
OWL BELIEVES TWO THINGS ABOUT SMALL BUSINESS MONEY: > It should be stable and secure.  > There should be more of it.
3208 West Lake Street, #10, Minneapolis, MN  55416.

For more information, contact us at 612-816-6007 
or visit owlbookkeepingandcfo.com

If you think you’ve indulged in some over-promoting 
in your accounting department, don’t wait. Call us 
today. We’ll help you straighten it out.
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Have you ever been in a job for 
which you truly weren’t qualified?
Perhaps it was exciting…for about four minutes. Then it 
was overwhelming. Frustrating. Maybe even terrifying.

The juxtaposition of power and inexperience is toxic. 
Too often, it’s veiled as a compliment. A vote of trust. 
A promotion.

The truth: Any time someone in your organization is 
entrusted with a role that’s out of his or her reach, the 
whole organization suffers. 

Think we’re being dramatic? Hardly.

Want an HR specialist who has never guided a manager 
through the termination process? Or one who has to 
Google “employee review process” to learn the steps?

How about a sales manager who has never managed and 
is fiercely competitive with the sales team members 
(making her a great salesperson but a lousy manager)?

Or,“Congrats on your recent promotion 
to Director of Imminent Failure.”

Titles are important. 

Contrary to popular belief, it shouldn’t be 
about prestige or in lieu of a raise. There’s 
only one reason titles should be handed out, 
and it’s not guilt or office politics – or even 
motivation. It’s because the candidate truly 
understands and can address the intricacies of 
the role.

We regularly meet bookkeepers who believe 
they are controllers because somewhere along 
the line, someone started referring to them as 
such – but the education, experience, and skill 
sets don’t back up the title.

The danger of giving someone a title he or 
she didn’t earn is that both the promoted 
person and the person who did the promoting 
start believing it. In other words, if you call 
Claude a CFO, Claude thinks he is a CFO, 
because you promoted him to that role. 
You’re the boss and you must know what 
you’re doing, so Claude figures he must be 
qualified. 

You start turning to Claude for CFO guidance, 
and Claude starts giving advice like a CFO – 
except the advice isn’t born of years of 
hard-earned experience and hands-on work. 
Instead, it’s probably only opinion based on 
Claude’s years of entering in payables and 
pulling together budgets. 

CASE   IN   POINT:

Sound far-fetched? It’s not. 
We see it all the time. Here’s a 
real-life example of the dangers:

A company (which shall remain anonymous) in a 
cash-strapped situation needed to invest in 
some new equipment. The company’s 
management asked their controller (who in 
actuality was a very good bookkeeper) for some 
analysis: How soon would they start earning 
money on the machine? What’s the new 
breakeven with the new machine? How much 
cash will we need?

The “controller” put together some numbers 
but didn’t take into account installation, which 
on this machine ran into the six figures. Rookie 
mistake. Actually, it’s a bookkeeper’s mistake. 
The company president would not have asked 
their bookkeeper for that same analysis – but 
because the person was called a 
controller…well, you get the picture. Net result? 
This unexpected cash requirement.

Here’s the thing: this sounds like a bash on 
bookkeepers. It’s quite the opposite. 
Successful bookkeeping requires a highly 
specialized skill set, and experience is 
paramount. The problem is when companies 
conflate experience and skill in one role with 
potential success in another. Most business 
books call this the Peter Principle. 

Can someone successfully transition from one 
role to another? Of course! But professional 
moves of any kind – promotions or lateral – 
should never be on a default trajectory.

Too frequently, we hear from business owners who have promoted staff 
members too far. Those business owners think they’re keeping staff 
happy by bestowing fancy schmancy titles. In reality, they have frustrated, 
stressed employees and lots of mistakes.

If your business has a dedicated human resource department, set up a 
meeting to discuss taking a hard look at professional advancement practices. 

If you wear both owner and HR hats, it’s crucial that you not allow 
business politics and pressure to undermine your business goals. Does a 
candidate have 20 years of experience or two years of experience 
repeated 10 times? The answer can have a huge impact on your business.

It’s not about being stingy with promotions; it’s about matching the 
right employees to the right jobs. Well-suited, capable employees are 
happy, successful employees.
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