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About This Handbook

“ Effective leadership is not about making speeches or being liked; 
leadership is defined by results not attributes.”

Peter Drucker

I wrote this book for new managers and supervisors. It’s basically a short list of  

VRPH�RI �WKH�WKLQJV�,�ZLVK�VRPHRQH�KDG�WROG�PH�ZKHQ�,�JRW�P\�ÀUVW�SURPRWLRQ�

%HLQJ�D�ÀUVW�WLPH�VXSHUYLVRU�LV�D�VFDU\�WKLQJ��,W·V�JUHDW��EXW�LW·V�GDXQWLQJ��FRP-

SOH[��DQG�XQFHUWDLQ��7KHUH�VHHP�WR�EH�VR�PDQ\�PRUH�ZD\V�WR�PHVV�XS�WKDQ�WR�
do things right. After three decades of  management experience and hard-won 

OHVVRQV��,·YH�WULHG�WR�GLVWLOO�D�IHZ�NH\�OHVVRQV�,�FDPH�DFURVV�LQ�WKRVH�HDUO\�GD\V��$�
ERVV�RI �PLQH�RQFH�WROG�D�IULHQG�� $́W�OHDVW�-XOLDQ�QHYHU�PDNHV�WKH�VDPH�PLVWDNH�
WZLFH�µ�,·P�SUHWW\�VXUH�WKDW·V�QRW�WUXH��EXW�,�WKLQN�P\�IULHQG·V�UHSO\�VXPPHG�PH�
XS�ZKHQ�VKH�UHVSRQGHG��´6R�KH·V�SUHWW\�FUHDWLYH��WKHQ"µ�,QGHHG��,�VHHP�WR�KDYH�
made so many mistakes along the way that I must have invented a few new ones. 

,Q�KLQGVLJKW��WKDW·V�SUREDEO\�D�JRRG�WKLQJ��,W�GLGQ·W�DOZD\V�IHHO�OLNH�D�JRRG�WKLQJ��
KRZHYHU³WKDW�LV��XQWLO�RQH�GD\�,�FDPH�DFURVV�WKH�VLPSOH�WUXWK��7KH�VHFUHW�WR�
success is to fail more often.
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:KHQ�DVNHG�IRU�D�IRUPXOD�IRU�VXFFHVV��7KRPDV�-RKQ�:DWVRQ��6U���WKH�IRXQGHU�RI �
,%0��VWDWHG��´,W·V�TXLWH�VLPSOH��UHDOO\��'RXEOH�\RXU�UDWH�RI �IDLOXUH��<RX�DUH�WKLQN-
LQJ�RI �IDLOXUH�DV�WKH�HQHP\�RI �VXFFHVV��%XW�LW�LVQ·W�DW�DOO��<RX�FDQ�EH�GLVFRXUDJHG�
by failure or you can learn from it. So go ahead and make mistakes. Make all you 

FDQ��%HFDXVH�UHPHPEHU��WKDW·V�ZKHUH�\RX�ZLOO�ÀQG�VXFFHVV�µ

)DLOLQJ�PRUH�RIWHQ�LV�GHÀQLWHO\�D�SDWK�WR�VXFFHVV��EXW�LW·V�QRW�WKH�RQO\�RQH��,Q-
GHHG��\RX�FDQ�WUDYHO�D�PXFK�VKRUWHU�SDWK�LI �VRPHRQH�JLYHV�\RX�D�PDS�RI �WKH�
terrain and a survival guide. That’s where this book comes in. It’s not overly long 

or complex. I’ve tried to stay away from management theory and academic ideas 

RQ�OHDGHUVKLS��7KLV�LV�D�ERRN�IRU�WKH�ÀUVW�WLPH�VXSHUYLVRU�DQG�LW�LV�GHVLJQHG�WR�
help you bypass a few of  the traps I’ve made for myself  and then fallen into. 

<RX·OO�QR�GRXEW�FUHDWH�\RXU�RZQ�WUDSV��EXW�ZKHQ�\RX�GR��KRSHIXOO\�\RX·OO�ÀQG�
something in here to help you fashion a rope and haul your way out of  the mess.

,�FDQ�UHPHPEHU�VRPHRQH�VHQGLQJ�PH�VRPH�WLSV�RQ�FRXQVHOLQJ�HPSOR\HHV��MXVW�
DIWHU�,·G�PDGH�D�FRPSOHWH�KDVK�RI �D�FRXQVHOLQJ�LQWHUYLHZ��,�WKRXJKW��´,I �RQO\�P\�
friend had sent this to me last�ZHHN«�µ�:LWK�WKH�EHQHÀW�RI �KLQGVLJKW��DFWLYLWLHV�
OLNH� OHDUQLQJ��JDLQLQJ�H[SHULHQFH��FRXQVHOLQJ��DQG�D�KXQGUHG�RWKHUV�DUH�HDV\��,�
GRQ·W�HYHQ�NQRZ�ZKDW�,�ZDV�ZRUULHG�DERXW��%XW�DV�P\�IULHQG�SRLQWHG�RXW��,·P�
FUHDWLYH��VR�,·P�SHUSHWXDOO\�OHDUQLQJ�IURP�\HVWHUGD\·V�PLVWDNH�

One of  the lessons I learned was that by investing a bit of  time to learn from 

WKH�H[SHULHQFH�RI �RWKHUV��,�FDQ�VSDUH�P\VHOI �VRPH�KHDGDFKHV��$QG�KRSHIXOO\�\RX�
ZLOO��WRR�

7KH�ZRUNSODFH�WRGD\�LV�D�FRQVWDQWO\�HYROYLQJ�HQYLURQPHQW��DQG�DVVXPLQJ�WKH�
UROH�RI �OHDGHU�LV�D�FKDOOHQJLQJ�DQG�UHZDUGLQJ�H[SHULHQFH��<RX�ZLOO�ÀQG�\RXUVHOI �
supervising staff  who have varying levels of  experience and motivation. Even if  

\RX�KDYH�PDQ\�\HDUV�RI �PDQDJHPHQW�H[SHULHQFH��\RX�ZLOO�VWLOO�ÀQG�D�IHZ�XVHIXO�
pointers in here—if  only to help the supervisors who report to you.

$V�D�VXSHUYLVRU�DQG�OHDGHU��\RX�KDYH�RQO\�WZR�EDVLF�UHVSRQVLELOLWLHV��DFKLHYLQJ�
WKH�RUJDQL]DWLRQ·V�REMHFWLYHV�DQG�HQVXULQJ�WKH�ZHOIDUH�RI �WKH�SHRSOH�ZKR�UHSRUW�
to you. I have compiled this handbook to provide you with guidance and some 

tools that can help you with the day-to-day supervision of  your staff. In this 

ERRN�� \RX�ZLOO� ÀQG� WKDW� ,� XVH� WKH� WHUPV� ´VXSHUYLVRUµ� DQG� ´PDQDJHUµ� LQWHU-
changeably.

,W�LV�P\�KRSH�WKDW�WKLV�ERRN��DSDUW�IURP�VKHGGLQJ�VRPH�OLJKW�RQ�IUHTXHQW�PLV-
WDNHV�DQG�VDYLQJ�\RX�WKH�ZRUU\�DERXW�WKHP��ZLOO�DOVR�HQFRXUDJH�\RX�WR�GHYHORS�
your leadership skills. I urge you to seek out further resources and training in 

leadership. It is one of  the most challenging of  professional disciplines to mas-

WHU��DQG�WKHUH·V�DOZD\V�VRPHWKLQJ�PRUH�WR�OHDUQ�

I wish you the best of  luck on what is likely to be one of  the most rewarding 

MRXUQH\V�\RX�ZLOO�XQGHUWDNH³KHOSLQJ�RWKHUV�UHDFK�WKHLU�IXOO�SRWHQWLDO�

-XOLDQ�7DOERW������
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Leadership

“ Go to the people. Learn from them. Live with them. Start with what 
they know. Build with what they have. The best of leaders when the 
job is done, when the task is accomplished, the people will say we 
have done it ourselves.”

- Lao Tzu

Principles of Leadership
“ I suppose leadership at one time meant muscles; but today it means 
getting along with people.”

- Mahatma Gandhi

The essence of  leadership is accomplishing things through other people. Much 

KDV�EHHQ�ZULWWHQ�RQ�WKH�WRSLF�RI �OHDGHUVKLS��LQGHHG��LW�LV�D�FRPSOH[�ÀHOG�ZRUWK\�
RI �OLIHORQJ�VWXG\��,I �,�KDG�WR�JLYH�\RX�P\�WRS�WLSV�LQ�D�VLQJOH�OLVW��WKH�OLVW�ZRXOG�
UHDG�DV�IROORZV��,�WKLQN�\RX�FRXOG�EHQHÀW�IURP�VLPSO\�HPEUDFLQJ�WKH�IROORZLQJ�
principles:

1. Be a role model.

2. Be yourself.

3. Practice active listening.

4. Praise effectively.

5. State clear expectations.
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6. Know yourself  and seek self-improvement.

7. %H�WHFKQLFDOO\�DQG�WDFWLFDOO\�SURÀFLHQW�
8. Develop a sense of  responsibility among your staff.

