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Starting a coaching session with a new manager who confesses, "I've heard
that," can be both a challenge and an opportunity. This phrase often
indicates that the manager has received some information—possibly rumors,
feedback, or third-party opinions—that might influence their perception,
behavior, or decision-making. As a management coach, your role is to help the
client interpret this information constructively, understand its impact, and
develop strategies to handle it effectively. This article explores how to
approach such situations, the underlying dynamics at play, and practical
steps to guide your client toward confident, ethical, and effective
management.

---

Understanding the Context of “I’ve Heard That”

What Does This Phrase Usually Signify?
When a new manager says, “I’ve heard that,” it often signals one or more of
the following:

- Rumors or Gossip: Informal or unverified information circulating within the
organization.
- Feedback or Criticism: Constructive or destructive comments received,
sometimes anonymously.
- Superstitions or Myths: Common beliefs or misconceptions that persist in
the workplace.
- External Opinions: Perspectives from peers, subordinates, or even outsiders
influencing their perception.
- Uncertainty or Anxiety: The manager’s own doubts about their role or
decisions, leading them to seek validation or clarification.

Understanding what motivated the manager to mention “I’ve heard that” is
crucial. Are they seeking reassurance? Or are they concerned about how to
respond? Clarifying this can help you tailor your coaching approach.

---



Why Do New Managers Say “I’ve Heard That”?

Common Motivations Behind the Statement
New managers often express this phrase due to various psychological and
organizational factors:

Seeking Validation: They want confirmation on whether the rumor or1.
feedback is true or significant.

Expressing Concern or Confusion: They are unsure how to interpret or2.
respond to what they've heard.

Attempting to Address Issues: They might want to confront or clarify3.
misconceptions proactively.

Feeling Uncertain or Insecure: New managers may lack confidence and seek4.
guidance on navigating unverified information.

Building Credibility: They may want to demonstrate awareness of5.
organizational dynamics to establish authority.

Recognizing these motivations allows you to respond in a way that supports
their development and confidence.

---

Managing the Situation: Strategies for Coaches

Step 1: Clarify and Explore
Begin by helping the client explore the origin and nature of what they've
heard:

Ask open-ended questions: “Can you tell me more about what you've
heard?”

Identify the source: “Do you know who shared this information?”

Assess credibility: “Have you observed any evidence that supports or
contradicts this?”



Understand the impact: “How has this affected your perception of your
team or role?”

This exploration helps the client differentiate between rumor and fact and
reduces unnecessary emotional reactions.

Step 2: Evaluate the Relevance and Impact
Assist your client in determining whether the information is relevant or
actionable:

Is it based on facts or assumptions?

Does it pertain to their responsibilities or team dynamics?

Could addressing it proactively improve team cohesion or trust?

Encourage them to consider the potential consequences of ignoring versus
acting on the information.

Step 3: Develop a Strategic Response
Once the relevance is clear, guide your client to formulate an appropriate
response:

If the information is false or misleading: Encourage transparency and
clarification. For example, “I’ve heard this, but I want to clarify that
it’s not accurate.”

If the information highlights a genuine concern: Advise addressing it
directly with involved parties or through formal channels.

Maintain professionalism: Remind them to stay composed and avoid gossip
or reactive behavior.

Effective responses often involve active listening, empathy, and clarity.

Step 4: Reinforce Ethical Communication
Coach your client to uphold integrity in their communication:



Promote transparency and honesty.

Avoid spreading rumors or participating in gossip.

Encourage open dialogue with their team and colleagues.

This approach fosters a culture of trust and respect.

---

Addressing Organizational Culture and Climate

The Role of Organizational Culture
The environment in which a manager operates significantly influences how
“I’ve heard that” situations unfold. A culture that tolerates or even
encourages gossip can pose challenges for new managers trying to establish
authority and credibility.

- Open Culture: Encourages transparency, making it easier to dispel rumors.
- Hidden Culture: Where gossip and rumor-mongering are prevalent, requiring
more deliberate efforts to build trust.

Coaches should help clients understand and navigate the cultural context,
tailoring their strategies accordingly.

Building a Trustworthy Team Environment
Help your client develop practices that foster trust:

- Regular one-on-one meetings.
- Clear communication of expectations and goals.
- Recognition of achievements and contributions.
- Encouraging feedback and two-way communication.

A healthy environment minimizes the spread of harmful rumors and promotes
constructive dialogue.

---

Developing Resilience and Confidence in



Handling “I’ve Heard That”

Building Self-Awareness
Encourage your client to reflect on their reactions to hearing such
statements:

- Do they feel defensive, anxious, or uncertain?
- How do these feelings affect their behavior?
- What are their strengths in managing rumors or feedback?

