
 
Empowerment + Accountability = Achievement 
If	we	tie	our	employees’	hands,	can	we	be	disappointed	when	they	let	us	down?		

by Rich George, NOI Coach 
 
Throughout my years as a speaker for the multifamily audience, I have asked thousands of students in my 
classes a simple question: “How many of you have ever said – out loud or internally – ‘I might as well do it 
myself, because I need it done right’?” Without fail I get nearly everyone in the room to raise his or her hand. 
What this says to me is that as an industry and as a society, we have a problem with delegation.  

We make a significant mistake when we don’t leverage the manpower, creativity and enthusiasm of others out 
of fear that they will let us down. This is why we have so many stressed-out managers and supervisors in our 
workforce. These are the people who proved that they got things done, and then they were promoted to 
supervise and lead others, but they continue to be the productive worker-bee with a new title.  

MICROMANAGEMENT vs. ENGAGEMENT 

In my career, I have interviewed thousands of potential employees, and when I asked the question of “Why did 
you leave your last employer?” I found a disturbing commonality in responses. More than 90 percent of the 
interviewees stated or alluded to the fact that they worked for a micromanager. Over the years this caused me to 
question why there are so many micromanagers. As I was growing in my own personal career, I worked for 
people whom I would label as micromanagers. I felt as though I was not trusted by them when they treated me 
like a 5-year-old, so I understand why people want to escape it.  

Effective delegation as a leader is one of the hardest skills to master. Many leaders have difficulty with 
delegation because they forget about one of the most important steps: holding others accountable. As leaders, 
we must remember that our followers crave trust and empowerment from us. This is what inspires them to be 
engaged employees and expend the discretionary effort needed to elevate their performance to the highest 
standard. We must give trust and grant authority to the people around us before we can hold them accountable – 
this is how we achieve an engaged workforce.  

In the American workplace, less than 30 percent of employees feel engaged in their jobs. That means that more 
than seven out of 10 employees feel disengaged or are actively disengaged. Imagine you are on a 10-person 
rowing team: In your boat three are rowing, five are just making the motions but not contributing, and two are 
actively trying to sink the boat. This is the typical American workplace, according to consistent data from 
Gallup polls over the last decade.  

A few defining moments in my career stand out as I think about accountability. I remember distinctly when my 
supervisor (I call her a supervisor because she could never be confused with a leader) held me accountable for a 
task that I was not empowered to do. What made this incident even worse was that I was used as a scapegoat to 
the regional manager. I left that job two days later. The funny part of the story is that I continued to grow in my 
career and received that supervisor’s resume multiple times as she was looking for employment. Her resume 
always went to the bottom of the pile and got the “Thanks but no thanks” letter because I knew first-hand about 
her leadership style. 



 

CREATE OPPORTUNITIES FOR ACHIEVEMENT 

A key component to moving the needle in the right direction is a team that is actively engaged. Empower your 
team members by giving them opportunities to perform at an extraordinary level. When it seems as though the 
shortest way to a solution is to find it ourselves, we are not creating a team of people who will find their own 
solutions. Remember the saying, “Give a man a fish and he eats for a day, but teach a man to fish and he eats 
for a lifetime.”  

Tying the hands of our followers inhibits our personal growth as well, as it is extraordinarily difficult to 
promote and replace someone who has a team that completely relies upon them to tell them how and when to do 
everything. Case in point: My former supervisor that I referred to earlier is still a community manager, while I 
went on to become a CEO and then own my own company. 

Empowerment absent of accountability is just as bad. While delegating the task, we must simultaneously 
delegate the authority and articulate the consequences and accountability. We must celebrate wins and look at 
failures as opportunities to grow. We have all failed in our careers, but those are the experiences and stories that 
have made us into the super human beings that we are today. Why would we steal those opportunities from the 
people we are leading?  

One note of caution about empowering your employees: Beware of “over-empowering” or “dumping on” 
people. I have been guilty of over-delegating to my employees, and I was able to do that because they were so 
capable, but there needs to be a purpose that serves the desired career path and goals of your employee. If not, it 
can be or at least appear to be the dumping of your own workload. There is a saying that goes, “If you want 
something done, give it to a busy person.” The truth in that statement is that 30 percent of our workforce is 
engaged – the rest are just making the motions and doing the minimum amount of work to avoid being fired.  

MAKE ROOM for GROWTH 

As leaders, coaches and mentors, it is our job to shepherd our followers to contribute the discretionary effort 
that separates good teams from great teams. As leaders, our first job is serving our followers and insisting that 
they have everything they need to succeed. By demonstrating a sincere desire to see them evolve and grow, we 
can overcome the No. 1 obstacle that stands in the way of engagement. Most people desire one thing at work, 
and that is autonomy – the ability to grow without restrictions, the ability to leverage what they do best and the 
comfort that they work in an environment that embraces failures as the opportunities that they are.  

One thing that I know with absolute certainty is that of the thousands of people I have worked with over the 
years, no one has ever made a mistake that we did not recover from. I attribute 90 percent of my success to the 
people I have worked with, because they provided a solid foundation upon which a tremendous career was built. 
I say “thank you” to all of them because they all played a part in the symphony of my life.  
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