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Micromanagement: To direct
or control in a detailed, often
meddlesome manner.” !

Julie Adamen

My working definition is: The over involvement of
a Board or Board members in the day-to-day
business of running a community association.

discussing micromanagement: Why Boards

do it, how they do it (May, 2007) what it
costs us as an industry and what we can do about
it in the long run (June 2007). As promised, here
are some tips for managers in the trenches on
dealing with their micromanagers on a shorter-
term or day-to-day basis.

For the past two issues we have been

Short Term Solutions: The professional
manager’s day-to-day guide in dealing with
micromanagement: Act, don’t react

One reason we find micromanagement so
frustrating is because we are reacting to it, not
acting on it. Reacting to micromanagement puts
us on the defensive. Being on the defensive does
not serve any manager well, and if your
competency is being questioned (by the
micromanager) it will only prove their point:
“See? I told you she was difficult!” Acting on
micromanagement makes us look cooperative,
professional and competent. Don’t confuse
cooperation (acting on it) with giving in to what
you perceive are ridiculous demands (reacting
to it). By acting on the micromanager’s input
with proactive cooperation - on your

professional terms - you are being active, not
' www.thefreedictionary.com
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MANAGING MICROMANAGEMENT PART Il
The Why and How: A guide to make everyone’s life a little better.

by Julie Adamen

reactive. You are managing micromanagement.
The next reason we find micromanagement so
frustrating is because it adds to our workload.
One micromanager alone can add 5 or 10 hours to
anormal week. What if you are blessed with two
micromanagers? Or three? The contracts we
manage don’t hold that if one community starts
micromanaging, the others slack off so the
manager can accommodate those needs. The
bottom line is a manager can spend hours hand-
holding micromanager(s) and watch their pile of
normal work grow exponentially. For site
managers it's a problem, but for portfolio
managers it can be a devastating blow to any
semblance of work-related productivity, let alone
a normal personal life.

That said, this months” guide on dealing with
micromanagers on a day-to-day basis will not
initially save the manager time in dealing with
his/her micromanager(s). But by managing those
micromanagers up front, the hours saved in the
coming weeks and months may be significant.

Before we launch in to singular aspects on how
to deal with micromanagement, there are three
very important principles which you must
embrace if you want to survive your current
micromanager and any others you may
encounter in the future. They are:

* Depersonalize micromanagement.
Micromanagement may feel personal, but

indeed it is not. Micromanagers are often
continued on page 2

* In psychology -related slang, control freak is a derogatory term for a person who attempts to impose excessive
predictability and direction on others or on events, often associated with insecurity or a lack of trust.

http:/ /en.wikipedia.org/wiki/Control_freak
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In a
nutshell...

Short Term Solutions to Micromanagement:
Act, don’t react

Depersonalize and don’t fight micromanagement.
Micromanagement is about them, not you, and if you fight the
micromanager particularly if s/he is a Board member, your
image will suffer.

Cooperate and Communicate with the micromanager. Begin to
out-manage them by acting on the micromanager’s requests on
your terms, not reacting with paralyzing anger and indignation.

Develop formal times to meet with your micromanager on a
regular basis. Formalize a specific meeting time at your
convenience: You are controlling the amount of time given to the
micromanager in a set and formal meeting, giving your
micromanager the importance he believes he deserves and
allowing you to manage your time effectively.

Ask for suggestions. Whenever you are meeting with your
micromanager, take notes, and memorialize your meeting in an
email back to them. They will love you for finally seeing the light
and wisdom of their input and scrutiny.
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control-freaks’ in every aspect of their lives; you are a
mere speed bump on that highway. They will
micromanage you now and someone else later. It’s about
them, not about you. Let go of that “I'm under attack!”
feeling that makes you angry, reactive, resentful and
unproductive.

* Don’t fight micromanagement. Don’t fight the
micromanager. If you fight him/her, particularly if s/he
is a Board member, you are the one whose image will
suffer; pretty soon the micromanager is looking
reasonable to everyone and you are the one who looks
uncooperative and obstructive, because, well, you are
being uncooperative and obstructive. Do what they ask
or need, and decide to out-manage them by acting on the
micromanager’s requests on your terms, not reacting
with paralyzing anger and indignation. (And don’t
forget to bill for all that extra time as is (hopefully)
outlined in your contract).