9. Make sound and timely decisions.

10. Know your staff  and look out for their welfare.

11. Keep your team informed.

12. 6HHN�UHVSRQVLELOLW\��DQG�WDNH�UHVSRQVLELOLW\�IRU�\RXU�DFWLRQV�
13. (QVXUH�WKDW�DVVLJQHG�WDVNV�DUH�XQGHUVWRRG��VXSHUYLVHG��DQG�DFFRPSOLVKHG�
14. Train your staff  as a team.

What Is Leadership?
“ Leadership: The art of getting someone else to do something you 
want done because he wants to do it.”

- Dwight D. Eisenhower

/HDGHUVKLS� LV� WKH� DFWLRQV� E\�RQH� RU�PRUH�SHUVRQV� WKDW� LQÁXHQFH� �JXLGH�� WKH�
behavior of  one or more persons in a group setting. These actions by the leader 

DQG�RU�WKH�JURXS�DUH�RIWHQ�LQWHQWLRQDO�LQ�WKDW�WKH\�DUH�PHDQW�WR�LQÁXHQFH��RU�
WR�FKDQJH��WKH�EHKDYLRU�RI �RWKHU�SHRSOH��7KH�DFWLRQV�PXVW�EH�VXFFHVVIXO��DW�OHDVW�
LQ�SDUW��LI �WKH\�DUH�WR�EH�UHJDUGHG�DV�WKH�UHVXOWV�RI �WKH�OHDGHUVKLS��$WWHPSWV�WR�
change behavior that do not result in any changes are exactly what they sound 

like: unsuccessful attempts at leadership. The psychologist Martin Chelmers 

GHÀQHG� OHDGHUVKLS�DV� ´D�SURFHVV�RI � VRFLDO� LQÁXHQFH� LQ�ZKLFK�RQH�SHUVRQ�FDQ�
enlist the aid and support of  others in the accomplishment of  a common task.”

/HDGHUVKLS� GRHV� QRW� IROORZ� D� VSHFLÀF� VW\OH� RU� SURFHVV��7KH� VW\OH� RU� W\SH� RI �
leadership that is effective in one situation may not work very well in another. 

7KHUH�DUH�GR]HQV�RI �HIIHFWLYH�VW\OHV�DQG�W\SHV�RI �OHDGHUV��)XUWKHUPRUH��WKHUH�LV�
QR�RQH�VW\OH�WKDW�LV�XQLYHUVDOO\�HIIHFWLYH��+RZHYHU��DQG�DV�ZH�ZLOO�GLVFXVV�ODWHU��
good communication skills are essential for all types of  leadership.

0DQ\�W\SHV�RI �OHDGHUVKLS��HVSHFLDOO\�ORQJ�WHUP�RU�SROLWLFDO�OHDGHUVKLS��UHTXLUH�
the ability to separate personalities from issues. People associate issues with 

SHUVRQDOLWLHV��0DQ\�SHRSOH�FDUU\�JUXGJHV�DJDLQVW�RWKHUV� IURP�IRUPHU�FODVKHV��
and understandably this interferes with any hopes of  collaborating together in 

the future. It is often necessary to separate friendship roles from leadership 

UROHV��,Q�PDQ\�SRVLWLRQV��VXFK�DV�RQ�FRPPLWWHHV�DQG�SURMHFW�WHDPV��\RX�PD\�EH�
cooperating with another member on one issue and opposing him on another 

LVVXH��SHUKDSV�DW�WKH�VDPH�WLPH��7KLV�UHTXLUHV�NHHSLQJ�SHUVRQDOLW\�DQG�SURIHV-
VLRQ�VHSDUDWH�IURP�RQH�DQRWKHU��LQ�RWKHU�ZRUGV��WKHVH�LVVXHV�VKRXOG�QRW�EHFRPH�
SHUVRQDO��*UDQWHG��WKLV�LV�D�PRVW�GLIÀFXOW�HQGHDYRU��HVSHFLDOO\�IRU�LQH[SHULHQFHG�
managers. The attainment of  such a skill—one that is not actively pursued (nor 

DOZD\V�QHHGHG��E\�PDQ\³UHTXLUHV�FRQVLGHUDEOH�SUDFWLFH��7KH�VD\LQJ “Don’t take 

WKH�DUJXPHQW�RXW�RI �WKH�URRPµ�LV�YHU\�GLIÀFXOW�IRU�PDQ\�SHRSOH�WR�DFKLHYH��EXW�
it becomes easier over time and with practice.

What Type of Leader Are You?
“ It is better to lead from behind and to put others in front, especially 
when you celebrate victory when nice things occur. You take the 
front line when there is danger. Then people will appreciate your 
leadership.”

- Nelson Mandela

(YHU\RQH�KDV�KHU�RZQ�VW\OH�RI �OHDGHUVKLS��DQG�DERYH�DOO�� LW� LV� LPSRUWDQW�WR�be 
yourself��%H�DXWKHQWLF��7KHUH�DUH�D�QXPEHU�RI �EHKDYLRUV�ZH�FDQ�DOO�OHDUQ�IURP�WR�
improve our leadership skills. Among these are the three most basic styles of  

leadership:

 ¾ Autocratic (authoritarian) leadership

 ¾ Democratic (participative) leadership

 ¾ Laissez-faire (delegative) leadership

(DFK�VW\OH�KDV�LWV�RZQ�VWUHQJWKV�DQG�ZHDNQHVVHV��EXW�WKH\�DOO�VKDUH�D�YHU\�VLJ-
QLÀFDQW�FRPPRQDOLW\��WKHLU�ÁH[LELOLW\��5HPHPEHU�WKDW�WKH�XQGHUO\LQJ�SULQFLSOH�
behind being a good leader is the concept of  situational leadership��,Q�RWKHU�ZRUGV��
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different situations call for different leadership styles. Every wise leader knows 

WKLV��,Q�DQ�HPHUJHQF\�VXFK�DV�D�PLOLWDU\�HQJDJHPHQW�RU�D�FDWDVWURSKH��ZKHQ�WKHUH�
is little or no time to come to agreement and when a designated authority has 

VLJQLÀFDQWO\�PRUH�H[SHULHQFH�RU�H[SHUWLVH� WKDQ�WKH�UHVW�RI �WKH�WHDP��DQ�DXWR-
cratic leadership style may be most effective. Among a highly motivated and 

DOLJQHG� WHDP�ZLWK�D�KRPRJHQHRXV� OHYHO�RI � H[SHUWLVH��KRZHYHU�� D�PRUH�GHPR-
cratic or laissez-faire style may be best. The style adopted should be the one that 

PRVW�HIIHFWLYHO\�DFKLHYHV�WKH�REMHFWLYHV�RI �WKDW�SDUWLFXODU�JURXS�ZKLOH�EDODQFLQJ�
the interests of  its individual members.

Figure 1: Leadership styles

The effective leader manages to use all three styles of  leadership when 

DQG�ZKHUH�DSSURSULDWH��ZLWKRXW�HYHU�JRLQJ�WR�H[WUHPHV�ZLWK�DQ\�SDUWLFXODU�
style.

Autocratic (Authoritarian) Style
8QGHU� DXWRFUDWLF� OHDGHUVKLS�� DOO�GHFLVLRQ�PDNLQJ�SRZHUV� DUH� FHQWUDOL]HG�ZLWK� WKH�
leader; a dictatorship is one such example. These leaders do not entertain any sugges-

WLRQV�RU�LQLWLDWLYHV�IURP�VXERUGLQDWHV��7KH�DXWRFUDWLF�PDQDJHPHQW�VW\OH��DOVR�FDOOHG�
the authoritarian style��SURYLGHV�VWURQJ�PRWLYDWLRQ�WR�WKH�PDQDJHU�DQG�SHUPLWV�TXLFN�
decision making because only one person decides for the whole group and can keep 

each decision to himself until feeling the need to share with the rest of the group.

This is often considered the classical approach. It is one in which the manager re-

tains as much power and decision-making authority as possible. The manager does 

QRW�FRQVXOW�HPSOR\HHV��QRU�DUH�WKH\�DOORZHG�WR�SURYLGH�DQ\�LQSXW��(PSOR\HHV�DUH�
expected to obey orders without receiving any explanations. The driving force of  

motivation is produced by creating a structured set of  rewards and punishments.

7KLV�OHDGHUVKLS�VW\OH�FDQ�EH�H[WUHPHO\�HIIHFWLYH�LI �XVHG�MXGLFLRXVO\�DQG�DW�DS-

SURSULDWH�WLPHV��0RVW�VWDII��KRZHYHU��GR�QRW�UHVSRQG�ZHOO�WR�WKLV�PDQDJHPHQW�
VW\OH��SDUWLFXODUO\�LI �LW·V�XVHG�H[FHVVLYHO\��%XW�DJDLQ��DXWRFUDWLF�OHDGHUVKLS�LV�QRW�
DOO�EDG��$W�FHUWDLQ�WLPHV��VXFK�DV�LQ�WKH�W\SHV�RI �VLWXDWLRQV�EHORZ��LW�LV�WKH�PRVW�
effective style to use.

