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Managers and executives, the point is that Boards can’t attend
classes or read materials they don’t know exist. Likewise, they
won’t know the full extent of their roles unless we continually
provide Boards access to information and guidance for Board
development.   It’s our job to lead the horses to water, even if
we can’t make them all drink. If one or two Boards
participate, you may save your management staff hours of
maddening time spent being micromanaged, not to mention
helping those Boards that can be helped on to a more
productive and satisfying volunteer experience. 

SECTION 2

Executive awareness and intervention regarding
micromanagement. 

For the average portfolio manager, micromanagement can
mean the difference between a 60 hour work week and a 45
hour work week.  These 60 our work weeks often go
unnoticed by senior staff and many managers suffer in silence
figuring excessive work is just  part of the job. This is where
executives must have awareness of each account and how
much time is being spent on the account and why. Any
account that continually micromanages its manager is likely
losing the company money by sucking out resources for
which it is not paying in terms of actual work hours. The
micromanaging account is also sucking the life out of staff, a
root cause of manager turnover. Executives should set policy
and make appropriate changes to contracts so it is possible to
bill for excess hours.  If the association is willing to pay for the
extra time, fine. If not, by all means they should take their
micromanaging ways elsewhere. 

The costs of micromanagement to associations, management
companies and managers.

From last month’s article: “Micromanagement is the number one
reason all managers find their job frustrating. It’s the number one
reason cited by on site managers when they want to leave their

current position.  Micromanagement may very well be one of our
industry’s largest challenges.” Yes, indeed. But how do we
quantify the effects of micromanagement? Easily. 

Responsibility + no authority = staff demoralization. When
a micromanaging Board member gets in where they don’t
belong and gunks up the works, seldom is s/he held
accountable for the results of his/her actions by the Board.
This is because a) They are all micromanagers and don’t get
the problem, or b) They don’t wish to see the problem, c) They
see the problem but can’t control the micromanager, either,
and expect the manager to simply suck it up while they look
the other way.  The end result is that the staff member is held
responsible for the actions of someone else. The buck stops
with the manager when it comes to the final work-product. 

No one can, or should, continually be held responsible for
actions and decisions over which they have no control. This is
what happens when community managers are micromanaged:
Ultimately, the manager, by default of his/her hired position,
has to answer to the Board and owners collectively about issues
the micromanager either mismanaged or failed to complete. This
insidious mode of operation results in staff demoralization.
Demoralization results in turnover.   

Managing Micromanagement II from page 4
The Book Report — June 2007

If you’ve read this column for any length
of time you, the astute reader, will notice
that there are a few authors I will come
back to again and again.  That’s because
there are certain authors who, in my
opinion, consistently ‘bring it’ when it
comes to teaching solid business
principles and wisdom.  This will be the
third book I’ve reviewed by this author

(the previous two being ‘What the CEO Wants You to
Know’ and ‘Execution’, whose book reviews can be
found in the Book Report Archive @ www.adamen-
inc.com).  What makes Ram Charan’s worldview so
unique is not his degree from Harvard Business School,
his doctorate, nor his work with some of the highest
profile businesses in the world (GE, DuPont, Home
Depot among them).  What makes him unique is his
journey to these places through A) growing up in his
family’s Shoe Shop in India where, if you didn’t have
business acumen, you didn’t eat and B) his mentoring in
business while an Engineer in Australia.  You see, you
can have all the degrees and theories you want, but if you
cannot apply it in a practical way to where you live, it’s
just knowledge.  I would categorize Charan’s writings as
Business Wisdom – knowledge practically applied to
everyday business life.  So, with that setup, let’s go!