* Cooperate and Communicate The starting points in
managing your micromanager is cooperation and
communication. Whatever they want, do your best to
cooperate - again on your professional terms - and

continued on page 3

Dont istake micromanagemmen for competency,oxwanting. IR =X

to be truly involved. Micromanagers often appear to be
competent in what they are trying to micromanage and/or as if
they truly want to be involved in community projects and
issues... until you involve them in a lot of things that rely on
competence and commitment.

Most importantly, continually communicate with your
micromanager(s). The simple act of informing the Board
member(s) of all the issues shows them your competence in
dealing with daily business. This process will actually take just a
few minutes at the end of each day if you do it without
indignation and anger. If you let go of that resistance (act with
purpose, don’t react with emotion) it can save you vast amounts
of time in the long run.

The micromanager can become your best ally. How? S/he may
develop a close relationship with you and as s/he has had more
opportunity to see what actually transpires on a day-to-day basis.

We are NOW booking speaking and facilitation engagements for 2008.
There is no speaking fee for CAI chapters. For a partial list of topics available
go to www.adamen-inc.com. Don’t forget, we can address any topic
you see in the NewsLine, and more.

July 10, 2007.........cccevovvercrennnnc Subject: Managing the Micromanager,
Location: Hilton Head, SC, SC Chapter CAI

September 22, 2007 (tentative)................. Subject: Top Traits of Great
Boards/Managers, Location: Bellevue, WA
Washington State Chapter, CAI

October 9, 2007 ...........cccovcveevimnecricencnncnncd Subject: Top Traits of Great
Boards/Managers, Newburgh, NY, Hudson Valley Chapter, CAI
January 9, 2008............. Subject:TBD, Location: Minneapolis, MN, MN
Chapter CAI

March 12, 2008.......Subject: TBD, Location: Dallas, TX, DFW Chapter CAI

“Julie’s approach and style to educating audiences is refreshing.
Her pacing of material commands attention which she
delivers with a sense of humor. The advice and skills
acquired don’t get stored in a shelf back in the
office; they get activated.... You will come away
from her program (s) energized and informed.”

- Kati Segar, Executive Director, CAI,
South Carolina and S. Arizona chapters



http://www.adamen-inc.com/Upcoming-Presentations~77417~12525.htm
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communicate that cooperation, early and often. Do they
want to see all your correspondence? No problem-o. You
set the time it is emailed to them. Do they want to
approve all invoices for sprinkler heads? Develop a
schedule with your landscaper to provide one invoice
every month (in the case of a big association, every week
- or every-other-day) specifically for sprinkler heads. Set
the time and day it goes to your micromanager from your
landscaper, and set the time it needs to come back to you.
Make sure you continually inform your micromanager
what steps you are taking to ensure he receives the
information he has requested. See? You are starting to
manage not only the micromanager, you are managing
how and when you respond. Having this sense of control
goes a long way towards alleviating that powerless
feeling of frustration not only by your indignation of
being micromanaged, but by being taken away from the
myriad of tasks you would normally be accomplishing.

With this mindset, take your active stance in managing
micromanagers to the next level.

Develop formal times to meet with your micromanager on a
regular basis. If you are an on site manager you probably
have to meet every day with your micromanager(s). When I
was on site, these not-so-impromptu meetings occurred
between 9am and noon because that’s when they all finished
golfing. Unfortunately, this was my most productive work-
time, forever lost to discussion about minutiae of the various
aspects of what was going on in the community. Also - they
had no impetus to leave until someone got hungry - meaning
meetings with no definite ending time. If this is happening to
you - how about formalizing these informal sessions in to real
meetings - and you give them the time? Try late in the
afternoon when the office has calmed down. Go over all the
details of whatever you are working on - and then some. I
know this seems absurd and time consuming, but this strategy
may be useful in that you are controlling the amount of time
given to the micromanager in a set and formal meeting, giving
your micromanager the importance he believes he deserves.
Not to mention that folks usually have some sort of dinner
plans and you are scheduled to go home in the foreseeable
future; thus, meetings don’t go on without end. Face-to-face
meetings can also work for portfolio managers, but they tend
to be less often - not necessarily a bad thing as long as it is
regular and scheduled on your terms.