 ¾ 7KHUH�LV�OLPLWHG�WLPH�LQ�ZKLFK�WR�PDNH�D�GHFLVLRQ��H�J���HPHUJHQF\�UHVSRQVH�
or military engagements).

 ¾ Untrained employees do not know which tasks to perform or which proce-

dures to follow.

 ¾ Employees do not respond to any other leadership style. (This is a rare situation).

 ¾ There are high-volume production needs on a daily basis.

 ¾ Another employee challenges a manager’s power.

The autocratic leadership style is likely to be counterproductive in situations in 

ZKLFK�WKH�VWDII �FDQ�UHDVRQDEO\�H[SHFW�WR�KDYH�WKHLU�RSLQLRQV�KHDUG��GHFLVLRQ�PDN-
LQJ�UHTXLUHV�LQSXW�IURP�VXEMHFW�PDWWHU�H[SHUWV��H�J���ZKHQ�FRPSOH[�SUREOHPV�QHHG�
WR�EH�VROYHG���RU�ZKHQ�PRUDOH�LV�ORZ�DQG�WXUQRYHU�DQG�DEVHQWHHLVP�DUH�KLJK�
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6 7LeadershipThe New Supervisor’s Handbook

Participative (Democratic) Style
The democratic leadership style encourages the leader to share her decision-

making abilities with group members by promoting the interests of  the group 

PHPEHUV�DQG�E\�SUDFWLFLQJ�VRFLDO�HTXDOLW\��7KH�GHPRFUDWLF�OHDGHUVKLS�VW\OH�LV�DOVR�
called the participative style�� DV� LW�ZHOFRPHV� HPSOR\HHV� DV� D� SDUW� RI � WKH� GHFLVLRQ�
making process. The democratic manager keeps his employees informed about ev-

erything that affects their work and shares decision-making and problem-solving 

UHVSRQVLELOLWLHV��0RUHRYHU��WKLV�VW\OH�UHTXLUHV�WKH�OHDGHU�WR�EH�D�FRDFK�ZKR�KDV�WKH�
ÀQDO�VD\�EXW�JDWKHUV�LQIRUPDWLRQ�IURP�VWDII �PHPEHUV�EHIRUH�PDNLQJ�D�GHFLVLRQ�

'HPRFUDWLF� OHDGHUVKLS� FDQ� SURGXFH� KLJK�TXDOLW\� DQG� KLJK�TXDQWLW\�ZRUN� IRU�
ORQJ�SHULRGV�RI �WLPH��0DQ\�HPSOR\HHV�OLNH�WKH�WUXVW�WKH\�UHFHLYH��DQG�WKH\�WHQG�
WR�UHVSRQG�ZLWK�FRRSHUDWLRQ��WHDP�VSLULW��DQG�KLJK�PRUDOH��7\SLFDOO\��WKH�GHPR-
cratic leader develops plans to help employees evaluate their own performance 

and encourages them to establish goals.

/LNH�WKH�RWKHU�VW\OHV��WKH�GHPRFUDWLF�VW\OH�LV�QRW�DOZD\V�DSSURSULDWH��,W�LV�PRVW�
successful in the following situations:

 ¾ Employees are highly skilled or experienced.

 ¾ Operational changes must be implemented.

 ¾ A manager must resolve individual or group problems.

$V�D�JHQHUDO�UXOH��WKLV�VW\OH�RI �OHDGHUVKLS�LV�WKH�PRVW�SURGXFWLYH�LQ�WKH�PRGHUQ�
workplace. It’s particularly effective in situations in which you want staff  to 

SDUWLFLSDWH�LQ�GHFLVLRQ�PDNLQJ�DQG�SUREOHP�VROYLQJ�GXWLHV��ZKHQ�\RX�ZDQW�WR�
provide opportunities for people to develop a high sense of  personal growth 

DQG�MRE�VDWLVIDFWLRQ��DQG�ZKHQ�FKDQJHV�KDYH�WR�EH�PDGH�RU�SUREOHPV�VROYHG�WKDW�
directly affect employees. It’s also the right approach when you have a large or 

FRPSOH[�SUREOHP��VXFK�DV�D�VDIHW\�LVVXH��WKDW�UHTXLUHV�VLJQLÀFDQW�LQSXW�IURP�D�
UDQJH�RI �VXEMHFW�PDWWHU�H[SHUWV�

Democratic leadership should not be used when there isn’t enough time to get 

HYHU\RQH·V� LQSXW��ZKHQ� VWDII �PD\�KDYH� D� FRQÁLFW� RI � LQWHUHVW� �YRWLQJ�RQ� WKHLU�

RZQ�SD\�UDLVHV��IRU�LQVWDQFH���RU�LI �WKH�WHDP�VLPSO\�GRHVQ·W�KDYH�WKH�QHFHVVDU\�
expertise.

Laissez-Faire (Delegative) Style
$�SHUVRQ�PD\�EH� LQ�D� OHDGHUVKLS�SRVLWLRQ�ZLWKRXW�SURYLGLQJ�OHDGHUVKLS��EDVL-
cally leaving the group to fend for itself. Subordinates are given a free hand in 

GHFLGLQJ�WKHLU�RZQ�SROLFLHV�DQG�PHWKRGV��/DLVVH]�IDLUH�OHDGHUVKLS��DOVR�NQRZQ�DV�
delegative leadership��LV�D�W\SH�RI �OHDGHUVKLS�VW\OH�LQ�ZKLFK�OHDGHUV�DUH�KDQGV�RII �DQG�
allow group members to make the decisions. Researchers have found that this is 

the style that generally leads to the lowest productivity among group members. 

/DLVVH]�IDLUH� OHDGHUVKLS� LV� FKDUDFWHUL]HG� E\� YHU\� OLWWOH� JXLGDQFH� IURP� OHDGHUV��
FRPSOHWH�IUHHGRP�IRU�WKH�WHDP�WR�PDNH�GHFLVLRQV��DQG�VLWXDWLRQV�LQ�ZKLFK�WHDP�
members are expected to solve problems on their own.

1HYHUWKHOHVV��ODLVVH]�IDLUH�OHDGHUVKLS�FDQ�EH�HIIHFWLYH�LQ�VLWXDWLRQV�LQ�ZKLFK�JURXS�
PHPEHUV�DUH�KLJKO\�VNLOOHG��PRWLYDWHG��DQG�FDSDEOH�RI�ZRUNLQJ�RQ�WKHLU�RZQ��:KLOH�
WKH�WHUP�IRU�WKLV�VW\OH�LPSOLHV�D�FRPSOHWHO\�KDQGV�RII�DSSURDFK��PDQ\�OHDGHUV�VWLOO�
remain open and available to group members for consultation and feedback.

Laissez-faire leadership is not ideal in situations in which group members lack 

the knowledge or experience they need to complete tasks and make decisions. 

6RPH�SHRSOH�DUH�QRW�JRRG�DW�VHWWLQJ�WKHLU�RZQ�GHDGOLQHV��PDQDJLQJ�WKHLU�RZQ�
SURMHFWV��RU�VROYLQJ�SUREOHPV�RQ�WKHLU�RZQ��,Q�VXFK�VLWXDWLRQV��SURMHFWV�FDQ�UXQ�
off-track and deadlines might be missed when team members do not receive 

enough guidance or feedback from their leader.

Leadership Myths
“ Management is doing things right; leadership is doing the right 
things.”

- Peter Drucker

/HDGHUVKLS��DOWKRXJK�ODUJHO\�WDONHG�DERXW��KDV�EHHQ�GHVFULEHG�DV�RQH�RI �WKH�OHDVW�
XQGHUVWRRG�FRQFHSWV�DFURVV�DOO�FXOWXUHV�DQG�FLYLOL]DWLRQV��2YHU�WKH�\HDUV��PDQ\�
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Leadership Myths
“ Management is doing things right; leadership is doing the right 
things.”

- Peter Drucker

/HDGHUVKLS��DOWKRXJK�ODUJHO\�WDONHG�DERXW��KDV�EHHQ�GHVFULEHG�DV�RQH�RI �WKH�OHDVW�
XQGHUVWRRG�FRQFHSWV�DFURVV�DOO�FXOWXUHV�DQG�FLYLOL]DWLRQV��2YHU�WKH�\HDUV��PDQ\�
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UHVHDUFKHUV�KDYH�VWUHVVHG�WKH�SUHYDOHQFH�RI �WKLV�PLVXQGHUVWDQGLQJ��VWDWLQJ�WKDW�
WKH� H[LVWHQFH�RI � VHYHUDO� ÁDZHG� DVVXPSWLRQV�� RU�P\WKV�� FRQFHUQLQJ� OHDGHUVKLS�
often interferes with individuals’ conceptions of  what leadership is all about.

Myth 1: Leaders are egotistical.
1R��QRW�QHFHVVDULO\��5HDO� OHDGHUV�GRQ·W�QHHG�WR�OHDG�����SHUFHQW�RI �WKH�WLPH��
They are able to contribute and accept the leadership of  others. Not only that; 

WKH\�NQRZ�WKH�SRZHU�RI �UHODWLRQVKLSV��UHVSHFW��FRPPXQLFDWLRQ��DQG�KXPLOLW\³
all key elements in being a successful leader. These are not egoistical attributes.

