The relationship between self-esteem and professional success on nowadays leaders?! And the challenge of adopting the appropriate leadership style 

This paper is also intending to understand whether a high self-esteem creates career success or if a successful career is actually boosting one’s self-esteem.





Background context 

The aim of this paper is to emphasise the causal link between self-esteem and leadership. The study is looking to highlight the connection between the two factors, by exploring the leadership styles, relevant theories from existing literature and offering real-life leaders’ examples, followed by a chapter of recommendations that aims to offer recommendations that would maximise the leaders’ potential. 

As it was already stipulated by previous researchers, the connection between self-esteem and job performance which can be translated into job success acts as a “symbiosis”. 
It was acknowledged that an individual with high self-esteem is indeed more eager to engage with work tasks and have initiative than an individual with a low self-esteem (Pappas and Bregoli, 2016), therefore, high self-esteem enables individuals to be successful leaders; on the same principle, researchers found that professional success causes heightened self-esteem (Baumeiste, et.al, 2003). 
The paper will briefly explain the main leadership style, analysing the correlation between them and potential correlated levels (high, low) of self-esteem (of the leaders). 
The appropriate theories that are studied in this research are Path-Goal Theory, Emotional Intelligence Theory, Sociometer Theory and The Emotional Intelligence Pyramid (9 layers model).


What is self-esteem?

Self-esteem refers to the positive or negative perception individuals hold about themselves (Rosenberg, 1979). The self-esteem was established to have three dimensions (self-worth, self-efficacy and authenticity) and each one would create a different type of motivation when satisfied (Gecas, 1986; Swann and Bosson, 2010).
The self-esteem is an evaluative part of one’s self-concept – which represents the conscious and subconscious ways that one thinks of themselves – their physical and psychological attributes, their assets and liabilities, and their self-esteem (Branden, N, 1988).
A widely utilized tool for assessing self-esteem is the Rosenberg Self-Esteem Scale (Rosenberg, 1965), which primarily gauges individuals' overall feelings of acceptance and respect (Rosenberg et al., 1995). The exploration of self-esteem has spanned four decades, driven by the belief that high self-esteem yields positive outcomes while low self-esteem underlies personal and social challenges. Despite a prevailing negative portrayal of individuals with low self-esteem by researchers, it is crucial not to overemphasize the positive outcomes linked to high self-esteem (Leary and Tangney, 2003). Indeed, high self-esteem can have a downside, manifesting in aggressive tendencies (Baumeister, Smart, and Boden, 1996) and narcissistic traits (Campbell, Rudich, and Sedikides, 2002).


What is leadership? 

The Management role in an organisation focuses on organising resources and tasks within the organisation to ensure efficiency and productivity. Management is concerned with the formal structure and processes to facilitate the smooth functioning of the hotel/company, while the leadership is more concerned with people and motivation. Leadership is a process of inspiring and influencing individuals or teams towards the achievement of shared objectives (Leitner, 2004). This paper is concerned in establishing whether a leader with high self-esteem is able to empower and motivate their team differently than one with low self-esteem? 
Although leadership has been described in multiple ways, all the definitions come down to the same concept: influence. Kevin Kruise (2019) describes the best characteristics of a leader to be transparency, authenticity, fair treatment towards the team members, objective decision-making skills and care for the team members. 



And what is a good leader? 

In the majority of the existing literature, a good leader is characterised through his abilities to influence people. A leader is described as someone who appreciates the value of each one of his team members and is not afraid to give credit to other people for their contribution to the success (Lawrence, 2021). As also mentioned above, a true leader is an authentic individual, someone who always practices transparency, fair treatment towards his team and colleagues, practices objective decision-making and displays a level of care for their team (Kruise, 2019). 
A leader with high genuine self-esteem would display confidence by admitting and featuring a role of facilitators rather than trying to imply the role of sole contributor (Cohen, 2023). 






