAT INTERESTS YOU ABOUT THE PROJECT(S) YOU’RE CURRENTLY WORKING
ON, AND WHY? * W/HAT DO YOU LIKE ABOUT YOUR ROLE? W/HAT WOULD YOU LIKE TO SEE ...

GuUIDE TO EFFECTIVE ONE ON ONE MEETINGS WITH YOUR EMPLOYEES
TrY THE 80/20 RULE IN YOUR ONE-ON-ONE MEETINGS. ACTIVELY LISTEN 80% OF THE TIME AND ONLY SPEAK ABOUT 20%.

SAMPLE ROUNDING QUESTIONS - CAPSTONE LEADERSHIP
SAMPLE ROUNDING QUESTIONS 1. IN WHAT WAYS CAN | SUPPORT YOU IN MANAGING THE STRESS THAT COMES WITH OUR
\WORK HERE IN THE DEPARTMENT? 2. ARE YOU AWARE OF ANYTHING THAT MAY POSE A ...

7/ GREAT 1-ON-1 QUESTIONS TO ASK REMOTE DIRECT REPORTS AND ...
PHYSICAL DISTANCE CREATES UNIQUE CHALLENGES FOR REMOTE DIRECT REPORTS — ESPECIALLY IN THE AREAS OF TRUST,
COMMUNICATION, AND COLLABORATION. SMART MANAGERS TAILOR THEIR 1-ON- T QUESTIONS TO BETTER ...

How To MAKE Your ONe-ON-ONES WITH EMPLOYEES MORE ...
SOME MANAGERS ASK EMPLOYEES TO BUILD A TEMPLATE LISTING THE CHALLENGES THEY’RE FACING ALONG WITH POTENTIAL
SOLUTIONS IN ADVANCE OF THEIR MEETINGS, SAYS SAUNDERS.

1:1 MEeTINGS - UNIVERSITY OF BRISTOL
REGULAR 1:1 MEETINGS WITH YOUR STAFF ARE A WAY TO BE CLEAR ON EXPECTATIONS, CATCH UP WITH KEY ISSUES, OFFER
SUPPORT AND GUIDANCE, AND PREVENT MINOR ISSUES BECOMING MAJOR ONES.

QUESTIONS TO ASK AT YOUR NEXT ONE TO ONE MEETING

W/HAT DO YOU ENJOY MOST ABOUT WHAT YOU DOP W/HAT SEPARATES YOU AND YOUR COMPANY FROM THE COMPETITION?
W/HAT ADVICE DO YOU HAVE FOR SOMEONE STARTING OUT IN YOUR TYPE OF BUSINESS? ...



PERFORMANCE EVALUATIONS SAMPLE QUESTIONS TO ASK YOUR ...

SAMPLE QUESTIONS TO ASk YOUR EMPLOYEES WEEKLY EMPLOYEE NAME: 1.) HOW IS YOUR ROLE GOING THUS FAR? “DID You
HAVE ANY VICTORIES THIS WEEK?” A. EXPRESS GRATITUDE FOR (ACKNOWLEDGING, ...

Top QUESTIONS TO ENGAGE EMPLOYEES € SPUR STRATEGIC ...

Top QUESTIONS TO ENGAGE EMPLOYEES § SPUR STRATEGIC THINKING ASK QUESTIONS UNTIL YOU GET THE ANSWERS YOU
WANT, AND ASK BETTER QUESTIONS WITH THESE EXAMPLES TAKEN FROM OUR RESOURCES ...

Torp 50 MusT-HAVE EMPLOYEE ENGAGEMENT SURVEY (QUESTIONS
BUSINESSES ARE ADAPTING AS A RESULT, SEEKING DATA-DRIVEN AND HUMAN-CENTRED PEOPLE STRATEGIES. STAYING AGILE AND
BEING RESILIENT HAS BECOME THE MOST CRITICAL FACTORS TO SUCCESS, NOT ONLY FOR ...