Myth 2: Leadership is a rare ability.
*LYHQ�WKH�IDFW�WKDW�WKHUH�DUH�OHDGHUV�HYHU\ZKHUH��LW·V�QRW�DV�UDUH�DQ�DELOLW\�DV�RQH�PLJKW�
WKLQN��:LWKRXW�OHDGHUV�LQVSLULQJ�SHRSOH�WR�DFFRPSOLVK�FRPPRQ�JRDOV��OLWWOH�ZRXOG�
DFWXDOO\�JHW�GRQH�LQ�WKLV�ZRUOG��2Q�PRVW�WHDPV��HYHU\�SHUVRQ�ZKR�SDUWLFLSDWHV�DFWV�
DV�D�OHDGHU�RQ�RFFDVLRQ�ZLWKLQ�KHU�ZRUN�JURXS��FRPSDQ\��LQGXVWU\��RU�FRPPXQLW\��LQ�
their own area of expertise whether or not she is acknowledged as such.

Myth 3: The person with the highest title is the leader.
:HOO��WKDW�GHSHQGV�RQ�\RXU�GHÀQLWLRQ�RI �OHDGHUVKLS��,I �\RX�DFFHSW�WKDW�D�ODUJH�
SDUW�RI �OHDGHUVKLS�LV�LQ�RQH·V�DELOLW\�WR�LQÁXHQFH�KLV�RZQ�UHVSRQVH�WR�VLWXDWLRQV��
that person can be in any role and any position to do that. It’s not the sole re-

serve of  the senior management team.

5HDO�OHDGHUV�DUH�DFNQRZOHGJHG�E\�WKHLU�SHHUV��VXSHUYLVRUV��DQG�VXERUGLQDWHV��,W·V�
not a matter of  one’s position within an organization. It’s a matter of  who has 

WKH�EHVW�VNLOOV��NQRZOHGJH��DQG�UHVRXUFHV�WR�HQDEOH�WKH�WHDP�WR�DFKLHYH�D�SDUWLFX-
lar shared goal.

Myth 4: Leaders only give orders.
While a leader may occasionally have to give an order or make a decision in 

D�YDFXXP��WKH�EHVW�OHDGHUV�LQVSLUH�UDWKHU�WKDQ�RUGHU��7KH\�GR�WKLV�E\�EXLOGLQJ�

UHODWLRQVKLSV��D�SURFHGXUH�WKDW�DOORZV�WKHP�WR�LGHQWLI\�WKH�VWUHQJWKV�DQG�ZHDN-
nesses of  the contributors in their organization. Then they use this knowledge 

to position all contributors in a way that allows them to best succeed so that the 

JURXS��DV�D�ZKROH��UHDFKHV�LWV�JRDO�

,Q�:HVWHUQ�FXOWXUHV��LW�LV�JHQHUDOO\�DVVXPHG�WKDW�JURXS�OHDGHUV�PDNH�DOO�WKH�GLI-
IHUHQFH�ZKHQ�LW�FRPHV�WR�JURXS�LQÁXHQFH�DQG�RYHUDOO�JRDO�DWWDLQPHQW��$OWKRXJK�
FRPPRQ��WKLV�URPDQWLFL]HG�YLHZ�RI �OHDGHUVKLS�LJQRUHV�WKH�H[LVWHQFH�RI �PDQ\�
RWKHU�IDFWRUV�WKDW�LQÁXHQFH�JURXS�G\QDPLFV��)RU�H[DPSOH��JURXS�FRKHVLRQ��FRP-

PXQLFDWLRQ�SDWWHUQV�DPRQJ�PHPEHUV��LQGLYLGXDO�SHUVRQDOLW\�WUDLWV��JURXS�FRQ-
WH[W��DQG�WKH�QDWXUH�RU�RULHQWDWLRQ�RI �WKH�ZRUN��DV�ZHOO�DV�EHKDYLRUDO�QRUPV�DQG�
HVWDEOLVKHG�VWDQGDUGV��DOO�LQÁXHQFH�JURXS�IXQFWLRQDOLW\�LQ�YDU\LQJ�FDSDFLWLHV��)RU�
WKLV�UHDVRQ��LW�LV�XQZDUUDQWHG�WR�DVVXPH�WKDW�DOO�OHDGHUV�DUH�LQ�FRPSOHWH�FRQWURO�
of  their given group’s achievements.

/HDGHUVKLS�LV�DERXW�WKH�IXWXUH��QRW�WKH�SDVW��5DOSK�:DOGR�(PHUVRQ�VXPPHG�
LW�XS�ZHOO�ZKHQ�KH�VDLG��´2XU�FKLHI �ZDQW�LV�VRPHRQH�ZKR�ZLOO�LQVSLUH�XV�WR�EH�
what we know we could be.” Good leaders gain followers out of  respect and 

their ability to cause people to work toward a particular goal—and the greater 

WKDW�JRDO��WKH�PRUH�LQVSLULQJ�LW�LV��3HRSOH�IROORZ�EHFDXVH�WKH\�FDQ�UHODWH�WR�WKH�
vision or goal personalized by the leader. A good leader helps people become 

EHWWHU� WKDQ� WKH\�DUH��$�JRRG� OHDGHU�FUHDWHV�D�ZRUN�HQYLURQPHQW� WKDW�DWWUDFWV��
NHHSV��DQG�PRWLYDWHV�LWV�ZRUNIRUFH�

Myth 5: Leaders are extroverts.
Leaders aren’t all extroverts. There are actually highly successful leaders who 

are introverts. Half  of  the leaders whom I’ve ever known (including my current 

ERVV��WKH�VXFFHVVIXO�IRXQGHU�DQG�OHDGHU�RI �D�VHYHQW\�PLOOLRQ�GROODU�RUJDQL]DWLRQ��
are introverts. The ability to communicate well with a wide variety of  people 

DQG�WR�EH�FRPIRUWDEOH�DGGUHVVLQJ�JURXSV�LV�SDUW�RI �OHDGHUVKLS��EXW�PDQ\�OHDGHUV�
KDYH�KDG�WR�GLJ�GHHS�WR�GLVFRYHU�WKHVH�DELOLWLHV�ZLWKLQ�WKHPVHOYHV��%LOO�*DWHV��
:DUUHQ�%XIIHW��DQG�+LODU\�&OLQWRQ³MXVW�WKUHH�RI �WKH�PRVW�FHOHEUDWHG�OHDGHUV�
RI � WKH� WZHQW\�ÀUVW� FHQWXU\³DUH�DOO� FKURQLF� LQWURYHUWV��$QG� LW�KDVQ·W� VWRSSHG�
WKHP�RQH�LRWD�
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Myth 6: Leaders command a following.
$OWKRXJK�OHDGHUVKLS�LV�FHUWDLQO\�D�IRUP�RI �SRZHU��LW�LV�QRW�GHPDUFDWHG�E\�SRZHU�
RYHU�SHRSOH��UDWKHU��LW�LV�D�SRZHU�with people and one that exists as a reciprocal re-

ODWLRQVKLS�EHWZHHQ�D�OHDGHU�DQG�KLV�IROORZHUV��&RQWUDU\�WR�SRSXODU�EHOLHI��WKH�XVH�
RI �PDQLSXODWLRQ��FRHUFLRQ��RU�GRPLQDWLRQ�WR�LQÁXHQFH�RWKHUV�LV�not�D�UHTXLUH-
PHQW�IRU�OHDGHUVKLS��,Q�DFWXDOLW\��LQGLYLGXDOV�ZKR�VHHN�JURXS�FRQVHQW�DQG�VWULYH�
to act in the best interests of  others have the potential to become exceptionally 

HIIHFWLYH�OHDGHUV��H�J���FODVV�SUHVLGHQW��FRXUW�MXGJH��

Real leaders recognize that people aren’t waiting eagerly for their next command. 