Ask for suggestions. Whenever you are meeting with your
micromanager, take notes and memorialize your meeting in
an email back to them. They will love you for finally seeing
the light and wisdom of their input and scrutiny.
Unfortunately, they should be careful what they wish for

when a savvy manager takes this tack. Now that you are
cooperating and keeping them “in the loop” they so
desperately need to be a part of, the micromanager will have
a hard time keeping up with everything that to you as the
manager do as simple day-to-day management stuff. The
micromanager will have a very hard time continually
imparting advice on subjects about which they truly have
little knowledge. You may just find that the micromanager
backs off a little rather than appear to you and others thats/he
is unable to give pertinent advice or follow all the goings on
of the community.

Give them projects. Here’s another good way to keep
micromanagers busy - but you must manage this very well as
there can be serious pitfalls should you not. Now, we all know
our associations at times appoint various “ad-hoc”
committees to study whatever issues that has a dissident
group dusting off their pitchforks and looking for their Bic
lighters. When the Board gives a dissident group “Ad Hoc
Committee” status - it often isn’t so the committee will truly
have input, it’s so that group can be managed. It’s no different
than giving micromanagers tasks: It's so you can manage
them, and completion of the task is not the point: Managing
them by keeping them busy and feeling involved, is. This

continued on page 4
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simple involvement - instigated by you, means you will
develop a relationship with the micromanager, one that helps
them see you as a proactive partner in solving problems, not
as a defensive obstructionist.

When implementing this tactic with a micromanager, make
sure you have your list of projects that need completion, or
follow up. This list should be your entire action list for the
week, month, and year (if you keep one that far out). A big list
not only shows what you do, but makes the micromanager
feel they are needed to “help” you do your job. Go over the
list with your micromanager, and ask them to take on one,
two or three projects. Make sure they know the deadlines for
the projects - BUT - Don’t make the mistake of giving projects
out without following up. See below.

Don’t mistake micromanagement for competency, or
wanting to be truly involved. Micromanagers often appear to
be competent in what they are trying to micromanage and/or
as if they truly want to be involved in community projects and
issues... until you involve them in a lot of things that rely on
competence and commitment.

If you give a micromanager tasks - remember - you are still
responsible for those tasks. You must keep track of what that
person is doing and often implement a congruent method of
accomplishing the task the micromanager has been assigned, or
volunteered, to do. Don’t make what could be a fatal mistake
by missing a crucial deadline for which the micromanager was
“responsible.” And don’t make the even more fatal mistake by
allowing the micromanager to fail publicly, or by you making a
point of that failure in any sort of semi-public manner. It may
be momentarily satisfying, but eventually you will pay the
price, possibly with your job. Make no mistake, the buck still
stops with you, and this tactic should only be utilized by the
most skilled managers among us.

Most importantly, continually communicate with your
micromanager(s). The simple act of informing the Board
member(s) of all the issues shows them your competence in
dealing with daily business. Emails, emails, emails. What you
did, what the staff is doing, when you will be where. What's
upcoming? What's behind? What correspondence was sent?
Who came in to your office? Include the micromanager (and
cc the rest of the Board who will be astonished at the amount
of work you do) in every loop there is - and them some. This
process will actually take just a few minutes at the end of each
day if you do it without indignation and anger. If you let go
of that resistance (act with purpose, don’t react with emotion) it
can save you vast amounts of time in the long run: Instead of
having long phone conversations or meetings about the same
subjects, they may get dealt with quickly and at your

convenience via email. And there can be an upside, in that a
daily recounting of what happened can give you a few
minutes to reflect on how things went, how they may have
been done better, or give you a sense of accomplishment for
something that did get done on time and in budget. Also...

...Make sure and send reports at the end of the day. When
you are getting ready to leave (and I mean out the door with
your cell phone OFF), hit the send button and give the
micromanager what s/he wants. Now there is breathing time
for you. You have managed to manage the output of
information given to the micromanager in a concise manner at
your convenience, professionally and without rancor. You
have acted with directed professionalism, not reacted with
paralyzing anger and emotion. At the end of the day, you
have shown the micromanager how many complex issues
that are part of the day-to-day business and that you can
competently handle them. Look at it in this (proactive) light:
Sending this information may well build confidence in your
work for the micromanager, providing you with someone on
the Board that really knows what you do.

