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60 million baby boomers are expected to leave the workforce over the next fifteen years.  Many of these impending retiree’s exhibit a different leadership style than those younger individuals who hold potential to replace them.   Many are calling this a crisis, not only because organizations will have to change, but also the period of transition could lead to leadership casualties.  

Carucci points out there are some reasons why high ability, quality, emerging leaders might turn-down leadership roles in the future:


· Like what they’re doing

· Uncertain of how they’ll do in a new role

· Don’t want to behave like those they’ve seen in leadership

· Perceived lack of support system if they take that next step into leadership

Today’s leaders have concluded that the emerging generation are a bunch of overly emotional, touchy-feely, hyper-creative radicals who lack the discipline to work in rigorous jobs, are strong willed and rebellious to a fault, have no respect for authority, and lack the work ethic necessary to contend in competitive marketplaces.

By contrast, the emerging leaders have concluded that their predecessors have set a poor example of leadership, have relished the trappings of rank and exploited their position for personal gain, lack integrity, are workaholics, are manipulative and Machiavellian, and are unable to engage in anything more than superficial conversation, especially with anyone who differs from how they see the world.

Carucci points out that there are partial truths in each viewpoint.  We can form relationships that respectfully leverage the differences each leader brings.

Suggestions for leaders working with emerging leaders include:

· Being more courteous and considerate with those you lead

· Inviting your people into more decisions that affect them

· Expressing more interest in your people’s aspirations and careers

· Providing some age advice every now and then so people you lead feel mentored

· Disclosing a bit more about yourself personally so you are a more credible leader

· Paying people more compliments and expressing greater appreciation for their contributions.

It’s important for organizations wanting to prepare emerging leaders for broader roles in the future to intimately understand what does and doesn’t motivate them to consider these opportunities.  What does motivate them are relationships. 

 6 Patterns that distinguish distressed relationships from powerful relationships.

1.
Leadership is not what someone does to somebody—rather it is something they do with someone else.  True leadership is not a solo-act.  Change the paradigm—leadership is a relationship.

2.
Who goes first in addressing this problem?  Current leaders or emerging leaders?  Carucci says more of the burden lies on current leaders.

3.
Estuary- a place where fresh water and salt water meet.  The sweet spot of leadership development potential.

4.
In the past, leaders have held objectivity (relational distance) as essential in fulfilling work and goals.  Distance is actually a disadvantage to objectivity.  The more you know about your colleagues, the more objective you will be.

5.
More accessibility makes leaders more human and more credible.

6.
Emerging leaders need to work with incumbent leaders who are open and vulnerable.  “Weak is the new strong.”

Some tips for organizational leaders in engaging a fresh new era of potential with emerging leaders can be accomplished through building relationships while neutralizing “rank.”

1. Negotiate clear boundaries

2. Never forget that privileges you enjoy might trouble others

3. Generously share the privileges; never gloat

4. Expose the struggles that accompany rank

5. Stop resenting or judging others for their influence

6. Create access to the organization

7. Extend trust before it is earned