7KHUH�DUH�WLPHV�ZKHQ�SURMHFW�SODQV�FRQÁLFW�ZLWK�RWKHU�HYHQWV��NH\�SHRSOH�ZKR�
might need to participate might not be able to; and sometimes there’s nothing 

\RX�FDQ�GR�DERXW�LW��HYHQ�DV�D�OHDGHU�

Myth 7: Followers exist to support a leader.
The best form of  leadership is servant leadership��D�WHUP�RIWHQ�DWWULEXWHG�WR�5REHUW�
.��*UHHQOHDI��ZKR� LV�FRQVLGHUHG� WKH� IRXQGHU�RI � WKH� VHUYDQW� OHDGHUVKLS�PRYH-
ment. Servant leaders contribute to the well-being of  an organization by striving 

to meet other people’s needs. The accomplishments of  a team of  inspired con-

tributors will always outstrip the accomplishments of  teams that are not person-

ally invested in either the goal or their commitment to a leader. When leaders 

IRFXV�RQ�VHUYLQJ�WKH�PHPEHUV�RI �WKHLU�WHDP��WUHDWLQJ�WKHP�DV�LQGLYLGXDOV�UDWKHU�
WKDQ�D�IDFHOHVV�JURXS��UHODWLRQVKLSV�IRUP�WKDW�DUH�EDVHG�RQ� OR\DOW\�� WUXVW��DQG�
UHVSHFW��,W·V�WKRVH�UHODWLRQVKLSV�WKDW�LQVSLUH�SHRSOH�WR�´JR�WKH�H[WUD�PLOHµ�ZKHQ�
D�SURMHFW�JHWV�WRXJK�EHFDXVH�WKHLU�hearts�DUH�LQYHVWHG�LQ�LW��QRW�MXVW�WKHLU�KHDGV�

Myth 8: Leaders are chosen by other people.
The common perception is that leaders are leaders only because other people 

FKRVH� WKHP�WR�EH��%XW� LQ�IDFW�� OHDGHUV�KDYH� WR�ÀUVW�DFNQRZOHGJH�WKH�GHVLUH� WR�
OHDG��,I �\RX�GRQ·W�SXW�\RXUVHOI �RXW�WKHUH�DV�D�SURVSHFWLYH�OHDGHU��SHRSOH�DUHQ·W�
MXVW�JRLQJ�WR�DSSRLQW�\RX�DV�RQH��2QFH�\RX�VWHS�RXW�DQG�RIIHU�\RXUVHOI��SHRSOH�
ZLOO�HLWKHU�FRQÀUP�RU�GHQ\�\RXU�OHDGHUVKLS��3HRSOH�GRQ·W�FKRRVH�OHDGHUV��WKH\�
acknowledge them.

,Q�IDFW��WKHUH�LV�D�VFKRRO�RI �WKRXJKW�WKDW�VD\V�OHDGHUV�DUH�FKRVHQ�EHFDXVH�WKH\�
FRQYH\�D�PHVVDJH�WKDW�SHRSOH�EHOLHYH�LQ�DQG�VXSSRUW��2YHUDOO��P\�H[SHULHQFH�LV�
WKDW�RWKHUV�GHFLGH�LI �\RX�DUH�D�JRRG�OHDGHU�EDVHG�RQ�WKHLU�H[SHULHQFH�RI �\RX��EXW�
typically leaders are self-appointed. Only you can really decide if  you want to 

be a leader or not.

Myth 9: Leaders are born.
$OO�OHDGHUV�DUH�ERUQ�LQWR�WKLV�ZRUOG��EXW�WKH\�DUH�QRW�QHFHVVDULO\�ERUQ�DV�OHDGHUV��
We’re all born. What we do with what we have before we die is up to us. Ac-

FRUGLQJ�WR�VRPH��OHDGHUVKLS�LV�GHWHUPLQHG�E\�GLVWLQFWLYH�FKDUDFWHULVWLFV�SUHVHQW�
DW�ELUWK��H�J���H[WUDYHUVLRQ��LQWHOOLJHQFH��LQJHQXLW\���+RZHYHU��LW�LV�LPSRUWDQW�WR�
note that leadership also develops through hard work and careful observation. 

7KXV��HIIHFWLYH�OHDGHUVKLS�FDQ�UHVXOW�IURP�QDWXUH��L�H���LQQDWH�WDOHQWV��DV�ZHOO�DV�
QXUWXUH��L�H���DFTXLUHG�VNLOOV��

Few of  us remain the person we were when we were born. We are shaped by 

RXU�VXUURXQGLQJV�DQG�QXUWXUHG�E\�WKRVH�ZKR�UDLVH�XV��$OO�EHKDYLRU�LV�OHDUQHG��
including leadership behavior.

Myth 10: All groups have a designated leader.
'HVSLWH� SUHFRQFHLYHG� QRWLRQV�� QRW� DOO� JURXSV� QHHG� D� GHVLJQDWHG� OHDGHU��
*URXSV�WKDW�DUH�SULPDULO\�FRPSRVHG�RI �FROODERUDWLYH� LQGLYLGXDOV��DUH� OLP-

LWHG�LQ�VL]H��DUH�IUHH�IURP�VWUHVVIXO�GHFLVLRQ�PDNLQJ��RU�WKDW�H[LVW�RQO\�IRU�
D� VKRUW� SHULRG� RI � WLPH� �H�J��� SURMHFW� WHDPV�� FDVXDO� VSRUWLQJ� WHDPV�� RIWHQ�
XQGHUJR�D�GLIIXVLRQ�RI �UHVSRQVLELOLW\��ZLWK�OHDGHUVKLS�WDVNV�DQG�UROHV�EHLQJ�
shared among members.

$JDLQ��WKLV�GHSHQGV�RQ�\RXU�GHÀQLWLRQ�RI �OHDGHUVKLS��,I �\RX�EHOLHYH�OHDGHUVKLS�LV�
WKH�DUW�RI �EULQJLQJ�RXW�WKH�EHVW�LQ�RWKHUV��ZK\�UHVWULFW�WKDW�WR�ZRUN"�:KDW�DERXW�
OHDGHUVKLS�LQ�\RXU�UHODWLRQVKLSV�ZLWK�\RXU�VLJQLÀFDQW�RWKHU��\RXU�FKLOGUHQ��DQG�
\RXU�IULHQGV"�/HDGHUVKLS�LV�LQÁXHQFH��DQG�ZH�H[HUW�LQÁXHQFH�DOO�WKH�WLPH�RQ�WKH�
people with whom we interact. Good leaders do that well to achieve mutually 

EHQHÀFLDO�UHVXOWV�
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Myth 11: Group members resist leaders.
Group members actually tend to be more contented and productive when they 

KDYH�D� OHDGHU� WR�JXLGH�WKHP��$OWKRXJK� LQGLYLGXDOV�ÀOOLQJ� OHDGHUVKLS�UROHV�FDQ�
EH�D�GLUHFW�VRXUFH�RI �UHVHQWPHQW�IRU�IROORZHUV��PRVW�SHRSOH�DSSUHFLDWH�WKH�FRQ-
WULEXWLRQV� WKDW� OHDGHUV�PDNH� WR� WKHLU� JURXSV� DQG�� FRQVHTXHQWO\��ZHOFRPH� WKH�
guidance of  a leader.

Traits of a Leader
“ An expert is a person who has made all the mistakes that can be 
OCFG�KP�C�RCTVKEWNCT�ƂGNF�q

- Niels Bohr

7KH�HTXDWLRQ�IRU�VXFFHVV�DV�D�OHDGHU�LV�YHU\�VLPSOH��7KH�PRUH�OHDGHUVKLS�WUDLWV�
�WRROV��\RX�GHYHORS��WKH�JUHDWHU�WKH�SUREDELOLW\�RI �\RXU�VXFFHVV�LQ�PRVW�W\SHV�RI �
OHDGHUVKLS³DQG��LQGHHG��LQ�PRVW�FDUHHUV��%HORZ�DUH�IRXUWHHQ�WUDLWV�RI �HIIHFWLYH�
OHDGHUV��7KH�IRXUWHHQ�OHDGHU�WUDLWV���PRWLYDWLRQ� �VXFFHVVIXO�OHDGHUVKLS�

1. Personable
$Q� RXWJRLQJ� SHUVRQDOLW\³WKH� DELOLW\� WR� HQMR\� ´ZRUNLQJ� WKH� FURZGµ³LV� D�
YHU\�XVHIXO�VNLOO��ERWK�LQ�WKH�UROH�RI � OHDGHUVKLS�DQG�LQ�PDQ\�RWKHU�SDUWV�RI �
OLIH��,�KDYH�D�IULHQG�ZKR��ZKHQHYHU�KH�LV�LQ�D�PHHWLQJ�RU�DW�D�SDUW\��PDNHV�VXUH�
that he greets every single person and shakes their hand. Personable people 

PDNH�JRRG�OHDGHUV��DQG�WKH\�DUH�RIWHQ�FKDULVPDWLF��IXQQ\��ZDUP��DQG�DWWHQWLYH�
to others’ needs.