The micromanager can become your best ally.
Counterintuitive, I know. But many times the micromanager
can become your champion and ally in the Board. How? S/he
may develop a close relationship with you and as s/he has
had more opportunity to see what actually transpires on a
day-to-day basis. From my own experience: During my last
stint as a manager (1300 condominium units), my
micromanaging Board member got the bright idea that all
landscape complaints, including very minor ones, received
during the day should receive a call back from the office that
afternoon, beginning at 4pm, as a follow up. Sounds great,
right? Well, I sat there calculating the time it would take one
of my staff members to perform this task (keep in mind we
had thousands upon thousands of square feet of landscaped
common area). I asked one of the other Board members - one
who used to micromanage and as a result had formed a close
relationship with not only me but the office as a whole - to sit
in with the staff member while she returned dozens of phone
calls about broken sprinklers and tiny brown spots in the
lawn. Needless to say, this Board member-ally made sure that
bright idea from the micromanager went quickly and quietly
in to that good night as it was obvious after two days this new
task would require additional staff and an increase in budget.

The Wrap Up: What we know.

The past three months I have devoted this column exclusively
to the subject of micromanagement. We have examined why
it occurs, what it costs and how to alleviate that

continued on page 5
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micromanagement from the macro- and micro-perspectives.
Here is what we know:

* Micromanagement costs everyone money. It adds
exponentially to our workload and takes us away from
our required and often time-sensitive tasks. It stunts
employee development and takes the passion out of the
job. It's a major cause of manager loss, and that loss
means thousands of dollars to associations and to
management firms for each manager that leaves.

The solutions for micromanagement control are usually
not simple and take time and patience from the Board
and the management team.

* Managers must develop professional detachment and
impartiality skills. All management companies should
dedicate resources to help managers deal with
micromanagement as it is an inescapable aspect of our
profession.

* Boards must develop leadership skills and long term
management strategies for their communities through
adoption of Vision and Mission statements and policies
and procedures manuals, as micromanagement also
takes the passion out of the volunteer members and
stunts future volunteerism.

* Management executives must be aware of how
micromanagers are adversely affecting their staff and
their bottom line. They must take steps to rectify those
adverse effects, be they through that executive’s
intervention with the Board or by ensuring the
community is invoiced for out-of-contract work product.

* For managers on a day-to-day basis, you must remember
to depersonalize and stop fighting micromanagement as
it makes you defensive and gives you the appearance of
being an obstructionist. Out-manage micromanagers by
acting on their requests on your terms, not reacting with
paralyzing anger and indignation.

Through these past three issues of NewsLine, I hope I have
brought some clarity to the issue as well as some solutions. At a
minimum, I hope to have driven some of you to think about
how micromanagement really affects us as managers, Board
members and executives. My continual contention is that we
need to be proactive in combating micromanagement because
micromanagement can be so terribly destructive for not only
our end of the industry, but for the communities as well. And if
we, as the professionals, don't take this task in hand - who will?

“Management is efficiency in climbing the ladder of success; leadership
determines whether the ladder is leaning against the right wall.” -
Stephen Covey

Did you miss the last NewsLine(s) about micromanagement? No
worries, they are posted on our website, www.adamen-inc.com.
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We Get Emails...

Hope all is well with you. Really liked your article on
micromanagement. You really hit is on the head. I will
probably include that in the arsenal of reference material I share
with Boards when I teach my orientation/tune-up programs
(giving you full credit OF COURSE!)

Thomas L. Willis, CMCA, PCAM
Silver Spring, MD

As a long time CAM I have experienced just about everything
that you have described in Part 1 (Managing
Micromanagement). Yet, from your guide, I have learned so
much. It is one of the best of your publications yet. I can’t wait
for Part 2!

Joseph "Joey" Sanders
Panama City, FL

Your column is always interesting and thought provoking.
Duane Krause

Just read your article on micromanagement in the HOA
Manager NewsLine (on micromanagement).There is nothing in

the article that can be disputed. Good
Job.

KEEP UP THE GOOD WORK. THE
INDUSTRY NEEDS YOU.

John Turnbull
Desert Hot Springs, CA

See? I've been paying attention to your

newsletters and implementing....I have a much better position,
doing more of what I feel are my strengths, making more
money, better benefits, etc.

Thanks for your help and the useful information you have
provided over the years.

Cindy Collins, CCAM, PCAM
San Diego, CA

... The magazine is great as always!

Craig E. Phillips, CCAM, CMCA, AMS, PCAM
Long Beach, CA

THE HOA MANAGER NEWSLINE

Are you missing your HOA Manager NewsLine?
Well, check the IN BOX on your PC!!
HOA NewsLine is going electronic (and going green!)

