
Take Charge of Your Career
If left unchecked, your career can seem like a runaway train, taking you on a path 

that you hadn’t planned on, and running over everything in its path along the way.
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Keep Peace in the Office
While you may not be able to change the personalities of the players on your team,

you can take back control. As a manager, you hold the key to keeping the peace.



 

Ahhhh, workplace divas…always expecting the rest of us 
to cater to their every whim. And slackers, well, who doesn’t 
just love them? Constantly shirking responsibility and making 
excuses. Of course, let’s not forget those ever-respected 
pushovers—afraid to stand up for themselves, never knowing 
when to say “enough is enough.” But perhaps the most 
cherished of all people in the office is the good old-fashioned 
bully. Why life just wouldn’t be the same without their 
intimidating, hurtful ways.

I hope you can sense the sarcasm behind my sentiments. These 
types of personalities exist in almost every organization and 
they drive us nuts. Their antics keep co-workers constantly 
running for cover. As managers, we can’t run; we have to deal 
with them and their constant drama head-on.
But there is good news. While you may not be able to change 
the personalities of the players on your team, you can take back 
control. As a manager, you hold the key to keeping the peace. 
And using that key begins with understanding the one element 
that drives obnoxious, over-bearing and just plain bad behavior: 
the ego.

We all have egos. They keep us from thinking either too highly 
or too little of ourselves. They’re part of what gives us the self-
confidence to succeed. And they drive our need to be recognized 
for our accomplishments. This is all perfectly normal.
But what happens when someone’s ego goes too far in one 
direction or the other? You end up with either a true egomaniac 
or an insecure wallflower. Either way, these exaggerations in 
ego can be extremely damaging to any workplace environment.
To complicate matters, there lies a hidden irony beneath all 
this: those with such high-maintenance or challenging egos 
also tend to be your top talent. While these people can wear 
your patience thin, the good news is that most of the time, 
it’s worth it. Think about it. Your “diva” salesperson, who takes 
over every discussion and tries to grab the spotlight, maintains 
peak sales numbers quarter after quarter with her confidence 
and charisma. Your “slacker” program manager, who constantly 
falls behind on documentation and reports, comes through 

time and time again when you’re in a pinch. Then there’s 
the department “bully”, your administrative assistant who 
continually criticizes other people’s ideas, boy does she take 
charge to keep you on schedule!

Yes, these high-performing employees will test your patience 
and at times your sanity. While you know full well they are too 
valuable to cut loose, it’s truly a challenge to lead them. So, 
what can you do to get these folks to perform “at their best” 
and “on their best behavior” at the same time?
The researchers at Crain’s Chicago Business seem to have found 
the answer. In 2007, they surveyed a selection of managers 
who handle larger-than-life personalities: opera divas, 
ego-intense news anchors and physicians, and high-strung 
clients in the bridal industry. What researchers discovered 
is that there is, in fact, a common set of skills and qualities 
among those who are able to most effectively manage high-
maintenance egos.

So, grab your lasso. It’s time to rein in those tough employees 
and take back control. According to Crain’s, here’s what you 
need to get the job done:

n  Take the time to understand the values, perceptions,  
 backgrounds and motivations of your difficult employees.  
 Talk with the individual to get to know them on a  
 personal level. You may be surprised at what you learn;  
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 perhaps the puzzle pieces will come together explaining  
 his or her ego issue. If anything, you’ll at least gain some 
 insight into what motivates that person. And, by  
 understanding what motivates them you’ll be able to  
 offer the right incentives (praise, bigger challenges,  
 training opportunities, etc.) to get that person to behave  
 the way you want them to.

n  Demonstrate genuine respect for those you lead. Even  
 if you have trouble truly understanding an employee’s  
 motivations, do your best to at least respect the fact 
 that  a variety of personalities and viewpoints make an  
 organization versatile and successful. Show your respect  
 by making it clear to the person that you truly appreciate  
 their contribution to your organization.

n  Promote trust among your staff. Sarah Klein, writing for  
 Workforce Management, covered the Crain’s survey and 
 found that the best ego managers were those who  
 established credibility simply “by being transparent about  
 their goals.” The “what you see is what you get” approach  
 promotes trust, and trust will go a long way in building a
 healthy relationship with even the most difficult-to- 
 manage person.

