[image: image2.png]PrimeGenesis

BETTER RESULTS FASTER

=





[image: image2.png]
There are three components to activating your leadership potential. The first is knowing your own leadership qualities and capacities. The second is building a career plan. The third is interacting effectively with others in such a way that this becomes a part of an organization’s or a market’s perception of you. Know yourself, create a plan, and then help others know you. We’ve mapped out three concrete steps you can take to position yourself for leadership roles and promotions.
1.
Know your leadership potential.

Begin with the first dimension—know yourself as a leader. A title or promotion does not make anyone a leader. Leadership emerges from the character, qualities, and capacities of the individual. Make no mistake about it, authentic leadership is personal. It starts with identifying the characteristics, values, attitudes, strengths, and preferences that you hold at your core that will be the foundation for your leadership style. Without knowing these it’s possible that your leadership style will be ineffective or seem hollow. Knowing oneself is the foundation of all true leaders.
2.
Build a career plan.

Great leaders are not made in a day. Leadership is built over time. You start with your preferences, identify your strengths and opportunities for growth, reach down to your core values, and then build, methodically and intentionally, toward developing the skills, connections, and momentum that will help you realize you personal goals. 
3.
Communicate your readiness for leadership.

The best way to communicate that you can lead is to lead. Step up and lead something. It could be a major project. It could be an extracurricular cross-functional effort like a community service effort or a team outing. Either way, volunteer to lead something and lead.

Let’s go into more depth on your leadership potential here and then building a career plan and communicating the six basic elements of leadership in the following articles.
Know Your Leadership Potential

Begin with your own BRAVE preferences
BRAVE Preferences

Behave: How do you prefer to act, make decisions, control business, and so on?

Relate: How do you prefer to communicate (including mode, manner, and frequency), engage in intellectual debate, manage conflict, assign credit and blame, and so on?

Attitude: What’s your ideal organization’s purpose, mission, vision, identity, bases for power, and so son?
Values: What are your underlying beliefs, approach to learning, risk, time horizons, and so on?
Environment: What is your preferred environment in terms of office space protocols, decor, and so on? 
The point of this process is to have you look at your own preferences or habits and then work from there to identify your strengths, your values, and your goals. If you’re quite honest with yourself, you may find that there are some preferences that may not work as strengths, or even truly connect with your values. 

For example, you might be a highly motivated perfectionist, and find that you would rather “do things yourself” than work with a team. In some environments that combination might fit perfectly well, in others, not at all. Or you may find that in your perfectionism you tend to be as severe with others as you are with yourself, which undermines a deeper value you hold to serve as a mentor for others. 

Once you have completed this exercise, you’ll want to let your leadership intention be known by declaring it. The declaring part is important, because this is what best enables you to commit to your career path. Start by declaring this to yourself. Commit yourself. Your commitments become more real as you share them with others. Select a listener (a buddy or two) and declare your intentions and your commitments to them. Your commitments are suddenly that much more real. It actually works, try it. If you feel uncomfortable declaring your commitment to someone else, it’s a good sign that your commitment as you’ve defined it might not be authentically yours. Keep refining it until you feel more comfortable. Make it real!

[image: image1.png]



NEW LEADER'S 100-DAY ACTION PLAN


 Tool 1A.01


Communicating Your Leadership Potential











� Ben Dattner explains in The Blame Game how credit and blame are key determinants of corporate cultures: “When credit and blame are managed properly, people are willing and able to experiment, learn and grow. When credit and blame are mismanaged and unfair, people shut down, become demotivated, and focus more on covering their rears rather than moving forward” (Ben Dattner,  The Blame Game, Free Press, 2011, p. 17)


Ben then went on to explain to me that it’s not necessarily that differences in the way credit and blame are used are good or bad, but that they are different. Do not assume that your new culture will use credit and blame the way your old culture did. You can just as easily err on the side of taking too much credit and not enough blame as on the side of taking too little credit and too much blame.
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