:KDW�H[DFWO\�LV�FKDULVPD"�7KH�GHÀQLWLRQ�RI �WKLV�WHUP�LV�GLIÀFXOW�WR�SLQSRLQW��
and it’s an overall debatable term. It is commonly thought of  as the ability to 

JDLQ�YHU\�TXLFNO\�WKH�DWWHQWLRQ��UHVSHFW��DQG�WUXVW�RI �RWKHUV��)DPRXV�OHDGHUV�OLNH�
0DUWLQ�/XWKHU�.LQJ��-U���DQG�-RKQ�)��.HQQHG\�DUH�VDLG�WR�KDYH�KDG�JUHDW�FKD-
ULVPD��,QGXELWDEO\��FKDULVPD�LW�LV�DQ�H[WUHPHO\�HIIHFWLYH�WRRO�IRU�OHDGHUV�LQ�FHUWDLQ�
VLWXDWLRQV��EXW�LW�LV�DOVR�GLIÀFXOW�WR�OHDUQ�

+XPRU�DQG�ZDUPWK�DUH�HIIHFWLYH�LQ�PRVW�OHDGHUVKLS��DQG�QRQ�OHDGHUVKLS���VLWX-
DWLRQV��,I �\RX�DUH�QRW�IRUWXQDWH�HQRXJK�WR�KDYH�WKRVH�WUDLWV� LQQDWHO\��\RX�FDQ�
GHYHORS�WKHP��6WDUW�E\�SUDFWLFLQJ�DQG�EURDGFDVWLQJ�\RXU�ORYHO\�VPLOH�DQG�ODXJK�

Having a good memory is another useful characteristic—the ability to remem-

ber personal characteristics such as names and facts about the other person’s 

IDPLO\��VXFK�DV�KRZ�PDQ\�FKLOGUHQ�KH�RU�VKH�KDV��HWF��3HRSOH�OLNH�WR�KHDU�WKHLU�
QDPHV��,W�VKRZV�WKDW�\RX�UHFRJQL]H�WKHP�DV�XQLTXH�LQGLYLGXDOV��

2. Persuasive
&RPPXQLFDWLRQV� VNLOOV� LQFOXGH� RUDO� DQG� ZULWWHQ� VNLOOV��<RX�PXVW� EH� DEOH� WR�
VSHDN�HIIHFWLYHO\�LQ�SXEOLF�DQG��LQ�PRVW�FDVHV��\RX�PXVW�KDYH�JRRG�ZULWLQJ�VNLOOV�
DOVR��7KH�ROG�.,66�SULQFLSOH��.HHS�,W�6LPSOH��6WXSLG��LV�WLPHOHVV�LQ�LWV�XWLOLW\�

Words are often not enough to persuade someone to take a certain action. Most 

SHRSOH�WRGD\�DWWDLQ�PRVW�RI �WKHLU�LQIRUPDWLRQ�IURP�WKH�,QWHUQHW��79��DQG�QHZV-
SDSHUV��DOO�RI �ZKLFK�XVH�VLPSOH�VW\OHV�ZLWK�SOHQW\�RI �FRORU��SLFWXUHV��DQG�JUDSKV�
to convey ideas. Pictures and other visual aids are especially useful in helping 

people understand abstract ideas and persuading them to see your point of  view.

3. Persistent
.HHS�WU\LQJ��0RVW�VRFLDO�FKDQJHV��ODUJH�DQG�VPDOO��GHYHORS�JUDGXDOO\��DQG�WKDW·V�
DV�LW�VKRXOG�EH���0DMRU�FKDQJHV�LQ�YDOXHV�DQG�EHOLHIV�RIWHQ�WDNH�JHQHUDWLRQV�WR�
RFFXU�DQG�LW�LV�XQXVXDO�IRU�PDMRU�VRFLDO�FKDQJHV�WR�RFFXU�LQ�OHVV�WKDQ�D�IHZ�\HDUV�
or even decades. Changes in the educational system often take several decades. 

,I �FKDQJH�RFFXUV�WRR�IDVW��SHRSOH�EHFRPH�XQFHUWDLQ�DERXW�ZKDW�LV�ULJKW��JRRG��
or appropriate. They lose their sense of  security. Something as simple as a small 

change in the curriculum of  the local school system may take years. But if  the 

LGHD�LV�JRRG��WKH�UHVXOWV�PD\�ODVW�GHFDGHV�DQG�DIIHFW�PDQ\�SHRSOH��$OVR�UHDOL]H�
WKDW�LQ�D�KLVWRULFDO�SHUVSHFWLYH��WKH�FKDQJHV�\RX�DUH�ZRUNLQJ�WRZDUG�PD\�EH�VPDOO�
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DQG�LQFUHPHQWDO³MXVW�D�GRW�RQ�WKH�PDS�DW�WKLV�PRPHQW��<HW�JUHDW�WKLQJV�KDYH�
VPDOO�EHJLQQLQJV��WRR��7KLV�PHDQV�WKDW��\HV��ZKDW�ZH�GR�PD\�VHHP�LQVLJQLÀFDQW�
�DQG�PD\�YHU\�ZHOO�EH��LQ�WKH�JUDQG�VFKHPH�RI �WKLQJV���EXW�LW�GRHVQ·W�KDYH�WR�EH�
(and isn’t always)….

Be prepared for an effort lasting several years when you begin the process of  

bringing about change in your organization or community. Leadership of major 
projects will require a large amount of stamina and perseverance.

4. Patient
There are times when you will need to relax and wait for events or time to pass. 

Many new ideas will become accepted after people have had time to think about 

them. Most people who are angry or excited about a proposed change will cool 

down over time. Patience is a hard attribute for many young people (and not-so-

\RXQJ�SHRSOH��WR�OHDUQ��0RVW�FKDQJHV��HVSHFLDOO\�LI �WKH\�DUH�ZRUWKZKLOH��GR�QRW�
KDSSHQ�TXLFNO\��3DWLHQFH�LV�DQ�HVVHQWLDO�WUDLW�IRU�OHDGHUVKLS��DV�LV�VHOI�GLVFLSOLQH�

Patience and persistence are essential twins for getting things done. Always re-

member that leadership and change take time. Patience and persistence are very 

GLIÀFXOW�WUDLWV�WR�PDVWHU��HVSHFLDOO\�IRU�WKH�QHZHU�JHQHUDWLRQV�ZKR�DUH�XVHG�WR�
PRUH� IDVW�SDFHG� OLIHVW\OHV�� FXWWLQJ�HGJH� WHFKQRORJLHV�� DQG� UDSLG�ÀUH� XSGDWHV��
Modern culture wants things now—not tomorrow. But the real world does not 

work that way. Some changes will occur slowly.

5. Perceptive
$V�D�OHDGHU��\RX�PXVW�EH�VHQVLWLYH�WR�RWKHU�SHRSOH·V�ZDQWV�DQG�QHHGV��DV�ZHOO�DV�WR�
changes in those wants and needs. Being perceptive to another person’s situation 

often results in securing that person’s trust. A gifted politician is one who can 

always carefully perceive the current mood of  his constituents. The ability to 

OLVWHQ�LV�DQ�HVVHQWLDO�VNLOO�RI �D�SHUFHSWLYH�OHDGHU��<RX�PXVW�VWD\�LQ�WRXFK�ZLWK�\RXU�
VXSSRUWHUV��,I �WKH�JURXS�LV�ODUJH�RU�XQRUJDQL]HG��WKLV�ZLOO�UHTXLUH�PRUH�HIIRUW�

6. Principled
3HRSOH�ZKR�DUH�SULQFLSOHG�DUH�W\SLFDOO\�KRQHVW�DQG�WUXVWZRUWK\��WZR�WUDLWV�WKDW�GR�
and will continue to lead the way and save the day. Most people will believe and fol-

ORZ�VRPHRQH�ZKRP�WKH\�WUXVW��$OVR��EHFDXVH�WKH\�KDYH�QRWKLQJ�WR�KLGH��SULQFLSOHG�
people usually communicate with openness and candor—two characteristics that 

most people appreciate. There are always a few people who will try to take advantage 

RI�VXFK�WUDLWV��XQIRUWXQDWHO\³EXW�WKH�YDVW�PDMRULW\�RI�SHRSOH�ZLOO�DSSUHFLDWH�WKHP�

7R�EH�SULQFLSOHG��IROORZ�WKH�DJHOHVV�*ROGHQ�5XOH��´'R�XQWR�RWKHUV�DV�\RX�ZRXOG�
have them do unto you.”

7. Praise-Giving
$OPRVW�HYHU\RQH�HQMR\V�UHFRJQLWLRQ��HVSHFLDOO\�LI �VKH�KDV�ZRUNHG�KDUG�WR�DFKLHYH�
D�FHUWDLQ�UHVXOW��<RX�FDQ·W�VD\�WRR�PDQ\�NLQG�ZRUGV��HVSHFLDOO\�LI �\RX�VSHDN�WKHP�
LQ�D�VLQFHUH�PDQQHU��:H·UH�QRW�WDONLQJ�DERXW�ÁDWWHU\�KHUH��WKLV�LV�DERXW�JHQXLQH�
DSSUHFLDWLRQ��,I �\RX��DV�D�OHDGHU��DUH�ZRUNLQJ�ZLWK�D�FRPPLWWHH�RU�WHDP��PDNH�
DEVROXWHO\�VXUH�WKDW�\RX�JLYH�HYHU\RQH�SXEOLF�UHFRJQLWLRQ��,I �\RX�GRQ·W��\RX�PD\�
ÀQG�LW�GLIÀFXOW�WR�JDUQHU�SHRSOH·V�VXSSRUW�WKH�QH[W�WLPH�\RX�QHHG�KHOS��,W·V�HV-
VHQWLDO��KRZHYHU��WKDW�WKH�SUDLVH�LV�GHVHUYHG�DQG�WKDW�\RX�DUH�VSHFLÀF�DERXW�ZK\�
you are praising someone. Too much praise for too little reason detracts from its 

YDOXH�DQG�IURP�\RXU�FUHGLELOLW\��<RX�FDQ�TXLFNO\�GHYHORS�D�UHSXWDWLRQ�DV�EHLQJ�
overly effusive or insincere if  your praise isn’t appropriate to the context. One 

FDYHDW�� KRZHYHU�� ,W·V� LPSRUWDQW� WR� NQRZ�SHRSOH·V� SUHIHUHQFHV�� DV� VRPH�SHRSOH�
prefer to avoid being the center of  attention and might actually desire to be 

UHFRJQL]HG�IRU�WKHLU�HIIRUWV�LQ�SULYDWH��YLD�H�PDLO��RU�LQ�D�VPDOO�JURXS�VHWWLQJ��$V�
D�JHQHUDO�UXOH��KRZHYHU� praise in public and criticize in private.