n  Use “coaching,” not discipline as a key to soothing the  
 savage beast. Discipline is not necessarily the best strategy  
 when dealing with high-maintenance egos. Oftentimes, 
 disciplinary action can amplify the negative behavior.  
 Likely, the employee will feel as though they’re being  
 attacked which will only put them on the defensive,  
 escalating the situation. Instead, take a more passive  
 approach to managing through “coaching.” According to  
 author and management coach Peter Adebi, “(Coaching)  
 is an effective, non-threatening, non-punitive way of  
 enabling individuals to discover and develop their  
 strengths, come to grips with their opportunity areas or  
 weaknesses, and take carefully outlined steps to address 
 the weaknesses.” The key here is to make a high-  
 maintenance person feel as though they are receiving  
 guidance and support, not discipline.

Here’s a valuable coaching tip. Don’t wait too long to “coach” 
an employee. It’s better to nip the bad behavior in the bud 
immediately. Consider making coaching and guidance an on-
going service at your company (or at least in your department). 
According to Adebi, this allows the company as a whole, “a 
way to develop talent, enhance leadership skills, identify, 
acknowledge, and resolve weaknesses, and ultimately to 
enable employees to be optimally successful.”

At the end of the day, your job is to provide the guidance and 
support the employees need to be most effective at their job. 
Don’t worry about trying to change anyone—modify how you 
react to and work with them. While it may not be an easy task, 
remember—you hold the key to keeping the peace.
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Having dedicated his career to helping companies across the globe in sourcing, 
marketing to, assessing, recruiting, on-boarding, retaining, training and 
transforming top talent, Patrick Ropella has a global perspective on Executive 
Search and Talent Management.

He has worked across all roles and functions, cascading from the top levels  
of management to also placing apprentices coming straight out of college. Over 
the past 20+ years he has seen many individuals he’s personally assisted make 
career transitions, become well trained leaders, join the C-suite at many of the 
world’s largest corporations.

His experience within the global chemical industry as a dominant talent 
management leader allowed his firm, Ropella Group, to grow to the leading 
position it now holds with a wide variety of corporate clients with the chemical 
industry, transition to serving major consumer product companies, energy 
companies, Nano, Bio and other high technology companies.

Patrick has traveled extensively, meeting with middle level to C-level executives 
at the top 100 largest chemical and consumer product companies in the world, 
branding the “Ropella” name globally. He has successfully placed hundreds of 
senior level executives with top name companies, including but not limited to: 
DOW, DuPont, Exxon, Georgia Pacific, SONY, Anderson Windows, GE-Silicone, 
P&G, Clorox, Pfizer, BASF, PPG, Monsanto, Revlon, Baxter Labs, Sealy Mattress, 
Ciba Geigy, Johnson & Johnson, Shell, Sherwin Williams Paints, New Balance 
Tennis Shoes, and many more.

Patrick has written for a wide variety of trade publications, newspapers 
and business journals on subjects related to the topics covered in The Right 
Hire. His writings have also been published in Germany, Italy, Latin America  
and Asia.

Patrick and Robbie reside in Milton, FL. with sons Richard and Robert nearby.
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Ropella, with 25 years experience, is the leading 
executive search and consulting firm specializing in 
the chemical, consumer products, technology and 
energy industries. 

We help many of the world’s largest companies 
find, hire, develop and retain their most important 
people.  We recruit globally in sales, marketing, R&D, 
and manufacturing, from middle management to 
the most senior executive levels. At Ropella, not only 
do we find great leaders, we can also help you build 
a stronger, more competitive, and more innovative 
team with our Leadership and Organizational 
Improvement consulting services.  

Nothing is more important to your company’s ability 
to create value than the right blend of talent. Call us 
today and put our people and our process to work 
for you. 
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The Right Fit

The Right Team

Over 50 published articles
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Patrick Ropella’s SMART Talent Management 
System focuses on training Human Resource 
leaders and Hiring Managers based on the core 
Talent Management topics of:

Sourcing, Marketing, Assessing, Recruiting, 
Retention, Training, and Transformation.