THE HOA MANAGER NEWSLINE

If you are missing your monthly dose of outstanding articles and industry information,
then you are probably receiving the newsletter via email instead of snail mail.
Take a moment to search your inbox, and find the NewsLine, which is emailed out on or
about the second work day of every month. Click on the link provided and you can print
out your copy of the NewsLine to read at your leisure.

It just takes a minute!
Don’t be left out of reading the most relevant publication in the industry!

THE HOA MANAGER NEWSLINE
WE GET IT.




THE 15 TOP TRAITS OF GREAT MANAGERS

by Julie Adamen

We know great managers when we see them, but how do we
measure it in our business? And more importantly, how can
you go from being a good to a great manager?

1. Great managers understand the power of effective

communication, and are very effective communicators.

Great Managers present themselves well.

Great Managers are organized.

Great Managers follow through.

Great Managers do not procrastinate.

Great managers never give information they aren’t sure of.

Great managers understand the value of their

relationships with vendors.

8. Great Managers admit mistakes up front,
responsibility, and then fix them.

9. Great Managers maintain professional detachment

10. Great Managers stay current with their industry and
with business in general.

11. Great Managers deal well with change.

12.Great Managers have a sense of humor.

13.Great Managers value their integrity and credibility
above all.

14.Great Managers command higher salaries and get the
best jobs.
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15.Great Managers make things happen for their Boards
and themselves.

Great Managers present themselves well. A couple of years
ago I was the keynote speaker at a CAI chapter for their
annual trade show. Like many attending management firms,
one had reserved a table right up front for all their staff
members. How did I know they all worked for the same
company? They were all wearing T- shirts. Not collared “golf”
shirts with a stitched on logo; ill-fitting, inexpensive, bright
canary-yellow T-shirts with the company logo printed on
them. Next to them was seated another management firm
where the staff looked like they were professional managers,
not as if they just stopped gardening in the yard and came to
this function which was chock full of potential clients. If you
were a Board member thinking about changing management
firms - which one would you approach?

The clothes you wear make a difference in how you are
perceived. This doesn’t mean you have to always wear a suit,
but it does mean you must dress appropriately for the
occasion as well as your professional status. How you look,
dress and generally “present” yourself physically has a lot to
do with gaining and maintaining professional credibility.

-
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The Book Report — July 2007

Are you in Sales? Do you feel like you're
By Rolf Crocker in Sayles? If you've be}:en in this ingustry
for any significant length of time, you
understand that you CONSTANTLY
have to sell something - a solution to a
problem, and accurate, decently-funded
budget, a large Reserve project, a one
hour, quarterly Board Meeting. If you
have a position on an issue or idea and
you want to be successful in getting buy-in on it, you
need to be able to sell it. So - why not brush up on some
sales techniques that will help you do that? It couldn’t
hurt, and you may find out, as I did, that underneath that
exterior coat of Community Association Manager, you'll
find one of the greatest sales professionals that ever lived.
That’s not bragging - if you've survived the Management
ride this long, that’s a fact, not a compliment...

You Can’t Teach A Kid To Ride A Bike At A Seminar by
David H. Sandler (©1995 David H. Sandler/Bay Head
Publishing). Inmy transition from management to sales,
I realized I needed to educate myself in (what I thought)
was a new arena for me. So what did I do? You guessed
it - purchased a whole lot of books. I probably have 10 -
15 books on sales and marketing on my shelf, all of which
have some value. But they also create some confusion,
since each advocates a different methodology. At a Sales
Meeting in April, Bob Schwartz, one of our regional VIP’s
(there’s your free plug, Bob, but that’s it - I'm all tapped
out!) introduced concepts from the Sandler Selling
System developed by David Sandler. It was amazing to
me how intuitive it seemed to be so, of course, I bought
the book. This system is different from others I've seen in
that it’s not ‘hard sell’, but walking prospects down a
path through a series of questions wherein the ‘Prospect’
(that’s a sales term - you can call them a client, customer,
owner, etc.) does 70% of the talking, you do 30%, and the
Prospects sell themselves. Part of the Sandler Process is:

Rapport & Bonding - develop the relationship

Upfront Contract - a verbal commitment wherein if I can
“heal your pain’, will you (buy, accept, allow) what I have
to offer?