Stuart Hearn mentioned in his online article the fact that the relationship between self-esteem and performance begins to form during the childhood days, and it starts to prevail in a social environment beginning with the primary school years. Studies about self-esteem and academic achievements in students revealed that there is a strong relationship between the two, as well as other studies performed on adults discovered that the self-esteem corelation with performance continues in the adult years, therefore it impacts one’s career’s decisions and success (2019).



Leadership styles 

The next chapter of this report is going to analyse the main leadership styles: democratic, autocratic, laissez-faire and transformational. The leadership styles represent approaches that leaders undertake as methods to succeed or reach their cause (Horner, 2023).
The analysis of these styles will emphasise the characteristics of high versus low self-esteem associated with each style in order to understand therefore the connection between the leader’s self-esteem and the pursue of their leadership style; these factors are being analysed in the desire to highlight the direct connection of the self-esteem of the leader/person adopting a particular style. The outcomes resulted from this exploration, should allow the researcher to understand the link between self-esteem and professional success, and whether high self-esteem produces professional success or professional success is actually boosting the self-esteem.


The democratic leadership 

The democratic leadership style, characterized by inclusivity, collaboration, and shared decision-making, holds particular relevance to the investigation of self-esteem in the context of leadership. In this style, leaders actively seek input from team members, fostering an environment where diverse perspectives are valued. This inclusiveness aligns with the positive aspects associated with high self-esteem, as individuals with a positive self-perception may thrive in settings that recognize and appreciate their contributions (Pappas and Bregoli, 2016). The democratic leader encourages open communication and involvement in decision-making processes, providing team members with a sense of autonomy and ownership. However, it is essential to explore potential challenges or nuances, considering that individuals with varying levels of self-esteem may respond differently to the democratic leadership approach (Gastil,1994). By delving into how democratic leadership interacts with self-esteem, this research aims to uncover valuable insights into the impact of self-esteem on one’s professional success.
The democratic leader’s concerns are directed towards both people and the task; therefore, this type of individual is considered a true leader and is more likely to complete and achieve tasks and goals (Schermerhorn, 2010).


The autocratic leadership 

The autocratic leadership style is characterized by a top-down approach, where decision-making is centralized within the leader, and there is limited input or involvement from subordinates. 
Previous studies explained the relevance between self-esteem and this leadership style and explained that the lack of or a low self-esteem could enable someone to adopt an autocratic style. This is due to a self-threatening uncertainty where the leader feels he is losing charge, thus he becomes motivated to regain control of the situation (Schoel, et.al., 2011). The same theory applies for employees – the ones with high and stable self-esteem lean more towards a democratic style in times of uncertainty where their opinions and concerns are heard; in contrast, employees who display low and unstable self-esteem would tend to have more trust in the abilities of their leader than themselves, indicating more a desire towards an autocratic leadership (Schoel, et.al., 2011). 
The autocratic leader typically exercises strict control over the decision-making process, issues directives, and expects compliance without seeking much input from the team. An autocratic leader is considered to be highly focused on the task/goal and less concerned for the members in his team, having as main goal the performance (Schermerhorn, 2010).
Allen (2019) found that people who adopt an autocratic leadership style tend to be leaders without experience who rely on the power their positions confer and may produce more harm than good to the company, as well as disturb the harmony and stability of the team members. However, he also claims that there may be some cases where the leader is the most experienced one in the team, and that would be a suitable case to use the autocratic style.  Nonetheless, given the rigidity of this style, the long-term adoption would represent a risk, as it eventually compromises the productivity of a team, by making the team members feel not appreciated.
However, the autocratic style is considered to be the most suitable in crisis situations, when quick and important decisions have to be made and followed strictly by all members (Amanchukwu, at.al, 2015).


