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Today’s Lost Leaders
Leadership is such a maligned and poorly understood concept and practice today.  In many business circles an additional expectation—that of rank—is usually at the heart of the concept of leading.  Lower-ranked employees seek to become leaders and then rue the time-consumption and headaches once they reach the pinnacle.   There is the ongoing debate on whether leaders are made or born.  Leaders are usually promoted due to their technical competence in their field of training rather than their innate talent as a leader or with people.  We think we see leadership potential in people, but have no tangible way to measure or assess it.  Leaders choose their successors, usually because they lead like them.  Some leaders abuse the privileges of leadership and others don’t know how to wield the power that comes with it.  We try to train it, we judge it, and everyone covets it. We can’t really distinguish it—but we know it when we see it.
In order to fully understand the concept of leadership and to ascertain whether one is really engaged in that activity, we need to understand an important distinction between three sets of behaviors involved in leadership:

· Leading

· Managing

· Coaching
Leading can be described as a set of behaviors where one person attempts to enlist the aid and support of others in the accomplishment of a vision or possibility.  It is future oriented.  Leading is usually not focused on the delivery of the vision, but rather on orchestrating others at the strategic level.  
Managing deals with the actions of others in the present in order to implement the vision of the leader.  Managing is now-oriented.  The set of managing behaviors are usually focused on getting things done tactically day-to-day.  Managing is the set of behaviors that many leaders are most comfortable with—after all the majority of leaders were once technicians of some sort (and usually still see themselves that way).  
Coaching is a set of behaviors separate from leading and managing that involves helping others optimize their performance.  Coaching is past oriented.  Coaching involves giving feedback and co-creating possible alternative behaviors to how an individual has acted in the past.  

All three behavior paradigms involve influencing and persuading, just at different levels.  Leading influences at the strategic level, managing at the local work level and coaching at the personal level.  Leading focuses on vision, managing on task, and coaching on the individual.
In order for a leader to be worth their salt, they must keep the three activities—leading, managing, and coaching—separate in both behavior and intention.  Many leaders think they are leading when in fact they are managing.  This only creates confusion in those below and around them.  Often employees need direction—leading—when they get managing. Others need to be given some feedback—coaching—and instead they get told or shown what to do—managing.  The leader, the employee and the organization’s productivity all suffer.  
There are very few leaders who are innately aware of the differences in these three paradigms much less able to manage the smooth transition between them as needed.  The answer?  Leaders must create positive relationships with trusted advisors—those who are not afraid to hold the mirror up to the leader’s face or shine the flashlight into dark corners of the leader’s behaviors.  Most often that trusted advisor needs to be from outside of the organization to be most effective.  

Bottom line is that true leaders need to:

· Become aware of the three distinctions

· Find a source, either a trusted advisor as a source of unbiased feedback and training
· Practice those behaviors that are not innate 

· Listen for feedback from those around them as they practice and learn

It’s never too late!
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