Diagnose their Pain - most folks don’t want to disclose
what their real issues are or, as Sandler says, they lie!
Probing, low-key questions (think Columbo - “Oh, one
more thing, Miss...”) help them to give that information up
Offer an appropriate solution - one that will minimize
or eradicate their pain

Obviously there is a ton more detail in the book. What I
thought was particularly revealing here is the human
psychology of the Prospect (or in our case, the Client). I
know as a client or prospect, I want to control the Selling
Dance - I want to pump the sales professional for all the

continued on next page
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More News from
THE HOA MAN%GER NEWSLINE

www.adamen-inc.com

NewsLine: “We need your email address!!!”

It started in February - many of you received the HOA Manager NewsLine via email! In March, even MORE of you received the
newsletter via email! And the response continues to be fantastic!

For those of you still on snail mail, sign up TODAY for an e-version! Simply log on to www.adamen-inc.com, go to HOA
Manager NewsLine and follow the prompts. It's fast, it’s efficient, and it’s eco-friendly, and you can download the entire
newsletter just as if you received it in the mail. So please take a moment and sign up today. And tell your friends as well!

www.adamen-inc.com: Over 7500 hits per month!

We are also very, very happy to announce that the new and improved www.adamen-inc.com (powered by Association Voice) is
now registering over 7500 hits per month! WOW!!!" This is great news for us and for our loyal and continuing advertisers. It's
also great news for you, our readers, friends and clients. Why? Because with the support we now know that we have we’ll be

able to bring you even more of what you are looking for.

- Julie Adamen

The Book Report from page 8 H E‘TPI'"H )’GU Sur'ﬁ\fe
a legal,sea of change.

information I can and give up little or nothing. Very
much applicable to the world in which we work. This
system will help you get around that. i
.-l-"""'P ‘l "'|
The title alone is worth the price of admission. It means -]
that you can’t develop any significant and lasting skill
without time and practice. It's easy to embrace the
concept of practice in Sports, Music or Medicine. Why
should it be any different when it comes to dealing with
people? None of us rode a bike well the first time out - I
remember getting pushed into a bed of roses my first
time without training wheels. Through time, effort and a
willingness to fall (read: fail), we got there. That’s what
Sandler means by the title. That’s appropriate advice for
virtually any venue in life! skkkk 5 Stars
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ON SITE MANAGER/EXECUTIVE
POSITIONS

CALIFORNIA

To 90k DOE - Large scale association near Palm
Springs, CA. Currently under construction. This
position works for a mgmt. firm. Start date 8/07.
Code 5.117

To 85k - Master Association GM sought in
Menifee, CA. This position works for a mgmt.
firm. Start date 10/07. Applicants are
encouraged to apply now. Code 5.117.1

OPPORTUNITY TO LEARN AND GROW
FOR THE RIGHT PERSON!

To 85k + Large mgmt. firm in S. California
seeks trainees for large-scale site management
throughout SoCal. Preferred candidates will
have a CCAM/CMCA/PCAM, be willing to
relocate at times for training and eventual take-
over as GM when needed. Candidates to be
considered will have 3+ years in community
management with outstanding people and
communication skills. Hi end portfolio
managers are considered eligible for these
positions. Code 5.23.3

OREGON

To 75k DOE - Mgmt. firm seeks Hi-Rise
managers for downtown Portland for upcoming
projects in 2007/08. Hi - rise experience
desirable but not required. Will consider hi-end
portfolio manager for this position. Code 38.03

WASHINGTON DC/METRO AREA

To 90k - Large mgmt. firm seeks regional
manager with condominium experience. The
preferred candidate will be a dynamic self-
starter with excellent communication and
people skills. Developer experience desired.
This is a key position in a large firm with a
growing HOA COA division. Code 47

SALES/MARKETING

NEW! To 75k base salary + commission -
Construction management firm in SF Bay area
seeks marketing manager. The ideal candidate
will be a community manager looking for more
opportunity who will be able to utilize their
industry contacts. Code 5.119

PORTFOLIO COMMUNITY ASSOCIATION
MANAGER POSITIONS

There is a Continual Demand for portfolio
managers all over the US. Specific jobs may not
be posted, as we have numerous clients from
Virginia to California, Florida to Washington,
who are always in need of good managers. Many

are willing to pay for or share moving expenses.
Contact us at info@adamen-inc.com, or give us a
call at 360.779.6507 for more information, and a
free evaluation of your resume.