The laissez-faire leadership

The laissez-faire leadership style is characterized by a hands-off or a passive approach, where leaders provide minimal guidance and intervention, allowing team members a high degree of autonomy. In a laissez-faire leadership style, leaders delegate decision-making and responsibilities to subordinates, giving them the freedom to determine how tasks should be accomplished. Unlike more directive leadership styles, laissez-faire leaders often offer little supervision and prefer to trust their team members to manage their own work. This style is associated with promoting independence, creativity, and innovation within the team, as individuals are encouraged to take initiative and make decisions without constant oversight. Some leaders adopting this management style believe that their sole role is to intervene and “save the day” when any of the team members make a mistake or any negative event occurs; however, proven the fact that they are not very present and supportive with their associates, the employees’ mistakes are directly the leader’s mistakes (Wart and Suino, 2015).
Approaching this particular leadership style could imply both a high or a low self-esteem of the leader, depending of the situation. An individual with high self-esteem that adopts this style may suggest a high level of trust in the employees’ abilities as well, therefore the outcome would be the same whether the leader or the empowered employees made the decision. Contrary, a leader with low self-esteem might opt for this style out of fear to make big decisions and fail, consequently the adoption of this style would seem appropriate in their case, as the responsibility would be borne by the employees. 


The transformational leadership 

Transformational leadership, as recognised by James MacGregor Burns (1978) is a leadership paradigm characterized by leaders who inspire and motivate followers to transcend their own expectations and achieve heightened levels of performance (East, 2019). Rooted in charismatic influence, transformational leaders articulate a compelling vision for the future, fostering a sense of shared purpose and direction within the organization (Towler, 2019). This leadership style emphasizes individualized consideration, whereby leaders attend to the unique needs of each follower, offering support and mentorship to facilitate personal growth. Intellectual stimulation is a hallmark of transformational leadership, encouraging creative thinking and innovation through a commitment to challenging the status quo. Empowerment and delegation of responsibilities further characterise this leadership style, cultivating a culture of autonomy and accountability. Ethical conduct and a focus on long-term goals contribute to the positive outcomes associated with transformational leadership, including increased employee satisfaction, commitment, and overall organizational performance (Steinwart and Ziegler, 2014). While widely acknowledged for its effectiveness, the impact of transformational leadership may vary based on contextual and situational factors.
When adopting a transformative leadership style, a need for emotional intelligence is crucial, as mentioned above. When pursuing this style, the leader is acting as a “pathfinder” for his team where he would prepare the groundwork for the success and reward the employees for achieving it, rather than acting as a sole contributor towards the aim (Porter, et.al., 2006).
Hu et. al., (2012) claimed that leaders with high self-esteem are more likely to boost the employees’ enthusiasm, inspiration and positivity. Therefore, it is self-explanatory that an individual with high self-esteem or a self-actualised person is able to enable other individuals to fulfil their potential (please see The pyramid of emotional intelligence). 


Theories and how they apply in general

Theories such as Path-Goal Theory, Emotional Intelligence Theory, Sociometer Theory, are going to be used to establish the differences in the leadership styles and the different characteristics of each style in the relation to self-esteem. 


The Path-Goal Theory

The Path-Goal Theory of leadership is a leadership style and contingency theory developed by Robert House in the 1971. This theory suggests that the effectiveness of a leader is contingent upon the leader's ability to enhance the performance, satisfaction, and motivation of their subordinates. According to the Path-Goal Theory, leaders can achieve this by clarifying the path to goal attainment and removing obstacles (Scherer, 2023).
This theory proves itself relevant to this paper as it provides insight into how leadership behaviour can influence others’ performance, satisfaction and motivation and subsequently impact self-esteem. 
This theory is suitable for leaders who are capable of adapting their leading styles based on the needs of their team subordinates and the context of each experience. The ability to lead effectively, guide and support the team contributes to a sense of competence and accomplishment, which impacts the self-esteem as well. (Martin, 2012). 
Effective leaders clarify the path to goal attainment for their subordinates. Successful goal clarification and achievement contribute to a positive work environment. When leaders see their guidance leading to the achievement of shared goals, it can positively influence their own self-esteem. The recognition of their role in the success of their subordinates can be a source of personal accomplishment.
Leaders following the Path-Goal Theory actively identify and remove obstacles blocking their team's success. This proactive problem-solving can contribute to a leader's sense of efficacy and effectiveness. Successfully addressing challenges in the work environment and providing support can positively impact self-esteem by reinforcing a leader's belief in their ability to navigate complexities.
The theory acknowledges the importance of considering individual characteristics and needs. Leaders who foster employee satisfaction through supportive behaviours may receive positive feedback. Recognition of their role in the success and satisfaction of their subordinates can contribute to a positive self-image and self-esteem for the leader. The sense of making a positive impact on others can enhance a leader's sense of purpose and achievement (Northouse, 2007).


