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merica has come under increased
scrutiny for not adhering to the
highest standards of business and
moral conduct. Not escaping are the related
consequences or what is deemed corporate
accountability. There is no question that
corporate America needs to be made more
accountable to its employees and shareholders.
Similarly, the health care arena is in no
way exempt from being in this spotlight.
As health care has become more perplexing,
there has been a refreshing accentuation
on accountability. Leaders understand that
they have to hold their people accountable;
however, they aspire for accountability to
have more than a negative connotation.
Instead, they want accountability to
become an energizing and positive force
throughout the organization.
Experts on leadership define accountability as accepting the consequences, good
or bad, for the outcome of a situation for
which you are responsible. Accordingly,
leadership proponents define responsibility
as being answerable for the outcome or
results of a situation. Hence, accountability
can come in many forms. For example,
it is expected in matters related to your
job or your family. These are your
responsibilities; things for which you
are expected to be accountable, such as
arriving at work on time or completing
your assigned tasks. One of the most
powerful forms of accountability is when
it comes from commitments we have made
either with ourselves, someone else, or an
organization.
Some ways in which Sailors are held
accountable in the military include, but are
not limited to, fitness reports, getting
placed on report, constructive criticism, or
awards. Why do we hold Sailors account-
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able in the military? The answer is
straightforward: To promote good order
and discipline when performing our
mission. Hence, devotement to duty, or
the responsibility to get the job done, is
expected.
In the Navy, some of the rules and
regulations for which Sailors are held
accountable are the Uniform Code of
Military Justice, Navy Regulations, Unit
Regulations, and the Navy Core Values.
Nonetheless, the Navy Core Values are
worth reiterating here:
Honor: “I am accountable for my
professional and personal behavior. I will
be mindful of the privilege I have to serve
my fellow Americans.”
Courage: “The value that gives me the
moral and mental strength to do what is
right with confidence and resolution, even
in the face of temptation or adversity.”
Commitment: “The day-to-day duty
of every man and woman in the DoN is
to join together as a team to improve
the quality of our work, our people, and
ourselves.”
Accountability is essentially the product
of an organization’s values and beliefs
about what is important, how business
should be conducted, how relationships
should be maintained, and its actions with
regard to those values and beliefs. It has
become abundantly clear that demonstrating
organizational accountability is a critical
responsibility of leadership. Furthermore,
unless we undertake those practices that
ensure accountability, we run the risk of
undermining our credibility. After all,
accountability is a leadership obligation.
However, adhering to high standards of
commitment and responsibility on a daily
basis does not simply occur without tireless
efforts.
Accountability can have a powerful
practical value to meeting organizational
goals, as well as resolving impending
issues. Being accountable takes a grave
amount of character, courage, and honesty.
It is not a simple thing to do; either being
accountable or imploring accountability.
Being accountable is being responsible.
The word accountable also has to do with
an account, meaning the facts and figures,
and not the excuses and the whining.

In an organization that embraces
accountability, leaders have implemented
a sound accountability system and, more
importantly, enforce it consistently. Goals
are set high; and the bigger the challenge,
the greater the excitement and satisfaction
when employees achieve their goals.
Creating indicators that have real value
is one of the greatest challenges of
implementing an accountability system.
However, no matter what you’re tracking,
comparing outcomes to previous indicators,
then demanding improvement, is the
optimal way to achieve anything. Hence,
accountability measures lead not only to
enhanced performance, but also to
increased morale. In this type of
organization, accountability energizes!
I believe that true accountability derives
from an interconnected system that yields
three parts: clarity, commitment, and
consequences. Each component reinforces
the other; take away any one and the system
shatters. Therefore, the ABC’s of accountability consist of the following:
A = Clear and concise goals that lead to
outcomes – Here, expectations must be
clear and precise and linked to outcomes.
Finally, clarity includes asking, “Why?”
B = True commitment is extended way
beyond the attitude of “I’ll just try.” That
is just not good enough nor acceptable.
C = Consequences Complete the Circle
– Here, consequences either clarify or
cloud the expectations. Meeting recaps, in
memo form or via e-mail, are the single
most important tool in holding people
accountable.
In an organization that models a culture
of accountability, people do what they say
they will do. As a result, personnel build
credibility for themselves and for the
organization by holding themselves, and
each other, accountable. On the other
hand, an organization that lacks accountability will be full of excuses for not meeting its mission because there’s a sense that
close enough is good enough since no one
will notice the variance; or worse yet, a
sense that the mission is arbitrary and
makes no sense, so the best that employees
can do is invest their energy in somehow
beating the system.
Con’t. on page 37