Know-How – The 8 Skills That Separate People Who
Perform From Those Who Don’t by Ram Charan with
Geri Willigan (©2007 Ram Charan/Crown Business).
While Charan’s earlier books are great (particularly
‘What The CEO Wants You to Know’ – you need this
book on your shelf!), “Know-How” distills down what
Charan sees as the 8 key traits of emerging business
leaders.  These traits are covered in great detail and are
chocked-full of real-life stories from Fortune 500
businesses seeking to develop and apply these traits to
their business operation.  On first read, some of these
traits will appear too technical and not very practical –
however, the detail and accompanying illustrations break
it down to where you and I live.  A few of the key traits
(taken directly from the book) are:

Positioning and Repositioning – finding a central idea
for business that meets customer demands and that
makes money

Pinpointing External Change – detecting patterns in a
complex world to put business on the offensive

Leading the Social System – getting the right people
together with the right behaviors and the right
information to make better, faster decisions and achieve
business results

In addition to covering the 8 key traits, Charan also deals

By Rolf Crocker

continued on page 7

continued on next page

Jenark drives operational efficiencies, delivering the technology and 
functionality to maximize your efficiency, productivity, and revenue. 

Call Jenark today at 888-711-3393.

Time was, when simple technology handled 
all your association management needs

Today, you need a full suite of integrated, advanced technology 
tools to efficiently and profitably manage your association.

> Accounting   > Work Order Processing > Violation & Request Tracking
> Owner Services > Automated Board Reporting > Web Portal Integrations

Evolve Your Operations With Jenark

www.Jenark.com

FA_Jenark_HOA_4.indd   1 12/18/06   9:49:00 AM



76

Stop and think a moment – of all the managers you know,
those whom you most admire have integrity and credibility –
they are not just good, but great managers.  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?  Like anything worth
having, credibility and integrity are earned, and must be
continually nourished and nurtured through word and deed.
Each month we will examine one of the Top Traits.  

1. Great managers understand the power of effective 
communication, and are very effective communicators.   

2. Great Managers present themselves well. 
3. Great Managers are organized. 
4. Great Managers follow through. 
5. Great Managers do not procrastinate. 
6. Great managers never give information they aren’t sure of.
7. Great managers understand the value of their 

relationships with vendors. 
8. Great Managers admit mistakes up front, take 

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. Great Managers 

have a sense of humor. 

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

13.Great Managers command higher salaries and get the 
best jobs in our fast growing, recession-proof and 
outsource-resistant business

14.Great Managers make things happen for their Boards and 
themselves 

Great managers understand the power of effective
communication, and are very effective communicators.
Managing community associations means that you are in
constant communication with the owners, the Board
members, the vendors, your co-workers or your employees.
That’s a very large group of people in whose eyes you must
have enough standing, or credibility, to convince, cajole,
assign, direct, instruct, give or deny permission or give
information in hopes of accomplishing some task or
assignment.  And this means you must communicate well in
person, in writing, via email, on the phone, one on one or in a
group – sometimes a large group. Being an effective
communicator makes the manager terribly credible. And it
makes them great.

Do you have an example of one of the Top Traits? Please email it to us
for publication! Send to info@adamen-inc.com Attention: Top Traits

THE 14 TOP TRAITS OF GREAT MANAGERS
by Julie Adamen

Managing Micromanagement II from page 5

Micromanagement limits staff development. All Boards and
management executives should want their staff to grow and
expand their abilities and knowledge because it benefits the
Board, the management company, the manager and the
community. Unfortunately, staff that is continually
micromanaged seldom finds that spot for growth as the duties
they are allowed to perform are limited.  Micromanagers keep
their staff from developing and growing their managerial
acumen by withholding skill-developing tasks that in
addition to promoting knowledge and growth, allow the
reasonable freedom to fail on occasion.2