STRENGTHENING RELATIONSHIPS THROUGH ROUNDING - CAPSTONE ...
ALL QUESTIONS POSED SHOULD BE USEFUL, PURPOSEFUL INQUIRIES. QUESTIONS MAY CHANGE OVER TIME, BUT WILL LIKELY
FOCUS ON SAFETY, EQUIPMENT, SUPPLIES, AND SPACE, TRAINING, RECENT OR PROPOSED ...

5 QUESTIONS EVERY MANAGER NEeDS TO ASk THEIR DIRECT REPORTS ...
\X/ITH THESE FIVE NEEDS IN MIND, CONSIDER INCORPORATING THE QUESTIONS BELOW INTO ROUTINE CHECK-INS WITH YOUR DIRECT
REPORTS, SO THAT YOU CAN ASK EMPLOYEES THE QUESTIONS THEY WANT TO HEAR BEFORE ...

1-ON-T1 PREP FOR DIRECT REPORTS - FrRANKLINCOVEY
1-ON-1 PREP FOR DIRECT REPORTS USE THIS GUIDE TO THINK THROUGH TOPICS YOU’D LIKE TO DISCUSS WITH YOUR
LEADER. YOU LIKELY WON’T HAVE TIME TO COVER EVERY TOPIC EVERY TIME, BUT IT’S A ...

CHeck-IN CONVERSATIONS LEADERSHIPINSIGHT - MIDDLEBURY
CHECK‘IN CONVERSATIONS ARE YOUR AVENUE TO HELP YOUR EMPLOYEES ANSWER THESE QUESTIONS BECAUSE THEY PROVIDE
YOU WITH INSIGHTS INTO HOW YOUR EMPLOYEES ARE FEELING, WHAT THEY ARE ...

DeVELOPING YOUR EMPLOYEES (QUESTIONS TO ASk DURING CAREER ...
MAKE SURE THE CONTENT OF THE DISCUSSION IS DOCUMENTED AND THAT EMPLOYEES FEELS AS THOUGH THEY ARE CLEAR ON THE
NEXT STEPS WHICH COULD INCLUDE LEARNING BY EXPERIENCE, FROM OTHERS, OR THROUGH ...

SOLUTION: EMPLOYEE RoUNDING - CAPSTONE LEADERSHIP
DEDICATED TIME THAT A LEADER TAKES TO TALK (USUALLY 11, BUT COULD BE IN A SMALL GROUP) WITH EMPLOYEES (IN THEIR
DEPARTMENT OR OTHER DEPARTMENTS) OR PHYSICIANS.

CMS MANUAL SYSTEM - CENTERS FOR MEDICARE § MEDICAID ...
R 3/20/20.2/20.2.1-MobeL AbMissioN QUESTIONS To Ask MebpicARE Benericiaries R 3/20/20.2/20.2.2 -
DOCUMENTATION TO SUPPORT THE ADMISSION ProCESS . [II. FUNDING: ... NOTE: IF YOU ARE AGED ...

ErGonoMic ASSESSMENT DATE ACTIVITY ASSESSED CHECKLIST
(] TO 3 HOURS) 7 Do EMPLOYEES PERFORM TASKS THAT REQUIRE AWKW ARD BACK ANGLES TO BE HELD FOR EXTENDED PERIODS
oF TIME (2 To 3 HOURS)? I.E...HUNCHING, BENDING, OR SQUATTING ... BRIEF ...

FosTERING PSYCHOLOGICAL SAFETY IN TEAMS RESOURCE GUIDE
PROVIDES A GOOD FRAMEWORK FOR THE KINDS OF QUESTIONS ORGANIZATIONS CAN ASK EMPLOYEES TO ASSESS THEIR
PSYCHOLOGICAL SAFETY. READ THIS REPORT TO LEARN WHAT YOUR MANAGERS ARE DOING WELL, AND ...