I cannot emphasize it enough: It is very important to give people recognition for their 
contributions. A self-effacing leader who bestows the credit to his supporters will 

DWWUDFW�PDQ\�PRUH�IROORZHUV�WKDQ�RQH�ZKR�EUDJV�RQ�´P\µ�DFFRPSOLVKPHQWV��$�
VLPSOH� ´WKDQN�\RXµ� LV�YHU\�HIIHFWLYH�ZKHQ�VLQFHUHO\�JLYHQ�DQG�PHDQW��2Q�WKH�
RWKHU�KDQG��RQH�PXVWQ·W�EH�ORDWK�WR�DFFHSW�FRPSOLPHQWV��HLWKHU��DFFHSW�WKHP�LQ�
WKH�VDPH�ZD\�\RX�JLYH�WKHP��JUDFLRXVO\��SROLWHO\��DQG�JHQXLQHO\�
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8. Positive
A leader should always see the future as bright and optimistic. Tomorrow will 
EH�HYHQ�EHWWHU�WKDQ�WRGD\��$PHULFDQ�VRFLRORJLVW�:�,��7KRPDV�ZURWH�PDQ\�\HDUV�
DJR�DERXW�VHOI�IXOÀOOLQJ�SURSKHFLHV��+H�VDLG�WKDW�LI �D�SHUVRQ�RU�JURXS�EHOLHYHV�
D�WKLQJ�WR�EH�WUXH�DQG�RSHUDWHV�DV�WKRXJK�LW�ZHUH�WUXH��RIWHQ�LW�EHFRPHV�WUXH�
WKURXJK�WKHLU�DFWLRQV��7KLV�KDV�EHHQ�SURYHQ�RIWHQ�LQ�HGXFDWLRQ�DQG�RWKHU�ÀHOGV��
,I �D�OHDGHU�WDNHV�D�SRVLWLYH�VWDQFH��LW�ZLOO�EHFRPH�PRUH�SRSXODU��DQG�WKH�GHVLUHG�
action is more likely to occur. Always assume that someone will closely examine 

your stance on almost anything you say or do. Pessimism breeds negativity. Op-

timism breeds opportunity.

9. People-Oriented
/HDGHUVKLS�PXVW�EH�RI��E\��DQG�IRU�WKH�SHRSOH��7KH�RQO\�UHDVRQ�IRU�OHDGHUVKLS�
VKRXOG�EH�WR�EHQHÀW�SHRSOH��$�FRPPRQ�WHQGHQF\�LV�WR�ORRN�IRU�WKH�EHQHÀWV�WR�
DQ�LQGLYLGXDO��QRW�WR�WKH�ODUJHU�JURXS��2QH�UHDVRQ�ZK\�PDQ\�VR�FDOOHG�OHDGHUV�
DUH�GLVWUXVWHG�WRGD\�LV�EHFDXVH�WKH\�DUH�VHHQ�DV�VHOI�VHUYLQJ��SULPDULO\�LQWHUHVWHG�
LQ�WKHLU�RZQ�EHQHÀWV��0DQ\�SHRSOH�VHH�SROLWLFV�WRGD\�DV�D�´JRRG�ROG�ER\V·�FOXE�µ�
ZLWK�WKH�PDLQ�SOD\HUV�UHFHLYLQJ�KLJK�VDODULHV�DQG�VXSHU�SOXVK�EHQHÀWV��QRW�DW�DOO�
like the citizen–legislators the founding fathers had in mind. Harry S. Truman 

VXPPHG�LW�XS�ZHOO�ZKHQ�KH�VDLG��´,W�LV�DPD]LQJ�ZKDW�\RX�FDQ�DFFRPSOLVK�LI �\RX�
do not care who gets the credit.”

10. Possibility-Minded
A leader must be realistic when determining what is actually possible. How 

much can realistically be accomplished within the time and with the resources 

DYDLODEOH"�+RZ�VWURQJ�LV�WKH�GHVLUH�IRU�FKDQJH"�'HWHUPLQLQJ�ZKLFK�LGHDV�LQ�DQ\�
organization or setting are politically and economically feasible and which are 

QRW�LV�D�NH\�FKDUDFWHULVWLF�RI �DQ\�OHDGHU��'R�QRW�MXPS�LQWR�VROYLQJ�D�SUREOHP�
XQWLO�\RX�KDYH�JLYHQ�YHU\�FDUHIXO�FRQVLGHUDWLRQ� WR�GHÀQLQJ� WKH�SUREOHP��:LOO�
RWKHU�SHRSOH�VXSSRUW�WKH�SURSRVHG�VROXWLRQ"�$�OLWWOH�FDXWLRQ�LV�D�JRRG�DVVHW�IRU�

a leader. Bold and swift action by the knight on the white horse occurs primar-

ily in the movies. An old folk saying has considerable wisdom for leadership: 
´)RROV�UXVK�LQ�ZKHUH�DQJHOV�IHDU�WR�WUHDG�µ�7KDW�GRHVQ·W�PHDQ��KRZHYHU��WKDW�\RX�
VKRXOGQ·W� WDNH� ULVNV�� ,PDJLQDWLRQ�� GDULQJ�� DQG� WKH� DUW� RI � WKH�SRVVLEOH� DUH� WKH�
hallmarks of  leadership. The British Special Air Service motto of ´:KR�'DUHV�
Wins” is worth keeping in mind when you are trying to decide on a course of  

action. Just make sure that you are realistic.

11. Practical
A leader must realize that pleasing all of  the people all of  the time is not pos-

VLEOH��<RX�PXVW�EH�SUDFWLFDO�ZKHQ�PDNLQJ�GHFLVLRQV�WKDW�FDWHU�WR�WKH�PDMRULW\� 
SHUFHSWLYH�HQRXJK�WR�UHDOL]H�ZKHQ�WKH�PDMRULW\�LV�ULJKW��DQG�VWURQJ�HQRXJK�WR�
WDNH�DFWLRQ�ZLWKRXW�WKH�VXSSRUW�RI �WKH�PDMRULW\�ZKHQ�WKH�PDMRULW\�LV�ZURQJ��
$W�WKH�VDPH�WLPH��\RX�PXVW�EH�VWURQJ�HQRXJK�WR�VWDQG�E\�\RXU�FRQYLFWLRQV�DQG�
accept the criticisms—valid and invalid—that are sure to come. ‘Practical’ and 

‘possible’ are twins that are considerably interrelated.

12. Progressive
An effective leader is a visionary who will move the group forward. Incorporat-

LQJ�QHZ�LGHDV��VWUDWHJLHV��DQG�FRQFHSWV�RI �OHDGHUVKLS�DQG�FRPPXQLFDWLRQ�LQWR�
your personal style is a perpetual function of  leadership. Sometimes progress 

PD\�PHDQ�PDLQWDLQLQJ�WKH�FXUUHQW�VLWXDWLRQ��EXW�PRVWO\�LW�LQYROYHV�PRYLQJ�WKH�
group (and yourself) further forward.

13. Prepared
$�OHDGHU�PXVW�EH�NQRZOHGJHDEOH�DERXW�KHU�JRDOV��WKH�PHDQV�IRU�UHDFKLQJ�WKHP��
DQG�WKH�WRROV�QHFHVVDU\�WR�PHHW�WKHP��DV�ZHOO�DV�DERXW�WKH�SHRSOH�LQ�WKH�JURXS��
An effective leader must be both organized and prepared. Many a leader has 
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RSHQHG�WKHLU�PRXWK�DQG�LQVHUWHG�WKHLU�IRRW��RQO\�WR�VXGGHQO\�ÀQG�WKDW�WKH\�ZDV�
QR�ORQJHU�UHJDUGHG�DV�D�OHDGHU��,Q�P\�HDUO\�GD\V�DV�D�MXQLRU�OHDGHU��LW�VRPHWLPHV�
felt that I opened my mouth only to change feet. Get used to making mistakes. 

%H�SUHSDUHG�WR�DGPLW�\RXU�HUURUV��DSRORJL]H��OHDUQ�IURP�WKHP��DQG�PRYH�RQ�ZLWK�
good humor.

