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You have arrived! You have the corner office, tiggkr business card and the outward
respect of all those who now realize you commaedtture of their paycheck. You have
more money, a longer title on your business cadaayou walk through the halls of
your office, people begin to look busy. This isYbu’ve made it, finally...and that
euphoric feeling will last for about... hang on... okayand now... it's done.

The reality is that you are a leader, with or withthat title and that office. The reality is
that only 24% of the population of middle managevelved in current national studies

is showing a well-developed set of leadershipdraitt 83% of those same managers see
themselves as well developed. That means that élyeyau see it, isn’t necessarily

reality. You may have arrived and those folks tiaw report to you may appear to
believe you are their leader, but the way theyitséEALLY, is reality and what they

are seeing is different.

Leadership takes work; intentional work. Much ag esationship takes work. You don’t
get married and then let the relationship take oértself, do you? Or do we as a nation
think that this is the way it works. Marriage lisenin hand equals all the work is over.
Bigger title on card in hand equals all the workver. Hardly! The work has just begun.
Employees don't trust you because you say to. Eyeel® don’t respect you because you
say to. Employees don’t believe you care becaugesgg you do every once in a while
anymore than they produce high quality work intihee you ask for it, merely because
you ask. You have to earn these rights and thategaig of the corner office is not the
sum total of the work it takes.

Okay, well, what work is involved? It isn’t as ddtilt as it may sound and we have
already established that you are already a le&tdze is the secret: no matter what
anyone tells you, you ARE a leader of the voicegour head, the actions that you take
and the perceptions and beliefs that you hold tyuee If you wish to lead other people,
though, one piece of the work will entail honoreagd understanding those very same
things in all the other people you lead. It is arnpoirpose, intentional, decision to see the
people you lead as equally valuable contributingigsto the work that you will be
responsible for having completed. That is step one.

Value and honor the contributions of those you workwith

Each of the people you lead have experiences, baahkds, beliefs, perceptions, and
skills that got them where they are. Ignoring theselld be fatal to the team’s unity.
Teamwork only happens when each member of the tealsvalued, special, and
involved. This isn’t about you telling them you waltheir work and then fixing it behind
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their work. It is about you showing each team memtib&t you value their judgment,
efforts, and work. If it isn’t exactly the produgbu asked for then that leads to step two.

Shift the focus of your role to the development obthers

One of the greatest challenges of middle manageméhis country is figuring out
exactly what their priority is. Some say the wdrky do. Some believe it to be the
people they lead, but aren’t sure how to showdm8& say the priorities change
depending on the day, or rather the fire drillhed moment. No matter what, the priority
of management may shift, but the priority of a tieeder is the development of those
they lead. The greatest leaders practice skilengbathy, listening, and flexibility to

allow others to grow and make mistakes that lanthearn. Yet, in these same national
studies mentioned earlier, only 5% of the studyytajoon has well developed skills in
this area. A full 95% of middle managers show alrfee training in empathy, listening
skills and flexibility. Does that mean that 95%no&nagers really do subscribe to the “my
way is the highway” philosophy? This will not wioy the best leader on Bosses day
award, much less the respect from others and pfidenership from the members of the
team you lead. If it is your project, your way, whee they to have pride in?

Ask those you lead for help and have enough selfteem to accept it

Those you lead may have an answer that you havetbgeg to figure out. Don’t let an
over-inflated ego over office space and positi@iust get in your way of allowing those
you lead to play an active role in the work theg producing. Ask them to help you and
you bring them along. Deny their help and you dledemonstrate a belief that they
couldn’t help, shouldn’t help, or aren’t “specialoeigh” to help. If that is what you

believe then perhaps it is you the leader who bahefit from a deeper belief that you are
“special enough” to let others contribute. It slind take away from your status unless
you let it and in fact, the combined efforts of yemd those around you should elevate the
entire team and the entire project.

Leadership is an intentional practice, a conscamsion. Leadership... Intentionally is
the way in which we believe all leaders practideeirtleadership skills, or at least that is
what employees tell us. What, you weren’t born Wetidership traits? Welcome to the
rest of the 76% of middle management who would fiefnem more training in the most
common leadership traits. You were born a leadgoaf but to be a leader of others
requires intentional practice of new skills. Wheil you begin to lead...intentionally?