What does it all mean? Micromanagement promotes
turnover, costing time and money. Ironically, micromanagers
often believe are “saving money” for the community by their
continual involvement. On the surface, that may appear to be
the case; however, nothing be further from reality:
Micromanagement is a major reason for the turnover of
community managers. A demoralized staff that is unable to
grow or learn  in their position, or feel trusted, is a staff that
eventually departs for greener pastures where their passion
for the job is nurtured, not stunted. Micromanagers don’t
recognize the financially debilitating aspect of their ways,

continued on page 9
2 Micromanagement is Mismanagement by Charles R. McConnell (www.nfib.com)
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(the previous two being ‘What the CEO Wants You to
Know’ and ‘Execution’, whose book reviews can be
found in the Book Report Archive @ www.adamen-
inc.com).  What makes Ram Charan’s worldview so
unique is not his degree from Harvard Business School,
his doctorate, nor his work with some of the highest
profile businesses in the world (GE, DuPont, Home
Depot among them).  What makes him unique is his
journey to these places through A) growing up in his
family’s Shoe Shop in India where, if you didn’t have
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Charan sees as the 8 key traits of emerging business
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Why? It can alleviate micromanagement. With this document,
when a Board member doesn’t know what to do about a specific
issue, s/he refers to the adopted manual and reviews the Board
policy on that issue, or the larger issue at hand. Bingo! The
member now sees that he doesn’t need to launch an exhaustive
investigation on how many landscapers have been on the
property each day for the past two years, he simply needs to
advise the appropriate committee chair of his question in writing,
and that person will take the matter in hand. Micromanagement
thwarted in its tracks! 

To be honest, I know of only a few communities that actually
have Board Policies and Procedures manuals and they are
large-scale communities. But there is no reason why all
communities cannot or should not have these valuable gems.
Management companies should provide a boiler plate model
that could be modified and adapted by each community for
any specific community’s special needs. Not only will these
manuals save management hours in not being micromanaged
and save Boards hours reinventing the wheel, it is another
tool that helps the association save corporate memory.

Board development is a marketing tool for management
firms. Have no doubt the process of regular communication
between management firms – not just the manager assigned
the account - and Boards works as a terrific marketing tool as

well: Providing to our communities company-sponsored
education and orientation for all new Boards after their
Annual Meetings as well as continuing education for our
existing Boards shows us in our best light as true
professionals. Remember the basics in marketing: Contact
develops relationship, relationship develops business, good
relationships develop good (and more) business.   

Industry programs and information for Board development 

Despite what we know is a vast amount of educational
resources for Boards about Leadership Development, this is
not the case in the minds of the Boards themselves. We as
industry professionals need to bring the new and existing
Board members into our professional organizations.
Attending industry functions not only gives Boards great
information, it provides them the opportunity to network
with other Board members (a terrific thing).  Currently there
are classes for Boards offered by CAI in addition to a pile of
books and publications directed on Board development
(www.caionline.org/education). From this site you can even
download a free copy of Introduction to Community Association
Living, a nifty publication that should be in all welcome
packages as well as given to all Board members upon the
beginning of their terms.  

Managing Micromanagement II from page 3

continued on page 5

because they think they are helping, their ego is overly-
involved or they are oblivious.  According to the US
Department of Labor: 

“…turnover is an indication that something is wrong. At a
minimum, the organization and the employee have been mismatched
and often the only thing the organization has to show for it is
another costly statistic.

“In this era of continuing — and increasing — labor shortages,
organizations cannot afford the tedious and expensive process of
recruiting applicants, only to have them leave in discontent.”

So, what does turnover really cost the organization? You can
go to the Department of Labor website,
http://www.dol.gov/cfbci/turnover.htm which has a
worksheet from which you can calculate the cost of turnover.
Caution: It’ll make your hair curl. From my own experience in
the employment end of our business each manager turnover
costs the employer between 6-12 months salary if you
calculate the real costs of time spent by the executive, staff or
Board in the search process, lost corporate memory, lost or
damaged goodwill among the clients and homeowners, lack
of productivity on the part of the departing employee and
increased workload on other employees and executives (to
name a few). Believe me, if turnover were a line item on an
association’s or company’s financial statement more would be
done to curb the causes of turnover, including
micromanagement. Micromanagement costs money.

