Even if you are on the right track,

you’ll get run over if you just sit there.



~ Will Rogers

P A R T    O N E
Leaders exist in every organizational structure: whether the queen bee in the hive, the pack’s alpha dog, or the Prime Minister of Great Britain.   With apologies to Tony Blair, these leaders have many qualities in common, with some defined by specific situations and others they will invent or exploit as the need arises.   Real leadership, inspired leadership, well, that’s not so common.  It’s a blend of wisdom, humility, common sense and raw courage and all starts by looking in the mirror.
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 is for Level 5 Leadership acknowledging Jim Collins’ research which revealed the unexpected recipe for a successful CEO:  “extreme personal humility” combined with an “intense professional will.”    To identify those leaders who operate on level 5, look for a big picture window in their office out of which they gaze regularly to see the source of the success of their business, and a mirror hung at eye level to find evidence of where to look when things go wrong.  Dee Hock, founder and CEO Emeritus of VISA agrees “If you seek to lead, invest at least 50% of your time in leading yourself—your own purposes, ethics, principles, motivation, conduct”.   You will  also want to remember the sage anonymous advice “(a) real leader faces the music even when he doesn’t like the tune”. 
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is for the equation: Effective Leadership = f ( L, F, S ).   It is this combination of leader, follower and situation, that makes Situational Leadership Model as developed by Blanchard and Hershey adaptable to the dynamic forces at play in the business environment.  Leaders using this model know that one size of management does not fit all their followers, some will need more guidance, others more freedom.  For effective leaders, their work is to balance and apportion supportive and directive behavior.
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 is for the anticipating change.  In the post-modern world, turbo-charged change affects every aspect of  the business and personal world.  Take communication, for instance. Ten years ago, each employee had a phone and an inbox  (on their desk.   Now, employees and clients alike have at least five modes (landline, cell, e-mail, snail mail and text messaging) of getting in touch, many of them instataneous.   Anticipating the impact of change, specifically technological change, is why effective leaders utlize strategic planning.1
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is for management guru, Peter Drucker.  According to Drucker, “the best way to predict the future, is to create it”.  In doing so, business leaders must make sure they are using assumptions about their organization that fits the ever changing landscape of the global economy.  Drucker’s list of outdate assumptions about the nature of business serve to enlighten not just public sector and private sector leaders, but can be applied outside of business itself.  Drucker recognized that there is more than one way to run a business.  It’s time to retire any t-shirts that say: “because we always did it that way”. 2 
[image: image5.wmf]is for Victor Vroom’s Expectancy Theory used by effective leaders to motivate employees by acknowleging their need to maximize pleasure and minimize pain.  In addition, Vroom and his colleagues noted that each employee’s performance is dictated by their own personal set of characteristics, such as their personality, skills, knowledge, experience and abilities.  By linking motivation to the conscious choices of employees, Vroom made explicit what Dwight D. Eisenhower alluded to when defining leadership as “the art of getting someone else to do something you want done because he wants to do it”. 
[image: image6.wmf]is for readiness.   If Lee Iococca is right and “[m]anagement is nothing more than motivating other people”, then Vroom’s Expectancy Theory is a useful place to start to identify where on Maslow’s Hierarchy of Needs staff members are, which in turn, determines the motivating factors influencing their contribution to the organization.  Success is determined by accurately matching readiness, motivation and the organization’s goals.  Remembering the big picture window in the corner office:  A good leader inspires others with confidence in him; a great leader inspires them with confidence in themselves.

[image: image7.wmf]is for Albert Humphrey’s contribution to management theory: SWOT: Strengths, Weaknesses, Opportunities and Threats.  By looking inward into the organization for strengths and weaknesses, and outward for opportunities and threats, leaders keep their eyes on the internal and external forces impacting their business.  Again, it is the leader’s ability to look “out the window” and “in the mirror” that will determine how useful SWOT analysis is to his or her organization.   With just 
the back of an envelope, or corner of a cocktail napkin, SWOT analysis can be instrumental in crafting a plan to maximize an opportunity or divert a disaster.
[image: image8.wmf]is for the Hierarchy of Leadership Levels found in the Blake-Mouton Grid used balance leadership’s concern for production with a concern for people in their organization.   To the extent that the leadership of an organization can ensure that employees understand the overall organizational goals so they are invested in the company’s success, then the work they do directly benefits the organization and themselves.  It is, with a nod to Steven Covey, a “win-win” situation.   By valuing trust and team building, production and personal satisfaction become one in the same.  
[image: image9.wmf]is for innovation.  General George S. Patton put it this way:  “[d]on’t tell people how to do things, tell them what to do and let them surprise you with the results”.     For those managers and leaders comfortable with risk, defining fewer tasks and emphasizing more goals may lead to innovative solutions to business practices and production that otherwise could not come from a task specific management style.    

is for passion, that fire in the belly that separates managers from leaders, and inspires exceptional employee commitment and trust.  Not to be confused with charisma, a leader with “fire in the belly” for the organization will fight with energy, determination, and integrity for the organization, on the inside (employees and managers) and out (clients and customers).    It is Camelot, with or without a round table!  

P A R T    T W O
The year is 2011, and I am three years out of Library School – one year past my two year obligation to serve as a librarian in a NYC public school.  I remain at P. S. 160 in South Jamaica, Queens because over the past five years,  with the help and guidance from the School Library  Development Team (SLDT) established in 2007, we have championed and won the resources to update, renovate and automate our school library.    

It was an uphill battle, however.  With the emphasis on technological development, initially our principal was unwilling to dedicate funds to the library.  The trend was to use the computers for student research and the library for occasional student open access and regular staff meetings.  If this continued, Room 317 would soon be seen as the conference and catering facility rather than the learning center of the school.

After establishing the SLDT, each participant contributed to a  SWOT analysis,  which revealed our strengths (licensed librarian on staff with a network of fellow librarians with contacts for funding, a valuable collection of 15,000 books, and growing demand for library hours for families after school), weaknesses (competing non-library obligations for the librarian, antiquated physical plant), opportunities (face-to-face accountability for the principal to the parents regarding library availability through the SLDT), and threats (current eroding of library-only use of the space).  In the end, it was the public accountability for the library that served to secure its future and the librarian’s network that uncovered funding sources.  
In addition of an electronic card catalog, the new library has a big picture window looking out on the community and a number of mirrors, all placed at the eye level of the librarian.  
E N D N O T E S

1.
In fact, relating to change is a business in itself, as Spencer Johnson details in his best selling book and professional development program: Who Moved My Cheese?.    
2.
Drucker was not the first to see flaws in traditional management assumptions, in the early 1920,   Mary Parker Follett wrote:  “Coercive power is the curse of the universe; coactive power, the enrichment and advancement of every human soul.” 

A woman of management theory ahead of her time, Mary Parker Follett saw  organizations horizontally as networks, rather than vertically as hierarchies.  She also recognized the importance of human relations before the term was coined.  Thus proving the adage: behind every good man . . . 
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