Emotional Intelligence Theory

Another theory appropriate for this paper is Emotional Intelligence Theory. The concept of emotional intelligence represents the ability of one to understand and regulate their feelings and emotions and help others do so as well – was made popular by Daniel Goleman, scientific journalist, author and psychologist, and was mentioned amongst the first times in 1991 by Peter Salavoy and John Mayer in the journal Imagination, Cognition and Personality (Channell, 2021).
This theory is particularly relevant to the subject of this paper as one of the main qualities that make a leader successful is emotional intelligence (Pers, 2019).
Goleman developed a framework made up of five elements that represent the emotional intelligence, along with a set of skills that can be developed or learnt, enabling leaders to improve this trait. 
The components of emotional intelligence are self-awareness, self-regulation, motivation, empathy and social skills (Craig, 2019). 
Self-awareness is perceived as the ability to recognise and understand one’s own thoughts, feelings and emotions. Self-awareness allow people to realise their strengths and weaknesses, as well as comprehend how they might affect them in different situations; being mindful grants a leader to motivate, meet goals and create healthy and inclusive culture within the workplace. 
Self-regulation refers to the ability to keep calm in times of crisis, in order to maintain a positive and relaxed ambient in the workplace, as well as to overcome personal or individual professional challenges. 
The motivation element of Goleman refers to the drive one feels towards their job tasks. It discusses the intrinsic motivation which consists in enjoyment, rather than extrinsic motivators such as financial incentives or promotions.
Empathy is the component that allows a leader to understand the employees concerns or issues from their perspectives and therefore make a decision with defused bias. A person with high EI has also the capability to notice the difference between genuine and false information.
The empathy is followed by the social skills factor which is helping the leader to create rapport with their teams. This includes skills such as communication and listening skills, which enable relationships to be developed between the team members and the leader (Kubala, 2022).


The Pyramid of Emotional Intelligence

The pyramid below has been designed based on concepts of interpersonal and intrapersonal intelligences of Gardner (2011), and it combines features of both the ability EI and the trait EI, where the ability discusses awareness (self and social) and management and the trait represents the mood associated with emotions and the ability to maintain a normal behaviour in stressful or emotional situations. 

The first factor discussed at the bottom of the pyramid is Emotional stimuli – the multitude of information and stimuli that people encounter in their environment. To make sense of the world and the environment, people naturally categorise this information (Brosch, et.al, 2010). The direct triggering of emotions results from the processing of sensory stimuli by cognitive mechanisms (Mayer, et.al, 1990).  When an event occurs, the agent receives the sensory stimuli which are then processed by cognitive mechanisms to generate emotional stimuli corresponding to the specific emotions involved (Houwer and Hermans, 2010). 

The next layer of the pyramid talks about emotions recognition and it happens sometimes more accurate – simultaneously with the first level of the pyramid; this is the ability to recognise an emotion/feeling while expressing it. This concept also involves the ability to read and understand the non-verbal communication and behaviour of the others (Rubin, et. Al, 2005). 

The emotion recognition ability leads to self-awareness – the 3rd level of the pyramid, which is described as the first step to develop one’s emotional intelligence. Self-awareness is a psychological situation where an individual knows their traits, feelings and behaviours (Crisp and Turner, 2020). Self-awareness represents a clear picture of one’s personality, traits, weaknesses, beliefs, motives and feelings (Ferrari and Sternberg, 1998). A lack of self-awareness would impede a leader to acknowledge and regulate his own feelings, therefore would fail in recognising other people’s feelings too. 