SECTION 3

The bottom line for management firms and associations

The suffering Board and the bleak future of volunteerism.
Micromanagement is a debilitating behavior that is not only
exhausting for the staff; it’s exhausting for the Board. And it
impedes present and future volunteerism in the community:
Micromanagers, overly involved in the day-to-day  affairs of
the community give potential volunteers the absolute wrong
impression about what the job of Board member actually is,
unintentionally killing volunteerism.  Who wants to volunteer
for an unnecessary full-time job?  

What we know. Micromanagement costs everyone money. 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.  If the not-so-hidden cost of
turnover were a line item on a community’s or management
firm’s financial statement, micromanagement would be
something which both entities would better address. 

I have provided some tools for the Board and executives to
tackle micromanagement. I said this at the beginning of this
article and I say it again: I believe it is up to us, as
management professionals, for the good of managed
communities as a whole, to guide Board members to a path of
constructive stewardship and away from micromanagement
as best we can.  We need to be proactive in combating
micromanagement because micromanagement can not only
destroy the passion for the job, it costs money.  Remember:

“If you keep on doing what you've always done, you'll keep on
getting what you've always got." - WL Bateman

Next month: The professional manager’s day-to-day guide
in dealing with micromanagement: Act, don’t react

Julie Adamen

The Book Report from page 8

with personal traits that can either help or interfere with
the “Know-Hows” – Ambition, Psychological Openness,
Self-confidence among them.  This holistic approach
helps the reader to recognize  strengths and weaknesses
in their business acumen and take you to the Holy Grail
of business – successful EXECUTION and, as a result,
business success.

“I’m just a manager,” you say.  Nonsense!  You can
choose to be ‘just a manager’ if you want.  However, if
you want to take your personal and professional life to
the next level, you need to invest in it.  This kind of
knowledge will not only increase your value to your
client or company, but can increase your personal
bottom-line as well.  As I’ve said before, some of this type
of material is heavy slogging – it’s no “Chicken Soup for
the Manager’s Soul” (although there’s nothing wrong
with that).  You increase strength by increasing weight –
this book is a great way to do that. ★★★★ 4 Stars

Rolf Crocker is a Business Development Officer for
Community Association Banc, and can be reached at:

rcrocker@cabanc.com.

http://hcionline.net/default.aspx
http://www.dol.gov/cfbci/turnover.htm
mailto:rcrocker@cabanc.com
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providing the most prudent, ethical, financially sound, team-
oriented, creative, and state of the art management within our
capabilities.”  From these solid statements the next natural
step is policy making for overall administration of the
community,  not the micromanagement of the day-to-day
activities of the community. 

When developing, or reviewing and updating, these
statements, the Board builds internal cohesion. When a
Board goes through the process of adopting these purposeful
statements for themselves and their community, they do so
through either a formal Strategic Planning session or during
an elongated Board meeting. Having facilitated a few of these,
it is my observation that during this birthing process, the
Board(s) puts a lot of thought in to what they want to say to
each other as well as the community through these
Statements. Some very revealing discussion comes out among
them. After a few hours, they know each other better than
they did before, and move forward with their adopted
statements at least all sitting in the same pew, with the same
view, if not singing from the same hymnal.

Vision and Mission statement help fight corporate memory
loss: A major cause of micromanagement. Many is the time
entire Boards turn over in one or two years – or less – much to the
detriment of the community, the staff and themselves. Existing

Mission and Vision Statements give new Boards an existing
platform on which to build their own policies.    Even if the Board
intends to change existing Vision and Mission statements and
move the community in a new direction, those existing statements
are a baseline for this process of change. The existing statements
are the place from which the new Board will develop their own
cohesion and move forward with purpose. 

A last thought on Vision and Mission statements: Board
members rotate in and out regularly, people move from
community to community and only about 20% are interested
at any one time to materials or issues. Therefore, Board
continuity and corporate memory are the exception rather
than the rule. Loss of corporate memory sows the seeds for
micromanagement and the dreaded reinvention of the wheel.
However, management is not helpless in the face of these
truths and there is something we can do: Encourage the
adoption of Vision and Mission Statements in strategic planning
sessions and provide valuable information and guidance, early, often
and regularly to Boards on their true roles as policymakers, not
functionaries. Policymakers seldom micromanage. 
Board Policy and Procedures Manuals. All associations should
adopt – and managers and management companies should
encourage the adoption of - Board Policy and Procedures Manual.