DeVELOPING YOUR EMPLOYEES QUESTIONS TO Ask DURING CAREER ...
UHR - EMPLOYEE DEVELOPMENT 1 DEVELOPING YOUR EMPLOYEES QUESTIONS TO Ask DURING CAREER CONVERSATIONS THE
UNIVERSITY EXPECTS SUPERVISORS TO SUPPORT EMPLOYEES IN THEIR CAREER ...

2023 PEW RESEARCH CENTERS AMERICAN TRENDS PANEL ...
May 17,2023 - ASK IF YES TO POLICIES ENSURING FAIR TREATMENT (DEIPOLICY 1c=1) [N=3,033] PoLicies
TO ENSURE THAT C. EVERYONE IS TREATED FAIRLY IN HIRING, PAY OR PROMOTIONS FEB 6 ...

Suioe 1
* EMPLOYEES WITH DISABILITIES ENTITLED TO SAME ACCESS TO EMPLOYER-PROVIDED PROGRAMS (NO DISPARATE TREATMENT) -
ExAMPLE: EMPLOYER HAS TELEWORK POLICY PERMITTING UP TO 3 ... * TRY TO ...



7 QUESTIONS EVERY EMPLOYER SHOULD Ask BEFORE HIRING ...
DETERMINED BASED ON JOB DUTIES AND SALARY LEVEL. THESE EMPLOYEES MAY BE EXCLUDED FROM THE MINIMUM WAGE AND
OVERTIME PROVISIONS OF THE FLSA OR SIMILAR STATE LAWS. NON-EXEMPT ...

QUESTIONS AND ANSWERS ABOUT HEALTH INSURANCE - IN.Gov
SOME EMPLOYERS ALLOW EMPLOYEES TO CHOOSE BETWEEN SEVERAL PLANS, INCLUDING BOTH INDEMNITY INSURANCE AND
MANAGED CARE. OTHER EMPLOYERS OFFER ONLY ONE PLAN. SOME GROUP PLANS OFFER ...

MAY | Ask WHeN You ARE RETIRING? - MRA
* ASK PROBING QUESTIONS OF EMPLOYEES WHO TALK ABOUT RETIREMENT OR LEAVING THE ORGANIZATION SUCH AS/ “SO WE
MAY TRANSITION YOUR WORKLOAD AS EFFECTIVELY AND EFFICIENTLY AS POSSIBLE, ID ...

BY KINDRA GORDON Ask ‘BLUE-SkY’> QUESTIONS
PROJECTS. He ADDS, WHEN YOU ASK QUESTIONS, THE PROCESS/THIS DIFFERENT APPROACH OPENS YOUR THINKING. BERGER EVEN
GOES SO FAR AS TO SUGGEST THAT MISSION STATEMENTS SHOULD BE REPLACED ...

BesT QuesTions To Ask IN GUESS WHO - TIMEHELPER-BETA.ORASES
BesT QUESTIONS To Ask IN GUESS WHO BEST QUESTIONS TO ASK IN GUESS WHO: GUESS W/HO CHRIS MCGEORGE,
2018-09-18 THE RULES ARE SIMPLE. BUT THE GAME IS NOT. AT ELEVEN YEARS OLD, MORGAN ...

PAPErR EMPLOYEE HEALTH AND SAFETY CULTURE SURVEY V3 6.12.17
3 PLEASE INDICATE HOW MUCH YOU AGREE OR DISAGREE WITH THE FOLLOWING STATEMENTS RELATED TO YOUR HEALTH AND
WELL-BEING. (CIRCLE ONE) HEALTH AND WELL-BEING REFERS TO YOUR PHYSICAL, MENTAL, AND ...

SAMPLE QUESTIONS/SEXUAL HARASSMENT INVESTIGATION ...
SAMPLE QUESTIONS TO Ask IN A SEXUAL HARASSMENT INVESTIGATION THE COMPLAINANT 1. WHAT HAS HAPPENED THAT
YOU PERCEIVE TO BE SEXUAL HARASSMENT? 2. TO THE BEST OF YOUR RECOLLECTION, ...