ARIZONA

45k - Portfolio: Phoenix area. Code 3.06.1
45k - Portfolio: Phoenix area. Code 3.02
To 48k - Portfolio: Tucson. Code 3.01

CALIFORNIA - NORTHERN

Most of our positions posted below prefer 2 yrs.
experience, CCAM and/or CMCA, provide
benefits and may provide a moving stipend to
the right candidate. Please note that in
California, there is no mandatory CAM license
unless you call yourself a “certified” manager.
For more information on becoming a “certified”
manager, go to www.adamen-inc.com.

To 75k+ - Portfolio: Location: Richmond and East
Bay, Code 5.18

To 55k - Portfolio: Location: Roseville, CA
CCAM preferred. Code 5.115

To 50k - Portfolio: Folsom, CA. CCAM
preferred. Code 5.44.1

To 55k+ - Portfolio: Redwood City, CA. Code 5.40
To 55k - Portfolio: Hayward, CA. Code 5.22

To 55k - Portfolio: Walnut Creek, CA. Code 5.22.1
To 55k - Portfolio: Campbell, CA. Code 5.22.3
To 50k - Portfolio: San Jose, CA. Code 5.22.4

To 55k - Portfolio: Sacramento, CA. Code 5.22.5
To 55k - Portfolio: San Rafael, CA. Code 5.15
CALIFORNIA - SOUTHERN

SAN BERNARDINO

To 55k - Portfolio: Corona, CA Code 5.02.3

LOS ANGELES AREA
To 50k - Portfolio: Cerritos, CA. Code 5.33.1
To 53k - Portfolio: Culver City, CA Code 5.33.2

ORANGE COUNTY
To 60k - Portfolio: Irvine, CA. Code 5.02.2

To 53k - Portfolio: Mission Viejo, CA. Code 5.23
To 50k - Portfolio: S. Orange County, CA. Code 5.04
To 55k - Portfolio: Santa Ana, CA. Code 5.33.3

RIVERSIDE COUNTY
To 55k - Portfolio: Temecula, CA. Code 5.02.1

To 55k - Hemet/Temecula area. Code 5.33
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SAN DIEGO AREA

To 60k - Portfolio: San Diego, CA. Code 5.38
To 60k - Portfolio: San Diego, CA.Code 5.03
To 48k - Portfolio: Carlsbad, CA. Code 5.08
To 50k - Portfolio: Oceanside, CA. Code 5.13

VENTURA COUNTY
To 55k - Portfolio: 1000 Oaks, CA. Code 5.33.4

FLORIDA

Most positions listed below prefer 2 yrs.
experience, CMCA, FLCAM, provide benefits
and may provide a moving stipend to the right
candidate/position available. You must be a
FLCAM to be a community manager in FL. For
more information obtaining your FLCAM
license, go to: http://www.myflorida.com/
dbpr/pro/cam/cam_index.html

To 50k - Portfolio: Naples, FL. Code 10.01
To 45k - Portfolio: Ft. Myers, FL. Code 10.01.02
To 45k - Portfolio: Orlando, FL. Code 10.00

HAWAII

To 45k - Large mgmt firm seeks portfolio
manager for position in Kailua-Kona on the Big
Island. Code 12.01

NEVADA

Most positions listed below prefer 2 yrs.
experience, CMCA, NVCM, provide benefits
and may provide a moving stipend to the right
candidate/position available. You must be a
NVCM (licensed NV community manager) to
manage associations in NV. For more
information obtaining your NVCM license, go

to: http:/ /www.red.state.nv.us/CIC_cam.html

For additional information, you can contact
instructor Sara Barry at seblv@aol.com.

To 55k - Portfolio: Las Vegas, NV. Code 34.0
To 45k - Portfolio: Las Vegas, NV. Code 34.01
To 48k - Portfolio: Las Vegas, NV. Code 34.02
To 40k - Portfolio: Reno, NV. Code 34.10

NORTH CAROLINA

To 95k - Large scale GM sought for 1200
unit community near Chapel Hill. $4MM
budget, 6 in house employees, contracted
staff. Moving stipend. Bachelor’s degree
and PCAM preferred. Go to www.adamen-
inc.com for a job description. Code 28.03

Start out learning the business - part time!
We will train you, as long as you bring to us
bring common sense, common courtesy, and

continued on next page
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personal integrity to the table!

