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Introduction: Why Don’t They Get It?

If you've ever asked yourself:

e “Why don't they get it?”

e “Ifigured it out, why can’t they?”

e “Why do I have to keep repeating myself?”

You're not alone. These are some of the most common frustrations I hear from owners. The
problem usually isn’t your employees’ intelligence, effort, or loyalty. The problem is clarity.

In too many businesses, people are hired into roles without written expectations, without
clear accountability, and without meaningful reviews. They’re left to guess what success
looks like. Some guess right. Many don’t. And when they miss, the owner feels frustrated
and forced to micromanage.

This lack of structure erodes trust, hurts performance, and stalls growth. But it’s not
inevitable. With the right system, accountability can be built directly into your business.

Why Accountability Breaks Down

1. Unclear Roles
Employees aren’t told exactly what’s expected of them. Job descriptions are vague or
missing altogether.

2. No Review Process
Without scheduled reviews, feedback is sporadic, emotional, or inconsistent. Employees
feel blindsided instead of supported.

3. NoKPIs
Success is left to interpretation. Employees don’t know if they’re doing well until
something goes wrong.

4. Wrong People, Wrong Seats
Sometimes the right person is in the wrong role. Without structure, this mismatch goes
undetected until problems escalate.
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The Accountability Framework

Building accountability into your organization requires three core elements:
1. Clear Job Expectations

Every role needs a written job description that outlines:

e Core responsibilities

e Expected behaviors

e Measurable outcomes

This creates alignment from day one and reduces the risk of “I didn’t know that was my
job."

2. Objective Job Reviews

Reviews should be scheduled, consistent, and based on written expectations. They’re not
about personal feelings; they’re about measuring performance against agreed standards.

3. KPIs for Each Position

Every role should have 2-3 key metrics that show whether it’s being performed
successfully. These KPIs make accountability objective, measurable, and fair.

Example: Engineers and Manufacturing Instructions

At one company, engineers were spending 40% of their time writing overly complex
manufacturing instructions. Line workers couldn’t follow them, leading to errors and
rework.

The president believed engineers were underperforming. But when we looked deeper, we
found the real issue: engineers weren'’t hired to write instructions, but they were being
forced into it.

The solution was simple: hire a technical writer at a fraction of the cost. The writer created
clear, usable instructions. Errors dropped, engineers returned to designing, and
productivity skyrocketed.

Accountability wasn’t about “working harder.” It was about having the right people in the
right seats with clear expectations.

www.efficiency-edge.com | chyle.edic@efficiency-edge.com | (503) 329-4733



Efficiency EE Edge,LLC

A Tale of Two Hires

I've also seen the opposite. An owner promoted a long-time employee into a management
role because “they’d been here the longest.” No expectations, no training, no metrics. Within
six months, the department was in chaos, and morale was collapsing.

The fix? Define the role, set expectations, assign KPIs, and review progress. When we
measured objectively, it was clear this person wasn’t suited for management. Reassigning
them to a technical role saved their career and restored team stability.

Tools for Building Accountability

e Job Description Template - A simple one-page outline of responsibilities, behaviors,
and outcomes.

o Review Process - Quarterly check-ins that focus on facts, not feelings.

e People Analyzer (EOS-style) - Rate employees on core values (fit) and whether they
“get it, want it, and have capacity” (GWC).

o KPI Dashboard - A scorecard of key metrics by role.

CheckKlist: Is Accountability Built into Your Business?

Do all roles have written job descriptions with measurable expectations?
Do you conduct reviews on a set schedule (quarterly or bi-annually)?
Does every employee have 2—3 KPIs that clearly measure success?

Can you quickly tell if the right people are in the right seats?

Do you use reviews to coach, not just criticize?

Do you promote based on capability and values, not just tenure?

Are accountability conversations fact-based instead of emotional?

If you answered “no” to three or more, accountability in your business is too dependent
on the owner.

Action Steps: Building Accountability This Quarter

Write It Down - Choose one critical role and create a written job description this week.
Add KPIs - Identify 2-3 metrics that will define success in that role.

Schedule Reviews - Put quarterly reviews on the calendar now.

Run a People Analyzer - Review whether each team member is in the right seat.
Repeat - Expand this process role by role until accountability is built into the culture.
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Conclusion: Accountability by Design

Accountability doesn’t happen by accident. It isn’t about hiring “better people” or working
harder. It's about designing systems that create clarity, measure performance, and ensure
the right people are in the right seats.

When you build accountability into your business, you reduce micromanagement, improve
morale, and free yourself to focus on growth.

Call to Action

If you're ready to stop asking “why don’t they get it?” and start building a culture of
accountability, Efficiency Edge can help.

Schedule a free 30-minute consultation at www.efficiency-edge.com/contact/

www.efficiency-edge.com | chyle.edic@efficiency-edge.com | (503) 329-4733


https://efficiency-edge.com/contact/