RDML Wallace left active duty in 1985, and received a Reserve
commission. He was assigned to the NAVAIRSYSCOM Naval Air
Logistics Unit 0166 in 1986. He served as Executive Officer with
NAVAIRSYSCOM 0366 followed by three commanding officer tours at
0166 in 1998, NAVAIRSYSCOM 0566 in 2000, and NAVAIRSYSCOM
0266 in 2002. He was selected for Flag rank in February 2003.
RDML Wallace received a PhD in Aerospace Engineering from the
Virginia Polytechnic Institute in 1991. In civilian life, Dr. Wallace served
as Assistant Deputy Undersecretary of Defense for Full Spectrum
Dominance and is presently Chief Scientist for the Space and Naval
Warfare Systems Center, Charleston, SC. He and his wife Vicci have a
son Matthew, who attends the University of Southern Florida. The
Wallaces reside in St. Petersburg, FL.
In his remarks, Wallace thanked his family for their unfailing support.
He also conveyed that he, like his predecessor, is committed to
NAVAIR’s fleet-driven metric of “Aircraft Ready for Tasking at Reduced
Cost” and making NAVAIR even more innovative with a mission-critical
focus.
“We have the rare opportunity to start with a new canvas and paint our
own picture of what the Navy Reserve Air Systems Program should look
like in the future by seeking out ways to align better the ASP with the
Active Component, reducing the cost of doing business, and delivering
value-added products and services to NAVAIR customers and our
warfighters,” Wallace said. The Air Systems Program provides
qualified and diverse civilian and military experience in operational
support of NAVAIR research and development, engineering, program
management, logistics, and industrial capability activities. The 650 Navy
Reserve officers and enlisted men and women of the ASP train constantly
to respond to evolving NAVAIR missions enabling the organization to
harvest tangible cost reductions for Fleet recapitalization. The ASP is
comprised of 32 units located in 14 states.
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Unless we undertake practices that ensure accountability and
unless we, as leaders, address issues of accountability, others will
shape them for us. After all, the future of our organization may
depend on how we provide leadership that demands accountability.
Personal, as well as organizational, credibility and the pride of
achievement are only feasible through accountability.
In conclusion, creating a culture that thrives on accountability
can be a momentous undertaking; and it takes a genuine commitment
from leaders at the top of the organization to set the tone and to
support its managers in order to make it work. As a Department
Head, I fully understand that I am accountable for the results of my
Department. I also hold all of my personnel accountable 100
percent of the time. After all, when you have an entire organization
committed to creating a culture of accountability in ways that are
truly invigorating and growth oriented for your personnel, you will
find improved success in achieving your business outcomes.
LT Charlene Inouye, Ph.D., currently is the Administrative
Services Officer, Naval School of Health Sciences in San Diego,
CA. She is also a distinguished professor and teaches graduate
courses on organizational leadership and health care administration at three universities.

Linked to 68 Worldwide
Transition Site
Denver Navy Reserve Web Site to
Assist Naval Officers Relocating to
Mile High Area
By Frank Evans

ear Admiral Richard Young, USNR (Ret.), President of
The Rocky Mountain Chapter of the Naval Reserve
Association, announced today that the unit’s Web site is
reaching out to help fellow Naval officers worldwide who
might be considering settling in Denver following release from
active duty.
“The RMCNRA organization’s Web site <www.navrescolorado.
org> has established a link in the Officer Transition Assistance
section of the ‘Stay Navy’ Web site,” he said. “What this means
is that all 68 of the Navy Personnel transition sites located around
the world are now linked to our Web site. Now, any Navy active
duty personal leaving active duty and thinking about coming
to Denver can link to our site and electronically contact us
concerning employment networking resources, relocation
assistance, and other valuable information on the numerous
opportunities available in the Mile High City.
“The quality of talent among our 90 members is outstanding,”
he said.
“In civilian life, the majority of our Naval Reserve Association
Officers fill many professional positions. These include such
posts as lawyers, financial advisors, teachers, and administrative
heads. Many of our officers have been part of the community for
20-30 years. All of us are excited about this opportunity and are
standing by to help.”
Rear Admiral Young said that most of the members filled out
chapter questionnaires some time ago. “Our purpose, as
explained then, was that if an officer transitioning from active
duty wants to get more specific information on a certain job field,
he or she can e-mail several officers who may have more detailed
information and can directly respond to that person.”
The Naval Reserve Association nationwide has 22,000
members and is the voice for Naval Reserve Officers, with its
primary purpose aimed at professional development and support
of the U.S. Navy. The Denver NRA chapter has 100 members.
He added, “It was George Washington who said, ‘The
willingness with which our young people are likely to serve in
any war, no matter how justified, shall be directly proportional
as to how they perceive the veterans of earlier wars are treated
and appreciated by their nation.’”
“We’ll see how it goes, but I know we can be of real help
to those who are leaving active duty and want to settle in
Denver.”
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