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Today’s Leadership Challenge   
Are You Leading…or Just Managing? 
A case study in turning good managers into great leaders  
Dale McKee, Senior Consultant, Cornelius & Associates

 
In our  last newsletter, we focused on the fact that 
leaders,  not  managers  are  needed  to  guide 
organizations  and  institutions  through  today’s 
challenges.  Visit  here  to  see  the  article  “Today’s 
Leadership Challenge”. 
 

Leading or Managing – What’s the 
Difference? 

When responding to business challenges and driving 
change, the job of a manager is to keep the current 
system operating –to maintain control, order, and 
predictability while minimizing risk. The job of a 
leader is to challenge the status quo, to create new 
systems and ways of operating, and sometimes to take 
risks.   

The roles of leading and managing are not mutually 
exclusive. Leading is not better or more important 
than managing when it comes to organizational 
change and success. In fact, strong leadership 
combined with effective management can 
significantly improve the levels of organizational 
success. 

Lead or Manage During Challenging Times? 

Especially during times of change and duress or 
growth and opportunity, organizations need people in 
top and mid-level positions to exhibit strong 
leadership characteristics.  These people need to do 
more than just manage. They need to step up to the 
challenges facing the organization and provide a  

desirable and attainable vision of the future while 
motivating and inspiring others to reach that vision.  

Leaders lead.  They guide people from a current set 
of circumstances to a new situation in the future – 
and they lead people despite obstacles that may occur. 
They see possibilities; they have new ideas and invite 
new ideas from others; and they envision a desirable 
future and provide a needed sense of direction. Just 
as importantly, they communicate their vision in ways 
that inspire and motivate others to want to reach that 
same vision. Managers, on the other hand, focus on 
being the best at the current operations. 

Becoming Leaders 

To use Warren Bennis’s framework on the difference 
between a leader and a manger (On Becoming a Leader), 
organizations and institutions need to develop leaders 
who have the skills and the abilities to: 

 Innovate……not just administer 
 Focus on people……not just systems and structure 
 Inspire trust…rather than relying on control 
 Have a longer term perspective……rather than a 

short range view 
 Ask “what?” and “why?”…..rather than how and when 
 Have their eye on the horizon… as opposed to just 

the bottom line 
 Challenge the status quo…not accepting the status quo 
 Be their own person……rather than the classic 

“good soldier” 
 Do the right things…..not solely focused on 

doing things right 
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to “wander around” and interact with members of his 
organization that worked on that floor of the 
building.  

Just one hour a week. At first I gave him no agenda 
for these informal interactions, but after he found out 
he was learning a lot about his people and they were 
learning a lot about him and what he cared for, we 
crafted his passion into some key messages that he 
worked into his conversations as he interacted with 
people in his organization. 

The result was that his organization succeeded in this 
difficult transition, and Art won the commitment of 
some of the more difficult “hard-liners” who were 
dead set against the change. And in my conversations 
with members of his organization months later, they 
cited a transformation in his leadership of that 
organization. 

This was not the only behavior that Art worked on 
during that period, but all were based on knowing the 
difference between managing and leading, and carving 
out the time and consciously practicing the skills and 
behaviors needed. 

We hope that you found this article interesting.  Visit 
our library to find our complete list of articles and 
resources. 
Our next article will focus on the leader as a source of vision, 
values and integrity. 

 
If you found this article helpful and would like to 
read more, please go to our website at 
www.collegiateproject.com and browse our Library. 

 