\WHAT YOU SHOULD ASK YOUR TEAM BEFORE STRATEGIC PLANNING
Y OUR!ORGANIZATIONIMIGHTINOT!HA VEILONG! TERMPLANNING!CYCLES, 1BUTILOOKING! NI THE!
HORIZONTOANTICIPATETRENDSONAGLOBAL !SCALEWILLIHELP!Y OURGROUP!THINKIOF

SAMPLE QUESTIONS & TALKING POINTS FOR MANAGERS - MD ...
* REMIND EMPLOYEES TO READ AND ADHERE TO ANY INTERMITTENT APPROVAL NOTIFICATIONS , AS THOSE NOTICES WILL
CONTAIN SPECIFICS REGARDING HOW MUCH TIME THEY ARE APPROVED TO TAKE. O FOR ...

WHAT CAN EMPLOYERS ASK APPLICANTS AND EMPLOYEES?
EMPLOYMENT INQUIRIES - PAGE 1 oF 3 EMPLOYMENT INQUIRIES WHAT CAN EMPLOYERS ASK APPLICANTS AND
EMPLOYEES? THE DEPARTMENT OF FAIR EMPLOYMENT AND HOUSING HAS ...

IMMIGRANT W/ ORKk AUTHORIZATION FAQ FOR EMPLOYERS - PUBLIC ...
(EMPLOYEES MUST ALWAYS COMPLETE THEIR PORTION OF THE |9 NO LATER THAN THE FIRST DAY OF WORK.) 6 THIS
REQUIREMENT APPLIES TO ALL EMPLOYEES HIRED AFTER Nov. 6, 1986.7 8 US.C.§ 1324A(8) 8 8 ...

6 QUESTIONS TO Ask WHEN EVALUATING SALARY SURVEYS
WHyY You Neep Us on Your TEAM 5 TRADITIONAL: PAYScALE: PAYScALE: (coN’T) PAYScCALE TRADITIONAL FUNCTION
JoB TiTLE JoB DESCRIPTION ROLE LEVEL SPECIALIZED SKILL EDUCATION

INTERNAL TRANSFER QUESTIONNAIRE = VIRGINIA TECH

1. WHY HAVE YOU DECIDED TO LEAVE YOUR CURRENT POSITION? 2. W/ AS A SINGLE EVENT RESPONSIBLE FOR YOUR
DECISION TO LEAVE? IF SO, PLEASE EXPLAIN. EXPERIENCE: 1. W/HAT DID YOU LIKE AND DISLIKE ...

15 MosT CoMMON INTERVIEW QUESTIONS AND ANSWERS
FOLLOW THE HINT. THE FOLLOWING FIFTEEN QUESTIONS HAVE MADE THE LIST: 1. CAN YOU TELL ME SOMETHING ABOUT
YOURSELF? 2. W/HY DID YOU APPLY FOR THIS JOB? 3. W/HY DID YOU LEAVE YOUR LAST JOB? / WHY DO ...

PAW_WHAT_EMPLOYEES_CAN_Ask_2_EMAIL - WEST VIRGINIA ...



CAN ASK THE EMPLOYEE HEALTH-RELATED QUESTIONS, INCLUDING QUESTIONS ON PRESCRIPTION DRUG USE. THIS CAN ONLY BE
DONE IF ALL EMPLOYEES AT THE SAME JOB STATUS ARE REQUIRED TO ANSWER THE SAME ...

THE 33 ToucgHEST FMLA QuUEsTIONS You’LL Ever FACE - HRMORNING
ABOUT EMPLOYEES’ RIGHTS To FMLA (Revisep ForM WH-1420). YOU MAY POST IT ELECTRONICALLY ON YOUR COMPANY
INTRANET — AS LONG AS ALL EMPLOYEES AND APPLICANTS HAVE ACCESS TO IT — AND MAY ...