Managing Micromanagement II from page 2

continued on page 4

ON SITE MANAGER/EXECUTIVE
POSITIONS

CALIFORNIA
To 100k+ – Bay area on site position. 500 condo
units. PCAM, CCAM and on site experience
preferred. For job description, go to
www.adamen-inc.com. Code 5.30

To 120k – Hi-end community association near
Palm Springs. 350 units, $4MM budget, 35+
employees. The preferred candidate will have
demonstrated superior customer service skills.
Moving stipend. Code 5.61

To 85k – Downtown LA new hi-rise 200 units,
position works for mgmt. co., full benefits. Code
5.02.01

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

To 62k – New property near Disneyland.
CCAM preferred, developer experience a plus,
full benefits. Code 5.119

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 48.08

SALES/MARKETING 
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

To 75k base salary + commission – National
community association services firm seeks
account rep. based in S. California.  This
position has a home office and will work entire
territory. Full benefits, room to grow. Code 3.14

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 our website. 

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 

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 

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 

http://www.adamen-inc.com/Jobs-Available~70315~12525.htm
mailto:info@adamen-inc.com
http://www.myflorida.com/dbpr/pro/cam/cam_index.shtml
http://www.myflorida.com/dbpr/pro/cam/cam_index.shtml
http://www.red.state.nv.us/CIC/cam_certificate.htm
mailto:seblv@aol.com
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JULIE SPEAKS!
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. 

May 11, 2007 ..............................Subject: Top Traits of Great Managers, 
Location: Palm Desert, CA, Coachella Valley Chapter, CAI

June 14, 2007 ..............Subject: The 20% Solution, Location: Worcester, 
MA, New England Chapter CAI

July 10, 2007................................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 .............................................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

In a 
nutshell ...
Micromanagement: “To direct or control in a detailed, often meddlesome
manner.”1

Long Term Solutions to Micromanagement: Leadership
Development
Board Orientation: For new Boards and after every annual meeting
because constructive stewardship starts here. All Boards should
require their management firm (or on site manager) to provide such
information, or access to Board Orientation through an independent
facilitator. One of the most important tasks that should be to set a Vision
for the community in to the future by adopting Vision and Mission
Statements.

These statements give the Board and the community a solid
platform for policy and decision making and when developing
these statements, the Board builds internal cohesion. The give give
the Board focus – and that focus is on the larger issues of a good
community, and how to get there.  

Vision and Mission statements help fight corporate memory loss: A
major cause of micromanagement. Adopted Statements give new
Boards an existing platform on which to build their own policies.

Board development is a marketing tool for management firms.
Providing to our communities company-sponsored education and
orientation for all new Boards shows us in our best light as true
professionals. 

Industry programs and information for Board development.
Attending these functions not only gives Boards needed information,
it provides them the opportunity to network with other Board
members 

The cost of micromanagement to the association, the company and
our managers: Responsibility + no authority = staff demoralization.
This insidious mode of operation results in staff demoralization. 

Micromanagement limits staff development. Staff that is continually
micromanaged seldom finds room for growth as the duties they are
allowed to perform are either rote work or the dirty work no one else
wants to do. 

What does it all mean? Micromanagement promotes unnecessary
and un-needed turnover. Micromanagers don’t recognize the
financially debilitating aspect of their ways, because they think they are
helping. 

Micromanagement costs moneyand is a major cause of manager loss,
and that loss means thousands of dollars to associations and to
management firms for each manager that leaves.  If the cost of turnover
were a line item on a financial statements, micromanagement would
be something better addressed. 

policy is carried out by staff to  their satisfaction,  as 
opposed to undertaking staff duties themselves; 

• When and how to hold meetings; 
• Adoption of  parliamentary procedures;
• How to generally operate in a business-like fashion; 
• Staying detached from the emotional reactions of owners  

to various crises, which  they will undoubtedly encounter 
in their journey on the Board; 

• And, encourage the Boards to look beyond their current 
term, and  set a Vision for the community in to the future 
by adopting Vision and Mission Statements.