The fourth level of the pyramid talks about self-management. Self-management is perceived as a trait of a more social skilled person. It refers to the control people have over their reaction, which involves controlling their impulses, drive and feelings. This concept claims that once one has recognised their own feelings, they are easier to be managed. The theory implies that the better one becomes at self-management, the better they would be at using emotions in the right way at the right times (Sunindijo, et. al, 2007). 

The next level up is concerned with social awareness – empathy and the discrimination of emotions. This concept of social awareness refers to the ability of one to recognise the feelings of the people around and handle their feelings, needs and concerns appropriately (Boyatzis, 2009). While social awareness aids at recognising feelings, empathy enables someone to view situations from other peoples’ perspectives and have an active role in their concern (Ioannidou and Konstantikaki, 2009). The presence of the discrimination of emotions describes the ability of people to distinguish between different emotion and categorise them accordingly.
[image: ]

The pyramid of emotional intelligence: the nine-layer model (Drigas and Papoutsi, 2018)

Social skills – expertise is the sixth level in the pyramid. The term of social skills in emotional intelligence refers to the skills one individuals needs to hold in order to manage the other people’s emotions in interactions effectively in order to achieve successful collaborations. These set of skills include a range of abilities such as being able to understand the other individuals’ feelings and perspectives to being a great communicator, collaborator and negotiator (Gresham, et. al, 2011; Schutte, et. al, 2001).
Based on Boyatzis et. al., (2000), social skills include majority of the factors that describe a great leader: influence, developing others, communication, change catalyst, conflict management, collaboration, team work, building bonds and relationships, as well as leadership.
Expertise in emotions refers to the proficiency in enhancing sensitivity to emotional cues and dynamics. It encompasses the ability not only to accurately assess the relevance of emotional factors in negotiation scenarios but also to strategically navigate and reveal one's own by others, demonstrating a nuanced and strategic approach to emotional intelligence in various situations (Potworowski and Kopelman, 2007).

Once all the previous levels have been gratified, an individual is considered to have reached to top level of Maslow’s Hierarchy of Needs – Self-actualisation. As described by the author of the theory, self-actualisation refers to the realisation of one’s potential, pursuing personal development and self-fulfilment (Maslow, 1954, 1962). However, Hoffman (1988) noted that self-actualisation is not an achieved state, but rather a continuous process of becoming. 
As self-actualisation is presented as one of the most important components of Emotional Intelligence, Reuven Bar-On emphasised the connection between the two. Based on his findings, one individual could only ever reach the self-actualisation phase after previously having met all the emotional and social needs (Bar-On, 2001). He also highlighted the fact that self-actualisers’ attitude towards the world is always an empathic and positive one, thus cultivating the universality of emotions; this implies that an individual who has emotional intelligence in one culture, is probable to have emotional intelligence in other culture as well 
(Lutz and White, 1986).

Transcendence is the next level proposed in the pyramid and it implies that once one individual reached self-actualisation, they are now able to help another individual self-actualise and fulfil their potential (Huitt and Hummel, 2004). This level represents a higher state of consciousness (Maslow, 1971) and is tightly related with self-esteem, emotional well-being and global empathy (Van Cappellen and Rim, 2014). 
Transcendence can be expressed in multiple ways and it denotes a higher sense of meaning and relevance to others and to the world (Venter, 2017).

Moving up – the top of the pyramid is represented by emotional unity which signifies an intentionally positive oriented dynamic. Emotional unity is an internal harmony where the individual feels that he/she is in charge or control of the situation/scenario they are in (Biela, 2014). It is also described as an interconnection and unity with everything, a state of intense peace and joy, prosperity and a consciousness of ultimate truth (Kristjansson, 2016).
Drigas and Papoutsi (2018) explained that “Emotional unity emanates humility and empathy that bears with the imperfections of the other”. 


In order to establish self-esteem, Maslow’s Hierarchy of Needs (1981) is a suitable tool that had been used for decades in the psychological analysis. Therefore, this theory is claiming that individuals start from the bottom of the pyramid and ascend from one need once it has been satisfied onto the next one in the pyramid. The hierarchy starts with the basic physiological needs such as food and shelter, going on to the next level of the pyramid which looks at the needs of security and belongingness, onto self-esteem needs and peaking with the need of self-actualisation; this theory aids in the understanding of the human’ needs psychology.