Self-awareness enables them to respond with composure and authenticity.

Practicing Effective Communication
Train your client to communicate assertively and diplomatically:

- Using “I” statements to express perceptions or concerns.
- Asking clarifying questions to gather more information.
- Demonstrating openness without overreacting.

Role-playing scenarios can help them rehearse these skills.

Developing a Proactive Approach
Encourage proactive management:

- Setting clear expectations with their team.
- Establishing channels for feedback.
- Addressing issues promptly before they escalate.

Proactivity reduces uncertainty and builds credibility.

---

Conclusion: Turning “I’ve Heard That” Into an
Opportunity

When a new manager states, “I’ve heard that,” it’s a window into
organizational dynamics, perceptions, and the manager’s own development. As a
coach, your goal is to guide them through understanding the source and
significance of the information, evaluating its impact, and responding
strategically and ethically. By fostering self-awareness, communication
skills, and resilience, you empower your client to handle rumors and feedback



confidently. Ultimately, this process not only resolves immediate concerns
but also strengthens their leadership foundation, enabling them to cultivate
a positive and trustworthy workplace culture.

Remember, every “I’ve heard that” presents an opportunity to reinforce values
such as transparency, integrity, and open communication—cornerstones of
effective management and organizational success.

Frequently Asked Questions

Imagine that you are a management coach and one of
your clients, a new manager, says, 'I've heard that
micromanaging can be detrimental. Is that true?'
Yes, micromanaging often undermines team autonomy, reduces trust, and can
hinder productivity. It's generally better to empower your team members and
provide guidance rather than overly controlling their work.

Imagine that you are a management coach and one of
your clients, a new manager, says, 'I've heard that
effective leadership is all about being charismatic.
Is that accurate?'
While charisma can enhance leadership, effective leadership primarily
involves clear communication, empathy, integrity, and the ability to inspire
and motivate others. Charisma is a bonus, but not the only factor.

Imagine that you are a management coach and one of
your clients, a new manager, says, 'I've heard that
setting strict deadlines helps boost team
performance. Is that right?'
Setting deadlines can help improve focus and accountability, but overly
strict or unrealistic deadlines may cause stress and reduce quality. It's
important to balance time constraints with support and flexibility.

Imagine that you are a management coach and one of
your clients, a new manager, says, 'I've heard that
delegation is a sign of weak management. Is that
true?'
Delegation is actually a key leadership skill that demonstrates trust in your
team and allows you to focus on strategic priorities. Effective delegation



empowers employees and improves overall team performance.

Imagine that you are a management coach and one of
your clients, a new manager, says, 'I've heard that
asking for feedback makes me seem insecure. Is that
correct?'
Asking for feedback is a sign of strength and a commitment to growth. It
helps you improve your leadership skills and shows your team that you value
their opinions and are open to development.

Imagine that you are a management coach and one of
your clients, a new manager, says, 'I've heard that
the best managers always have all the answers. Is
that true?'
Not necessarily. Great managers recognize that they don't have all the
answers and are willing to seek input, collaborate, and learn from others.
Humility and openness foster trust and better decision-making.

Additional Resources
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In the bustling corridors of corporate life, new managers often find
themselves navigating the complexities of leadership with limited experience.
One common scenario that arises during coaching sessions is a new manager
voicing a phrase rooted in uncertainty: “I’ve heard that…” This seemingly
innocuous statement can reveal underlying concerns, misconceptions, or gaps
in understanding that, if addressed effectively, can shape a manager’s
development trajectory. As a management coach, your role is pivotal in
transforming these moments of doubt into opportunities for growth, clarity,
and strategic finesse. This article explores the significance of this phrase,
the insights it offers, and practical approaches to coaching new managers
through their uncertainties, emphasizing a technical yet accessible tone
suitable for professionals committed to leadership excellence.

---

Decoding “I’ve Heard That”: What Does It
Reveal?



When a new manager begins a statement with “I’ve heard that…,” it often
signals more than surface-level curiosity. Understanding the underlying
implications can help coaches tailor their interventions effectively.

1. The Presence of Rumors or Misinformation
Many new managers operate in environments where information dissemination is
informal or inconsistent. Hearing something secondhand may lead to
misconceptions that influence decision-making or team dynamics. For example,
“I’ve heard that our department is about to be downsized” could cause
unnecessary anxiety or resistance.

2. Gaps in Formal Knowledge
Sometimes, “I’ve heard that…” points to a lack of formal training or clear
policies. The manager may rely on hearsay due to inadequate onboarding or
ambiguous communication channels.

