Training

Lessons on accountability
I

T s eems the article Staff
‘fire’ t h eir bosses in TTG
Asia May 25-31 hit more
than a few ri ght notes and
trod on a few toe s .
So the the me for this
instalment is on one of
the four key actions discussed
in the last article – regardless
of our status, we should
have accountabi l i ty at the top
of our agenda, yours and
where applicable, your staff’s.
Accountabi l i ty is all abo ut
being responsible and answerable for your actions, or lack
of them. Do you own up,
when things go wrong or try
and shift the blame?
Are you as a manager
accountable? If you are re ading this and looking at your
boss who av oids bei n g
accountable, fire him. If bo s ses are unwi lling to be accountable for what they and you do,
that is a fundamental character flaw. Over the past few
years, we have seen major news
headlines about senior managers in MNCs who believed
they were not accountable for
their actions, but justice caught
up with them.

Do these ph rases sound
familiar?
• I do not know.
• I was not there.
• I do not have time.
• It is not my job.
• That is the way we normally do it.
• Nobody told me.
• It did not matter.
• Not my problem.
The best one is, “I did not
approve that, I only sign ed it.”.

Accountability
checklist
Being acc ountable is
about taking responsibility
and not hiding or turning
away when action is required.
How acc ountable are you
with your clients, colleagues,
peers or su bordinates?
• Do you communicate
honestly with your people
and colleagues?
• Do you seek answers
when you do not
know something?
• Do you take responsibi l i ty
for your acti ons and others who report to you?
• Do you admit your mis-

takes and suggest a solution to remedy it?
• Are you reacti ve or
proactive?
• Do you let your staff know
you are there to hel p ?
• Do you encourage your
staff to take risks and su pport them?
• Do you giv e and ask
for feedback?
• Do you challenge unaccountable behaviour
in others?
• Do you set go als in
consultation with your
staff
and monitor
their progress?
• How do you handle
failure?
Consider this which I
came across the other day.
“People who are unaccountable hide behind their job
descripti on . Do you?” Th a t
same arti cle went on to say:
“Accountabi l i ty means more
than just doing your job. It
includes an obligation to
make things bet ter, to pursu e
excell ence and to do things in
ways that further the goals of
the organisation, your peop l e
and you. If outmoded or

wasteful tasks are part of your
job description, it is your
respon s i bi l i tyto do som ething
about it.”
So are you an early warning system for rec ognising
problems and solving them in
a responsible and intell i gent
manner? It does not matter
where the p roblem comes
from. It might be yo u rs or you
might have inheri ted it. The
c rucial question is, “What are
you going to do abo ut it?”, and
not “That is not my problem.”.

Suggestions
If you are tru ly accountable, here are some of the
t h i n gsyou wi ll do.
• L i s ten.
• Question.
• Invi te/of fer feedback.
• Give honest, con s tru ctive
feed b ack to others.
• Be assertive.
• Ask for what you need to
do your job effectively,
su ch as information, assist a n ce and su pport .
• Do not b e afraid to
say no.
• Challenge.
Being accountable is one
of the fastest ways to earn
respect and trust. More import a n t ly, it puts you in control of your life. Responding
accountably to life’s challenges

‘Taking responsibility should be
at the top of the agenda’
Coaching
gives you the power to change
things. That is the biggest
ben efit. Think abo ut it.
Being accountable is not
only what we do, but also wh a t
we do not do. To con clude,
accountability’s partner is
responsibi l i ty, you cannot separate the two. We have a
responsibi l i tyto show:
• Respect .
• Loya l ty.
• Reliability (keeping to
promises).
• Integri ty.
• Judgement.
• Sinceri ty.
• Truthfulness.
• Hon e s ty.
• An ov erwhelming responsibility to help our
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staff look for ways to do
their work bet ter.
Being acc ountable and
responsible builds respect,
trust and int egrity. Think
abo ut it.

About six months ago, I started in a
new management role with another
company. The timing coincided with
what appears to be the annual gettogether for various departments.
This will probably not get printed as
the topic is not in the mainstream. The problem I have is, having been briefed on past
events such as this, there is little or no direction on having fun, yet it is themed as a teambuilding event. It strikes me as a waste of time
and money in its current format. I would
appreciate your help in giving me some direction that I can take to the boss to get some
structure for this event.

Q

Thank you for your question and never
presume your letter wi ll not be addressed.
You are not alone in being concern ed at
how many teambuilding sessions and others
are developed without any stru cture or direction, let alone the next steps.
Do not get me wron g, I have nothing
against events that are purely for fun. They
serve a purpose, but please do not call them
te a m building because they are not. Your planning should involve raising questions and a
corresponding solution, o t h erwise you may
come across to your boss that you are simply
raising problems.
First, when discussing with the boss, find
out what events were hel d , as well as the objectives and results? What changed as a result of
the event? This wi ll provide you with a plat-

?
form to raise your concerns abo ut the rudderless direction of the forthcoming event.
Second, ascertain the specific issues to be
addressed. If teambuilding is still the preferred
ro ute, questi on specifically what aspects of
te a m building should be the focus, n a m ely:
• Communication.
• Cre a tivi ty.
• Probl em solvi n g.
• Shari n g.
• Decisionmaking.
Third, how is the company going to measure its su ccess and over what time frame?
Fourth, who wi ll champion the follow up
on the event to ensure learning is reinforced ,
otherwise 90 per cent of the lessons would be
gone in 72 hours or less – a fri ghtening waste of
time and mon ey.
Fifth, how do you sel ect games/simulations
that wi ll help achieve the objectives? Indoor or
outdoor events or bo t h ?
Sixth, how wi ll the participants be gro u ped
to ensure the weaker “team members” have the
opportu n i ty of working together, under guidance from the facilitators to resolve the issues?
Lastly, how wi ll you solicit feedback on
the event?
This should signal to your boss that you are
accepting accountabi l i ty by raising issues and
possible solutions. Te a m building events are
dogged by companies who believe you can
build a team overnight. Any event should be
part of an ongoing programme and not the beall and end-all. Good luck.

Have a work-related issue or problem? Write to Ray (ray@think8.net).
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