It is also to be noted that sometimes leadership styles could also be dictated by the industry or organisation, thus leaving the leader experiencing these particular circumstances with not much flexibility in the way they manage their staff. 


Part 2: 
Nowadays leaders’ analysis 


Taking this as a reference point, this paper is going to look into some of the most successful nowadays leaders (in terms of career success) such as: Elon Musk, Steve Jobs and Bill Gates and it will analyse their behaviours in order to understand their self-esteem levels and emphasise their leadership styles and try to see how are their leadership approaches interconnected with their self-esteem. 


An interesting fact about the leaders mentioned above is that although Elon Musk had pursued a university and got a bachelor’s degree in physics and economics, he did not study any further (Gregersen, 2024), and none of Steve Jobs nor Bill Gates had ever completed a degree (Levy, 2024; Dennon, 2022), fact that raise the question of whether the leadership is innate or it is studied (Grady et.al.,  

There is no doubt that all three mentioned above are geniuses, fact that would grant them success. However, based on New York Times, none of them have highly developed interpersonal skills, hence there were reports of them treating their employees poorly and disrespectfully. Steve Jobs has been described for his short temper towards the employees and people who fell short to meet his expectations. An example dated back in 2008 happened when an online service, MobileMe, created by Apple was not working up to Job’s expectations and his reaction was claimed to be negative and furious towards his team (Viticci, 2011). Jobs explained his behaviour by claiming he felt responsible to push people to exceed their limits, and that a impetuous environment can create room for amazing ideas (Liu,et.al, 2021). He seemed at times extremely captivated by his ideas and visions, that did not give much credit or importance to his employees nor to the societal rules. 
However, Steve Jobs – recognised as one of the best leaders of our days is depicted in an extreme different portrayal in Jay Elliot’s book than the one described above. Elliot – who was himself Senior Vice President of Apple Computers – describes Jobs as a transformational leader who was looking for innovative ways to motivate and inspire his employees, relating as an example an off-site gathering Jobs requested on the Pajaro Dunse Resort on the Pacific Ocean (Elliot, 2012). 

Talking Bill Gates’ example of a leader, he is described as a visionary and transformational leader. Gates explained how he was always passionate about computers, thus he decided to withdraw from school and pursue his own dream, act that later on proved to be a historical foundation for the nowadays technology (Prabhakaran, 2024; Rampton, 2014). 
However, at the beginning of his leadership journey, existing literature mentions that Gates had a completely different attitude towards his employees and that he mostly used to adopt an autocratic leadership style, leading to a hostile and uncomfortable environment in work (Wallace and Erickson, 1993). He understood instinctively that the start-up of his business would require an autocratic approach, given also the fact that when he started studying computers, they weren’t even presented as a recognised subject in schools (Smith, 2022). 
Therefore, considering the traits of an autocratic leader, the study can conclude that Gates recognised the factors that would enable his business to become successful as a crisis/emergency situation and took the charge as the most experimented person in his given situation and was involved in all significant decisions (Wagner and Hollenbeck, 2009). However, Gates understood the needs of the people and the industry, thus having changed his leadership style and adapt over time to a transformational leadership style, based on the organisational needs, industry trends, etc.
As an effective leader, it is vital to foresee the employees’ needs and keep them intellectually stimulated, inspired and motivated (Guah, 2021).