14. Power-Building
(YHQ�WKH�EHVW�OHDGHUV�FDQ·W�WDFNOH�PRVW�OHDGHUVKLS�MREV�DORQH��7KH\�QHHG�WR�KDYH�
followers and know how to motivate these people to willingly become involved 

WR�JHW�WKH�MRE�GRQH��Power�LQ�WKLV�FRQWH[W�LV�PRUH�DERXW�LQÁXHQFH��PXWXDO�VXS-

SRUW��DQG�HVWDEOLVKLQJ�HIIHFWLYH�DOOLDQFHV��&ROOHDJXHV��ERWK�OHDGHUV�DQG�IROORZ-

ers) need to trust each other if  they are to accomplish something successfully; 

LQ� WXUQ�� OHDGHUV�PXVW�EH�DEOH� WR�GHOHJDWH� IURP�D�SRVLWLRQ�RI �PXWXDO� WUXVW��$�
correlating trait is the ability to network—to build linkages of  friends and ac-

TXDLQWDQFHV�ZKR�PD\�EH�DEOH�WR�SURYLGH�QHHGHG�DVVLVWDQFH�DW�VRPH�IXWXUH�WLPH��
A classic study by James Coleman many years ago showed that who you know is 

RQH�RI �WKH�PRVW�LPSRUWDQW�IDFWRUV�WKDW�LQÁXHQFHV�OLIH�VXFFHVV�

&ORVH�H[DPLQDWLRQ�RI �WKH�DERYH�WUDLWV�VKRZV�WKDW�DOO�RI �WKHP�FDQ�EH�QXUWXUHG��
OHDUQHG��DQG�GHYHORSHG��6RPH�DUH�OHDUQHG�HDUO\�LQ�FKLOGKRRG��ZKLOH�RWKHUV�DUH�
OHDUQHG� ODWHU�RQ��+RZHYHU�� WKH�DYHUDJH�SHUVRQ�FDQ�PDNH�PDMRU� LPSURYHPHQWV�
LQ�DQ\�RI �WKHVH�DUHDV��3HUVRQDOO\��,�NQRZ�WKDW�PDQ\�RI �P\�FKDUDFWHULVWLFV�KDYH�
FKDQJHG�JUHDWO\�VLQFH�P\�HDUO\�\HDUV��,I �,�ZHUH�WKH�VDPH�SHUVRQ�DV�,�ZDV�WKHQ��,�
could not begin to do what I do today. Changes in personality are very possible, but only 
\RX�FDQ�PDNH�WKH�FKDQJH�IRU�\RXUVHOI��7KH�YHU\�ÀUVW�VWHS�LV�WR�ZDQW�WR�GR�LW�

Characteristics of Admired Leaders

A survey of 15,000 managers worldwide

1. Honest 87%

2. Forward-looking 71%

3. Inspiring 68%

4. Competent 58%

5. Fair-minded 49%

6. Supportive 46%

7. Broad-minded 41%

8. Intelligent 38%

9. Straightforward 34%

10. Courageous 33%

11. Dependable 32%

12. Cooperative 30%

13. Imaginative 28%

14. Caring 27%

15. Mature 14%

16. Determined 13%

17. Ambitious 10%

18. Loyal 10%

19. Self-controlled 5%

20. Independent 5%

James M. Kouzes and Barry Z. Posner, “What People Surveyed Feel Are the Most 
Important Traits of Leaders,” in Credibility: How Leaders Gain and Lose It, Why 
People Demand It. (Hoboken, NJ: Jossey-Bass Publishers, 1993), 14.

$�VXUYH\�RI ��������SHRSOH�LQ������E\�WKH�VDPH�DXWKRUV�IRXQG�WKDW�OLWWOH�KDG�
changed over the ensuing nine years. Four characteristics in this survey received 

more than 50 percent of  the votes:

 ¾ Honest³,I�SHRSOH�DUH�WR�IROORZ�VRPHRQH�ZLOOLQJO\��WKH\�ÀUVW�ZDQW�WR�DV-
VXUH�WKHPVHOYHV�WKDW�WKHLU�OHDGHU�LV�ZRUWK\�RI �WKHLU�WUXVW��7KH�YDVW�PDMRULW\�
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RI �SHRSOH�ZDQW�WR�NQRZ�WKDW�WKH�SHUVRQ�ZKR�LV�OHDGLQJ�WKHP�LV�KRQHVW��
HWKLFDO��DQG�SULQFLSOHG�

 ¾ Forward-looking—People expect leaders to enunciate a clear vision of  

D�IXWXUH�WKDW�LV�ZRUWK�VWULYLQJ�IRU��:KHWKHU�WKLV�DELOLW\�LV�FDOOHG�D�YLVLRQ��
GUHDP��D�FDOOLQJ��D�JRDO��RU�D�SHUVRQDO�DJHQGD��\RX�QHHG�WR�NQRZ�ZKHUH�
\RX�ZDQW�WR�EH�EHIRUH�\RX�FDQ�H[SHFW�RWKHUV�WR�MRLQ�WKH�MRXUQH\�ZLOOLQJO\�

 ¾ Competent—We all need to believe that the person who is leading us is 

FRPSHWHQW�WR�GR�VR��<RX�PXVW�EH�GHPRQVWUDEO\�FRPSHWHQW��FDSDEOH��DQG�
effective if  you are to bring out the best in others and enable them to act.

 ¾ Inspiring³/HDGHUV�DUH�H[SHFWHG�WR�EH�HQWKXVLDVWLF��HQHUJHWLF��DQG�SRVL-
tive about the future. Inspiring leadership speaks to our need to have 

meaning and purpose in our lives. Optimism about the future is the es-

sence of  being able to breathe life into our dreams and aspirations.

2WKHU� TXDOLWLHV� WKH� VXUYH\� UHVSRQGHQWV� DGPLUHG� LQFOXGHG� LQWHOOLJHQFH�� IDLU�
PLQGHGQHVV�� RSHQ�PLQGHGQHVV�� VXSSRUWLYHQHVV�� VWUDLJKWIRUZDUGQHVV�� GHSHQG-

DELOLW\��FRRSHUDWLRQ��DQG�GHWHUPLQDWLRQ�

,I �WKLV�OLVW�VRXQGV�IDU�WRR�GDXQWLQJ��WKHQ�SHUKDSV�OHDGHUVKLS�LVQ·W�IRU�\RX��,I �LW�
VRXQGV�FKDOOHQJLQJ�EXW�GRDEOH��WKHQ�FRQJUDWXODWLRQV��\RX·UH�RQ�WKH�ULJKW�SDWK��
/HDGHUVKLS� LV�DOZD\V�FKDOOHQJLQJ��$QG�RQH�WKLQJ�WKDW�ZLOO�KHOS�\RX��DERYH�DOO�
RWKHU�FKDUDFWHULVWLFV��LV�WR�VLPSO\�VWD\�LQ�JRRG�KXPRU�DQG�QRW�WDNH�\RXUVHOI �WRR�
seriously. A good sense of humor can be a wonderful tool in leadership!

Communication

“ A general is just as good or just as bad as the troops under his 
command make him.”

- General Douglas MacArthur

$V�D�6XSHUYLVRU��\RX�ZLOO�QHHG�PDQ\�FDSDELOLWLHV��EXW�LQ�WKH�HQG��\RXU�MRE�FRPHV�
GRZQ�WR�MXVW�WZR�DFWLYLWLHV�

 ¾ 0DNLQJ�GHFLVLRQV��DQG�

 ¾ Communicating.

2I�WKHVH�WZR��WKH�DELOLW\�WR�FRPPXQLFDWH�ZHOO��JHWV�P\�YRWH�DV�WKH�VLQJOH�PRVW�
LPSRUWDQW�DELOLW\�RI �D�JRRG�6XSHUYLVRU��,Q�IDFW��RQH�RI �WKH�VLQJOH�PRVW�FRPPRQ�
FULWLFLVPV�RI �OHDGHUV�LV�WKH�TXDOLW\�DQG�TXDQWLW\�RI �WKHLU�FRPPXQLFDWLRQ��7KHUH�
DUH�PD\�DVSHFWV� WR�FRPPXQLFDWLRQ�KRZHYHU� LI � ,�KDG�WR�VXP�XS�P\�DGYLFH�� LW�
would be to:

 ¾ Make time to keep your people informed.

 ¾ Respect the different communication styles of  your people.

 ¾ Pass on any information that may be relevant.

 ¾ Pass information up the line as well as downstream.

 ¾ %HFRPH�D�VNLOOHG�OLVWHQHU�
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Julian Talbot
I hope you enjoyed and found some benefit from this excerpt. You’ll find more articles on leadership at: 
- http://www.juliantalbot.com/blog/category/Leadership 

You can find the full book at Amazon via this link:
- http://amzn.to/2uuyjmv 

And, if you’d like a free copy, just subscribe to my occasional eclectic newsletters at www.juliantalbot.com. Every few months, I’ll make it free on Kindle and will let you know by email. 

Part of my mission is to help people like you achieve your goals. It helps fund my next books if you can buy the book but if money is tight, I’ll give you, or someone you care about, a copy for free. Gratis. No cost. 

I’ll also put some offers and ideas at this link from time to time: 
- http://www.juliantalbot.com/supervisorshandbook

You’ll also find articles on a range of other topics at my website so feel free to drop by. Here are a couple you might like:
- Non-verbal Communication
- Secrets of Success

Thanks and best regards,


Julian 

www.JulianTalbot.com
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