GUIDANCE FOR EMPLOYERS CONDUCTING INTERNAL EMPLOYMENT ...
ALSO PROVIDE CLEAR INSTRUCTIONS FOR EMPLOYEES WITH QUESTIONS OR CONCERNS RELATED TO THE INTERNAL AUDIT ON HOW
TO SEEK ADDITIONAL INFORMATION FROM THE EMPLOYER TO RESOLVE THEIR QUESTIONS OR ...

THE BEST WAY TO KEEP YOUR EMPLOYEES SAFE IS TO CREATE A ...
ASK OPEN-ENDED QUESTIONS. ASK QUESTIONS THAT DON’T JUST RESULT IN “YES™ OR “NO.” INVOLVE EMPLOYEES IN THE
SOLUTION. LISTEN TO THE EMPLOYEES’ IDEAS. OFFER YOUR HELP. SHOW EMPLOYEES THAT YOU ARE ...

Tips To ENCOURAGE EMPLOYEE INPUT - HARVARD UNIVERSITY
N ASK EMPLOYEES TO THINK OF 2 BENEFITS + 2 CHALLENGES FOR SOLUTIONS THEY SUGGEST SO THEY CAN ENVISION THE
RESULT OF A CHANGE ACTION PLANNING N DETERMINE WHAT SOLUTIONS ARE POSSIBLE AND ...

QUESTIONNAIRE TO DETERMINE FLSA EXEMPT STATUS - HAGAN ...
EXEMPTION, ANSWER THE QUESTIONS AND THEN EVALUATE THE CRITERIA FOR EACH RELEVANT EXEMPTION CATEGORY
(EXECUTIVE, ADMINISTRATIVE, PROFESSIONAL, COMPUTER PROFESSIONAL, OUTSIDE SALES, ...

BOOKLET: PROVIDES ANSWERS TO QUESTIONS ABOUT PAY REQUIREMENTS, PAID LEAVE REQUIREMENTS, DEDUCTIONS FROM PAY,
HIRING A TEEN \WORKER, EMPLOYEE UNIFORMS AND PERSONNEL FILES. INCLUDES ...

THe 7 QuEsTIONS Fvery CEO SHoul b Ask AsouT CUL TURE

THOUSANDS, OF EMPLOYEES GO HOME AND, WITHOUT THINKING ABOUT IT, ARE ABLE TO PICK UP EXACTLY WHERE THEY LEFT OFF
THE NEXT MORNING? THAT’S CULTURE! 1 BEHAVIOUR CONSIDERED BY THAT PARTICULAR TRIBE TO ...

Know Your ICE RiGHTS: Quick GUIDE FOR EMPLOYERS AND ...
PROTECT YOUR EMPLOYEES’ RIGHTS. EMPLOYEES HAVE THE RIGHT TO REMAIN SILENT. EMPLOYERS CANNOT REQUIRE EMPLOYEES
TO ANSWER QUESTIONS FROM |CE OR SHOW. DOCUMENTS RELATING TO THEIR ...

LEADER ROUNDING ON PATIENTS

1. EMPLOYEES WANT A LEADER WHO CARES ABOUT AND VALUES THEM. THE NUMBER ONE REASON PEOPLE LEAVE THEIR JOBS
IS ... 3. INPUT — ASK PHYSICIANS WHERE THEY FEEL THE ORGANIZATION SHOULD FOCUS TO ...

30 EsSeNTIAL BEHAVIORAL INTERVIEW QUESTIONS - LINKEDIN ...
17 OuTsIpE THE BoX: CREATIVE QUESTIONS TOP LEADERS ASK 19 HOW TO GET THE ANSWERS YouU NeeD 20 Bonus:
QUESTIONS YOU SHOULD BE READY TO ANSWER GUIDE TO SCREENING CANDIDATES: 30 ...