3. An Indicator of Uncertainty or Fear
New managers might feel insecure about their authority or the company's
expectations. The phrase can mask underlying fears about job security, role
legitimacy, or team acceptance.

4. An Opportunity for Clarification
Rather than dismissing the statement, coaches can view it as a chance to
clarify, educate, and align understanding, reinforcing a culture of
transparency.

---

Strategies for Coaching Through “I’ve Heard
That” Statements

Effective coaching hinges on transforming uncertainties into learning
moments. Here are key strategies to guide new managers:

1. Active Listening and Empathy
Begin by acknowledging the manager’s concern without judgment. Demonstrate
genuine interest:
- Paraphrase their statement to ensure understanding.
- Use empathetic responses like, “That’s an interesting point; tell me more



about where you heard that.”

This approach fosters trust and opens the door for deeper exploration.

2. Clarify the Source and Context
Help the manager trace the origin of the information:
- Ask, “What specific details did you hear, and from whom?”
- Encourage critical assessment: “Have you verified this with official
channels?”

This step reduces reliance on hearsay and promotes fact-based decision-
making.

3. Provide Accurate, Up-to-Date Information
Once the source is identified, supply the correct information:
- Share relevant policies, updates, or organizational changes.
- Encourage the manager to seek official communications for future reference.

This not only dispels misconceptions but also fosters confidence.

4. Promote Critical Thinking and Skepticism
Guide managers to evaluate information critically:
- Ask questions like, “What evidence supports this claim?”
- Teach the importance of verifying rumors before acting on them.

Fostering a skeptical but constructive mindset prevents reactive decisions
based on incomplete data.

5. Build a Culture of Transparency
Encourage open channels for communication:
- Regular team updates.
- Open-door policies.
- Feedback mechanisms.

When managers feel informed, the tendency to rely on rumors diminishes.

---

Addressing Common “I’ve Heard That” Scenarios

Different contexts evoke unique challenges. Here are typical situations and



coaching approaches:

1. Rumors About Organizational Changes
Scenario: The manager has heard rumors about layoffs or restructuring.

Approach:
- Validate their concern without spreading panic.
- Provide factual updates from leadership.
- Emphasize the importance of waiting for official announcements.
- Encourage proactive communication with HR or leadership.

2. Misconceptions About Team Performance
Scenario: The manager believes that a team member is underperforming based on
hearsay.

Approach:
- Suggest direct feedback conversations.
- Use performance data to assess reality.
- Coach on giving constructive, specific feedback.

3. Conflicting Information About Policies
Scenario: Different colleagues provide contradictory advice about procedures.

Approach:
- Advocate for consulting official policy documents.
- Foster a habit of verifying information before acting.
- Train on effective communication with HR or policy owners.

---

The Role of Organizational Culture in
Addressing “I’ve Heard That”

An organization’s culture profoundly influences how rumors and misinformation
spread and are managed. As a coach, understanding this cultural context is
vital.

1. Cultivating Transparency and Open Communication
Organizations that prioritize transparency reduce the likelihood of rumors.
Encourage managers to:
- Share updates regularly.



- Communicate openly about challenges and changes.
- Foster an environment where questions are welcomed.

2. Developing Trust and Psychological Safety
When employees and managers trust leadership, they are less prone to seek
information informally or rely on hearsay.

3. Implementing Formal Communication Channels
Structured updates, town halls, and newsletters help disseminate accurate
information, minimizing distortions.

---

Implications for Leadership Development

The phrase “I’ve heard that…” encapsulates a critical leadership development
opportunity. Addressing it effectively can lead to:

- Enhanced decision-making skills rooted in verified information.
- Increased confidence in handling uncertainty.
- Improved communication skills, including active listening and
clarification.
- Building resilience against misinformation and rumors.

Furthermore, coaching new managers to handle such statements promotes a
proactive leadership style, emphasizing transparency, integrity, and
strategic thinking.

---

Conclusion: Turning Uncertainty Into Leadership
Strength

In the dynamic landscape of corporate management, phrases like “I’ve heard
that…” serve as gateways to deeper understanding and better leadership
practices. As a management coach, your expertise lies in guiding new managers
to interpret these signals constructively. By fostering active listening,
promoting critical evaluation, advocating transparency, and understanding
organizational culture, you empower emerging leaders to navigate
uncertainties confidently. Ultimately, transforming “I’ve heard that…” from a
source of doubt into an opportunity for clarity and trust paves the way for
sustainable leadership excellence.
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