10k - 38k - Small management firm,
Pittsboro, NC seeks part-time community
manager. Salary shall be dependent on how
many accounts you are able/want to
manage. Code 28.02

OREGON

Most positions listed below prefer 2 yrs.
experience, CMCA, provide benefits and may
provide a moving stipend to the right candidate.

To 45k - Portfolio: Portland, OR. Code 38.01
To 42k - Portfolio: Portland/ Vancouver. Code 38.02
TEXAS

Most positions listed below prefer 2 yrs.
experience CMCA, provide benefits and may
provide a moving stipend to the right candidate.

To 55k - This Company will pay a moving
stipend! Portfolio: Location: Houston, TX Code
44.15

To 28k - ACC Violation processor: Houston, TX.
Code 44.15.1

To 44k - Portfolio: San Antonio, TX. Code 44.03.2

To 48k - Portfolio: Location: Dallas, TX. Code 44.11
To 45k - Portfolio: Location: Dallas, TX. Code 44.02.2
To 45k - Portfolio: Location: Houston, TX. Code44.03.1
To 40k - Portfolio: The Woodlands, TX. Code 44.02.1
VIRGINIA / DC METRO

Large management firm seeks experienced
community managers, assistants, trainees,
maintenance persons and others for work in the
Virginia/DC/Maryland area. The preferred
experienced management candidates will have a
college degree and PCAM; trainees a college
degree. Others with the right skill sets will also
be considered. Top firm, room to grow, full
benefits. Code 46.01

WASHINGTON STATE

To 55k - Exp. Portfolio manager. Bellevue. Code
48.01

To 55k - Exp. Portfolio manager. Location:
Seattle. Code 48.09

S0 WHAT’S “BUSINESS CASUAL?”

Casual shirts, dress shirts, sweaters, tops, golf-type
shirts, and turtlenecks are acceptable attire for _.
work. Most suit jackets or sport jackets are also

acceptable attire for the office, if they violate none
of the listed guidelines. Inappropriate attire for

work includes tank tops; midriff tops; shirts with
potentially offensive words, terms, logos, pictures,
cartoons, or slogans; halter-tops; tops with bare
shoulders; sweatshirts, and t-shirts unless worn
under another blouse, shirt, jacket, or dress.
Conservative athletic or walking shoes, loafers,
clogs, sneakers, boots, flats, dress heels, and
leather deck-type shoes are acceptable for work.
Wearing no stockings is acceptable in warm
weather. Flashy athletic shoes, thongs, flip-flops,
slippers, and any shoe with an open toe are not
acceptable in the office.

httpy//humanresources.about.com/od/workrelationships/a/dress_code.htm
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FOR SALE: 2 “STARTER”
MANAGEMENT FIRMS

Are you a seasoned manager looking to
move on to Owning your own

management firm?

1. Orange County,
$240k business annually

2. S. Bay area of Los An%eles,
$120k business annually

Excellent terms, Seasoned accounts
Terrific Opportunity for someone
looking to move up, or existing
company to add to their book of
business

Contact info@adamen-inc.com
For more information

SenEarthCo®
MANAGEMENT
COMPANY IN A BOE™=

Manage -better and faster!

et the online community association
management system that automates and
streamlings your business.

Call Sue Shaw

1-866-235-7158


http://humanresources.about.com/od/workrelationshipships/a/dress_code.htm
http://www.senearthco.com
http://www.adamen-inc.com/Companies-for-Sale~94451~12525.htm
http://www.adamen-inc.com/Jobs-Available~70315~12525.htm

MAHEQEA.]NE

Published by Adamen, Inc.
24345 Fjord Place NW ¢ Poulsbo, WA 98370

HOA ManagerNewsLine is a publication
designed to provide HOA professionals with
information about the industry and serve as a
resource for making career decisions.
HOA Manager NewsLine is published and
produced by Adamen, Inc. The opinions
expressed in NewsLines do not necessarily
reflect those of our advertisers. Adamen, Inc.
can be reached by phone at (360) 779-6507,
toll free at (877) 368-1509, by fax at (360)
243-8465, or by e-mail at info@adamen-
inc.com. Monthly circulation, 6200+.
Published 12 times yearly.

Copyright 2007 Adamen, Inc.
All Rights Reserved

I’'m a full time
Community Manager
again!
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