MYHR OverVIEW EMPLOYMENT PoLICIES WIDGET - ASANTE
QUESTIONS? PLEASE EMAIL . POLICYADMINAT ASANTE.ORG. EMPLOYMENT PoLicies WIDGET. Ask HR FEATURE. Ask HR — THis
IS A FEATURE THAT ALLOWS EMPLOYEES TO. ASK HR RELATED QUESTIONS BY ...

SURVEYING YOUR EMPLOYEE’s CHILD CARE NEEDS - SC-CCRR.ORG
YOUR EMPLOYEES. PLEASE CONTACT THE SC CCRGR CoMMUNITY ENGAGEMENT MANAGER AT CCRRCOMMATMAILBOX.SC.EDU
FOR ASSISTANCE ON HOW TO IMPLEMENT THE SURVEY OR GUIDANCE ON ...

CALIFORNIA PAID Sick LEAVE: FREQUENTLY ASKED QUESTIONS

1. \WHEN DOES THE NEW LAW TAKE EFFECT? THE STATE'S NEW SICK LEAVE LAW WENT INTO EFFECT ON JANUARY 1,
2015. HOWEVER, THE RIGHT TO BEGIN ACCRUING AND TAKING SICK LEAVE UNDER THIS LAW DID NOT GO ...



1-ON-T1 PREP FOR DIRECT REPORTS - FrANKLINCOVEY
1-ON-1 PREP FOR DIRECT REPORTS USE THIS GUIDE TO THINK THROUGH TOPICS YOU’D LIKE TO DISCUSS WITH YOUR
LEADER. YOU LIKELY WON’T HAVE TIME TO COVER EVERY ... LIST OF THINGS I’D LIKE TO ...

RELATED TOPICS. BASED ON OUR EXPERIENCE, BELOW ARE SOME OF THE MOST COMMON QUESTIONS WE’VE BEEN ASKED
REGARDING ESOPs: 1. WHAT Is AN ESOP? AN ESOP IS AN EMPLOYEE BENEIT PLAN, ...

PAID Sick LEAVE QUESTIONS - SEATTLE.GOV
SeATTLE OFFICE OF LABOR STANDARDS (LAST UPDATED 07/26/16,12/21/2017,06/29/2018, 1/15/2019) 1
NOTE - THE QUESTIONS AND ANSWERS IN THIS DOCUMENT SHOULD NOT BE USED AS A SUBSTITUTE FOR ...

INTERVIEWING TIPS - KING COUNTY
ProVIDE COMPLETE RESPONSES TO THE QUESTIONS TO INCLUDE \X/HATJOB/ \X/HENI HOW OFTEN/ TOOLS USED, CUSTOMERS
SERVED, AND SPECIFIC TASKS PERFORMED FROM START TO FINISH AND ANY ACHIEVEMENTS USE ...

HERE'S THE LAW YOU HAVE RIGHTS € EMPLOYEES IN THE ...

1. ASk EMPLOYEES ABOUT UNION MATTERS, MEETINGS, ETC. (SOME EMPLOYEES MAY, OF THEIR OWN ACCORD, DISCUSS
SUCH MATTERS. IT IS NOT AN UNFAIR LABOR PRACTICE TO LISTEN, BUT TO ASK QUESTIONS TO ...

CHAPTER VIII: WHEN THERE ARE SICK FOOD EMPLOYEES
OcT 2, 2006 - QUESTIONS TO ASK: 1. ARE ANY FOOD EMPLOYEES NOT AT WORK DUE TO ILLNESS? 2. HAVE ANY FOOD
EMPLOYEES REPORTED SYMPTOMS OF ILLNESS? 3. HAVE ANY FOOD EMPLOYEES REPORTED ...

OPeN ENROLLMENT EMAIL COMMUNICATION TEMPLATES
* JUST ASK FOR ONE THING. MULTIPLE CALLS TO ACTION CAN MUDDLE YOUR MESSAGE AND CONFUSE EMPLOYEES. * USE A
HYPERLINK. NAVIGATE YOUR EMPLOYEES DIRECTLY FROM THE CALL TO ACTION TO YOUR ...

