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Your employer has invested in the wellbeing of its employees by providing an Employee Assistance 
Program (EAP).  Everyone has personal issues at one time or another that may impact job 
performance.  An EAP is also a very important resource for supervisors and managers – consider 
the following: 
 Optima EAP is a resource for employees dealing with many different kinds of issues. 
 Optima EAP is a tool for supervisors and managers – not just employees with personal 

problems. 
 Optima EAP is confidential – our clinicians are legally and ethically bound to protect the 

confidentiality of clients according to state and federal laws. 
 Optima EAP’s educational Web site has information on a variety of topics related to problems of 

everyday living as well as behavioral health topics.  Log on at www.optimaeap.com. 
 

 
 

Managing Without Micromanaging 
 
 

As leaders of our organization, we are responsible for meeting objectives and overseeing 
business operations.  Indeed, the proverbial “buck stops with us.”  The pressure of this 
responsibility intensifies when both the work volume and pace increase.  With so many projects 
underway, so many deadlines to meet, and so many interdependencies to support, it is natural 
to crave a deeper sense of control. 
 
But the best leaders know that complete 
control is a fictitious state of existence.  
We know that our role as leaders is more 
about influencing an outcome than 
controlling a process or a person.  
However, in demanding business times, 
the leadership pitfall of 
micromanagement often makes an 
appearance. 
 
As managers, we are often criticized by 
employees for not appreciating the 
details involved with a work assignment.  
We are also criticized for offering 
direction, but not support of a project.  In 
contrast, when we become more deeply 
engaged in a project, some employees react negatively, hurling accusations of 
micromanagement and suggesting that our involvement is unproductive.  Ugh – how can we 
win?!  Let us examine the practice of “micromanagement” to see what our intention is and what 
we can do to more effectively lead our people and processes. 
 



Micromanagement is the act of exercising excessive control of a project or of a person.  
Sometimes it is done without malice, such as in high-risk situations where any mistakes made 
could be costly.  In this case, our need to prevent potential issues logically has us more involved 
than usual.   
 
Other times, we confuse the need to micromanage with the need to coach.  In that case, we 
may be unsure of an employee’s ability and try to help him/her every step of the way.  While our 
intentions may be good and we may think we are being supportive, we are not empowering the 
employee to develop, assume ownership, and perform.  In fact, the employee may perceive our 
constant involvement as overbearing, intrusive, disruptive, and inefficient. 
 
Finally, some of us misguidedly believe that micromanagement is acceptable – after all, we are 
the boss, right?!  In this case, we may believe that our position makes us superior, so we feel 
the need to display this power to win the compliance and respect of employees.  We may 
believe that being a manager means that we should have more knowledge and skill than our 
employees, so we feel a responsibility to direct every detail and make every decision.  We may 
believe that any mistake that occurs is a direct reflection on our leadership, so we choose to 
prevent errors through tight control.  Or we may believe that employees are not as committed to 
the work as we are, so we are compelled to be involved to make sure the job gets done.     
 
Whatever may be driving our tendency to micromanage, we must realize that it can negatively 
affect productivity and morale.  As we reach greater levels of responsibility as a leader, we are 
less able to be intimately involved with work details.  That is why we need to properly train our 
employees, trust their effort, encourage continual learning, and celebrate shared success. 
 
So, how do we manage without micromanaging?  The first step to breaking the 
micromanagement habit is to recognize the signs.  The following may be indicators that you are 
micromanaging: 
 
 you spend more time focusing on process details than on 

overall results; 
 you provide employees with extremely detailed directions 

when assigning tasks; 
 you require that employees consult with you before 

decisions are made or action is taken; 
 you resist delegating tasks; 
 you require employees to provide detailed activity logs or 

progress reports on assignments; 
 you immediately re-assume control of projects that 

experience problems; 
 you doubt an employee’s competence as soon as he/she 

makes an error; 
 you rarely solicit ideas from employees; 
 you correct more than you coach, and criticize more than 

you praise; 
 you expect challenges, errors, and set-backs; or 
 you regularly work extended hours. 
 



The second step is to replace micromanaging behaviors with more positive and effective 
leadership action, such as: 
 
 providing strategic context, clarifying the 

overarching objectives related to a work 
assignment; 

 soliciting feedback from employees on 
how to execute on stated goals; 

 giving employees authority to make 
decisions; 

 delegating (responsibility as well as 
tasks); 

 establishing clear milestones, defining 
how progress will be monitored and how 
success will be judged; 

 training an employee rather than re-assigning a task; 
 accepting mistakes as part of the learning process and involving employees in the resolution; 
 building relationships with employees that allow for candid and respectful dialogue; 
 encouraging, trusting, and recognizing employees; and 
 expecting success. 
 
It may be difficult to loosen our grip on the work process, but by doing so, we encourage 
employees to take ownership and initiative of their work, invite creativity and innovation, develop 
talent and increase productivity, and become more effective leaders.  It also allows us the ability 
to focus on other things and plan for the future.  So fight the micromanagement urge and 
replace it with true leadership.  Take pride in every accomplishment that your employees make 
and realize that their success resulted from your solid leadership balance of support and 
empowerment.   
 
 
 
 

Remember… If you have an employee whose home problems are 
affecting work, or whose work problems are affecting home – then you 

have an employee who can benefit from Optima EAP. 
 

Optima EAP is available to help you, the supervisor, with any concerns you have about the 
welfare of your staff.  You may call the EAP office to discuss your concerns with one of our 

counseling staff or get help to refer the employee. 
 

Optima EAP can be reached at (757) 363-6777 or 1-800-899-8174. 
 