Elon Musk – the owner of Tesla, SpaceX and X (Twitter) is another famous leader of our days who has enormous success in business, but seems to lack some social skills. The Guardian writes about Elon Musk’s employee that they feel neglected and feel treated like collateral damage, given the immense promises their leader makes to the shareholders, customers and even to the employees themselves (Wong, 2018). 
It is to be considered that Musk himself declared during a TED2022 conference in Vancouver, Canada, that he suffers of Asperger’s syndrome, a disorder of the autism spectrum. He also mentioned that growing up “the social cues were not intuitive” (King, 2022), understanding therefore how this factor could impact his low interpersonal skills set, and how this consequently would affect his leadership style. 
Moreover, six of the employees of Tesla interviewed by The Guardian have been injured during work, and none of them had met Elon in person, as per his mentions to his employees in a personal email which he sent them after the 2017 May investigations on the safety of his factories, in order to express his concerns and care towards his staff; Musk also claimed that he would take the employee place on the line and perform the same job, in the hope to understand where it could be a fault and how it could be improved. Although these facts reinforce a bad reputation that he somewhat created as a leader, a Tesla spokesman deemed all the employees’ words to be untrue and claimed that Musk had actually met many times with injured employees and is many times working side by side with them in the factory (Wong, 2018).
An example of Musk’s leadership approaches is related to the latest of his purchases, Twitter. His vision was to create a new version of Twitter – Twitter 2.0 which would be a breakthrough for the platform and would generate more success. As a result, Musk came with a decision that he needed a team that could withstand his high expectations and could deliver based on his expectancies. Thus, the company leader approached all Twitter employees via email in order to explain that the new system implemented implied long intense hours and a commitment to being “extremely hardcore”, and offered to those who were not willing to adjust the alternative to leave with a compensation of three months’ worth of salaries (Carlo,2022).
Elon Musk is considered to pursue a transformational leadership style that allow him to lead based on six principles: no big meetings in order to avoid wasting time, no long meetings, no obligation to stay in irrelevant meetings, no acronyms allowed, so communication can happen clearer and more efficient; Musk believes as well in short power distance, considering that speaking directly with the person they need to get the job done is way more beneficial for the company than following a hierarchical route. The use of common sense is the last simple rule Musk is expecting his to practice (Stilwell, 2021). 
Former head of talent at SpaceX, Dolly Singh, described Musk during a BBC documentary in 2022 as “arguably the best leader on the face of the planet”. 
Although Musk is adopting elements of the transformational leadership and is generally described as a transformational leader, it is essential to bear in mind that leaders have different influences from other styles in different settings, reinforcing the theory that leaders do adopt different leadership styles based on the circumstances of the situations (Jordan, et. Al, 2020).

Due to the fact that Elon’s SpaceX is a new thing, he has no competition
SpaceX – innovation 
Tesla - during covid the company thrived due to the fact that most of the car parts are produced by them in the same factories or in different places. Therefore, compared to the other companies within the car industries, Tesla had an opposite faith during and after the COVID pandemic












Part 3:

Conclusions and recommendations 

Based on the findings of this study and the example of leaders studied in this paper, the theory that transformational leadership is the way forward 


Leaders with high self-esteem want employees with high self-esteem. 
These 2 guys might have a higher self-esteem based on the fact that they are the owners, not an employee



Solution: positive feedback in performance coaching conversations

Peter Drucker (1909 – 2005) – Business strategy and organisational development
· His philosophy says that management should focus on decentralised decision-making and create teams within organisation who could make autonomous decisions and emphasising innovation and knowledge creation within organisation.


Mary Parker Follett (1868 – 1933) – Organisational Dynamics and Human Relations Theory
The shared power model: argues that power has to be decentralised and shared between individuals and teams to promote collaboration and democracy in decision-making. 
Follet proposed that conflict could potentially be a positive that could bring creative solutions by allowing those involved to see each other’s difference in perspective.  



Chester Barnard (1886 – 1961) – The functions of the executive 

Principles of management: 
Accountability – holding decision-makers responsible for the results
Communication – encouraging dialogue between all levels 
Delegation – delegating tasks to those who are best qualified
Leadership – able to inspire others 
Creativity - fostering innovation 



Elton Mayo (1880 -1949): Social needs and psychological factors
· Thinks that employees should be motivated by more than just financial (feelings and attitudes significantly impact performance
· Thinks that collective effort could be more efficient than individual efforts alone.





Asa explicit aici de ce un leader cu un self-esteem mai ridicat ar fi mai dorit intr-o organizatie din punct de vedere al eficientei, productivitatii si al creativitatii, care eventual aduce doar revenue la companie.
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