UNIVERSITY oF CENTRAL FLORIDA EMPLOYEE CoDE oF CoNDUCT
* PROMOTING A CULTURE WHERE EMPLOYEES FEEL COMFORTABLE ASKING QUESTIONS AND RAISING CONCERNS |F YOU ARE A
SUPERVISOR, DISCUSS EXPECTATIONS WITH YOUR EMPLOYEES AND PROVIDE THEM WITH THE ...

EmpL oYEE THEFT INVESTIGATIONQ A PrRACTICAL GUIDE BY . PATRICK ...

1 PAT.MURPHYATLPTODAY 7 13.899.2402 EMPLOYEE THEFT INVESTIGATION® ... SEARCHING EMPLOYEES W ARNING! THE
ABILITY TO SEARCH SOMEONE (ANYONE) IS A VITAL RIGHT FOR ANY BUSINESS BUT DOING SO ...

PossieLE QUESTIONS TO Ask DURING THE INTERVIEW - KING COUNTY
YOU MUST PREPARE AT LEAST A FEW QUESTIONS THAT DEMONSTRATE YOUR INTEREST IN THE POSITION, YOUR DRIVE TO EXCEL
IN THE ROLE, AND THE FACT THAT YOU’VE DONE SOME HOMEWORK (RESEARCHED COMPANY, ...

AND DON’T BE SHY ABOUT ASKING YOURSELF THESE QUESTIONS AS PART OF CREATING YOUR OWN CAREER FAIRY TALE COME
TRUE. GET TO KNOW YOURSELF BETTERZJOURNAL THE ANSWERS TO YOURSELF BECAUSE | BET YOU ...

QUESTIONS To Ask DURING YOUR HosPITAL INTERVIEW - TNAA
1 ofF 2 QUESTIONS TO Ask DURING YOUR HOSPITAL INTERVIEW MOST IMPORTANT GET YOUR INTERVIEWER’S CONTACT
INFORMATION, SO YOU CAN SEND A FOLLOW-UP EMAIL DETAILING WHAT YOU BOTH DISCUSSED. FIRST ...

BY ORDER OF THE AIR FORCE INSTRUCTION 1-1 SECRETARY ...
AIR FORCE INSTRUCTION 1-1 18 AUGUST 2023 INcorPORATING CHANGE 1, 24 AugusT 2025 AIR Force
CULTURE ... OR TO CIVILIAN EMPLOYEES. CIVILIAN EMPLOYEE PROFESSIONAL AND PERSONAL ...

SPECIAL IDENTIFICATION CARD OR TRAINING DOCUMENTATION FOR THE DOG, AND CANNOT ASK THAT THE DOG DEMONSTRATE ITS
ABILITY TO PERFORM THE WORK OR TASK. W/HEN IT IS NOT OBVIOUS THAT A DOG IS A ...

W orkPLACE SAFETY AND HEALTH Quiz - OCCUPATIONAL SAFETY ...



EMPLOYEES SHOULD PROVIDE A DESCRIPTION OF HOW CONCERNS ARE | 4. TRUE 5. [EMPLOYEES SHOULD DESCRIBE LOCATION OF
SDS.] 6. [EMPLOYEES SHOULD DESCRIBE WHERE PPE IS AVAILABLE.] 7. ALL OF THE ...

10 MiNnuTE CHeck-IN CONVERSATION GUIDE - AGENCY ...

May 10, 2020 - ~1 MinuTE MANAGER’S PERSPECTIVE: 1. WHAT’S GONE WELL, EMPLOYEE CONTRIBUTIONS AND THEIR
IMPACT. 2. WHAT’S NEXT TO FOCUS ON. 3. OTHER TOPIC IDEAS: 5. EMPLOYEE ...

1 On 1 Questions To Ask Employees
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