The main reasons for adopting Vision and Mission Statements.

These statements give the Board and the community a solid
platform for policy and decision making and give the Board
focus – and that focus is on the larger issues of a good
community, and how to get there.  A Vision Statement should
be a simple statement of what the Board wants for the
community; i.e. “To be the best place for families to live.” The
Mission Statement outlines how they will get to the Vision;
i.e., “Our Mission is to provide our owners with and
outstanding quality of life, promoting community and

Managing Micromanagement II from page 1

continued on page 3

1 www.thefreedictionary.com
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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 fine the NewsLine, which is email out on or

about the second work day of every month. Click on the link provide 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. 

NORTH CAROLINA

FINALLY! SOMEONE WILLING TO TRAIN
AND/OR PROVIDE A PART-TIME

POSITION!

Start out learning the business – part time! 
We will train you, as long as you bring to us 
bring common sense, common courtesy, and 
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 48k – Portfolio: Dallas, TX. Code 44.11 

To 45k – Portfolio: Dallas, TX. Code 44.02.2 

To 45k – Portfolio: Houston, TX. Code 44.03.1 

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

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 

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 Angeles, $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

http://www.condodefects.com
mailto:rlevin@condodefects.com
mailto:info@adamen-inc.com
http://www.adamen-inc.com/Companies-for-Sale~94451~12525.htm
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Micromanagement: To direct
or control in a detailed, often
meddlesome manner.”1

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

Last month, in Part I of this article (May
2007), we discussed in detail how
micromanagement is time-consuming,

energy draining, ever maddening, and
demoralizing busy-work that accomplishes
little. In that article, I listed some reasons I have
observed on why Boards or Board members feel
the need to micromanage, but I believe the
underlying reason is that they truly have no
idea what their role is in relationship to each
other nor the community as a whole. I believe it
is up to us as management professionals to
guide Board members to a path of constructive
stewardship. Constructive stewardship leads
Boards away from destructive
micromanagement. This serves not only the
Boards and their communities it serves
management. To that end there are two courses
of action, which should be implemented
concurrently involving long term and short
term solutions. Like the name implies, long
term solutions take a long time to develop and
bear fruit, so we have to know how to deal –
congruently – with the day to day stuff until the
long term, “root of the problem” solutions take
effect.  How to deal with day-to-day
micromanagement is an article unto itself and
will be discussed next month. This month, we’ll
discuss the following:
•The Long Term Solution: Leadership 

development within Boards
•Executive Awareness and Intervention
•The Cost of Micromanagement for 

Management Firms and Associations

SECTION 1

Long Term Solutions to Micromanagement:
Leadership Development

Board Orientation: For new Boards and after
every annual meeting because development
of constructive stewardship starts here. I
know of several (but no where near a majority)
management firms that provide regular Board
orientation – either right after the annual
meeting (facilitated by an executive or senior,
supervising manager; i.e. someone in some
position of authority within the management
firm) or annually for all their Boards at one
large Community Leadership Forum – or both.
And this isn’t only on the shoulders of the
managing agent: all Boards should require
their management firm (or on site manager)
to provide orientation information, or access
to Board Orientation through an independent
facilitator. Boards seldom see their own
development as an asset to the community and
we need to change that. No, Boards, this
service will not be free; however, this may be
the most effective use of association funds
every year. The more Boards understand their
roles and responsibilities, the better stewards
and trustees they become. 

While providing orientation, the managing
firm or facilitator should review the following: 

• Outline to the Board their duties as 
fiduciaries; 

• Discuss how their varying offices within the
Board work; 

• Discuss that the primary responsibility of  
the Board is to set policy and to ensure that

Julie Adamen
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