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Abstract: The paper contains the results of research on approaches to the topic of interest in 
management and leadership in business. Comments and opinions are submitted internationally 
by renowned authors, whose works have been published in recent years in Romania. By 
summarizing these results it is highlighted the similarities and differences between 
management and leadership processes, defining the stages of change taking place in the 
context of competition generated by creativity and innovation in the competitive international 
markets 
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Introduction 
Frequent and profound changes characteristic of the last decade, mainly caused by globalization of 
markets, firms and corporations have forced leaders to meet the demands, needs and expectations of 
people everywhere, in line with its mission founders of companies at the time the contract of 
association business. In this context it appeared some new theoretical and practical aspects of 
management and leadership, with amplification trends within the years to come. 
 
Today many of those in leadership positions are named managers, not leaders. This suggests that 
leadership is one and the same with the management, or at least is closely related. I will argue 
hereinafter which are common elements and how leadership differs from management. 

 
1. Considerations Regarding Management and Leadership 

What we call management is largely the creation of the last century of the last millennium. Modern 
management was created for large companies and industrial corporations to get where they wanted 
their legendary founders. Otherwise, in the absence of management, these large industrial complexes 
tended to become chaotic. Thousands of managers, management consultants and trainers have 
developed and improved management processes modern. [1, 17–37]. Summarized briefly, these 
processes entail three major stages that can be described synthetically such as [2, 103–107]: 

 ordering company in relation to the plan and budget adopted by business owners; 
 optimal dynamization of the enterprise system through coordination, monitoring and control; 
 the harmonization of the interests of the people involved in the enterprise business market 

objectives 
 
Leadership differs from management. The content of the concept of leadership has been the subject of 
much debate over the years. Today it is considered that leadership generates lasting enthusiasm for a 
common cause, the innovative solutions to important problems changes in values and attitudes 
favouring basic change desire [3, 57].Usually, the leadership is labelled in general terms as "good "or" 
effective "when there are not affected the interests of other social groups [1, 21]. In order to achieve 
this the leaders focus on how to use the power they have in order to motivate the self-assumed 
involvement of staff. 
 
In other words, in case of companies and corporations, leadership requires the wise use of heads’ 
power to produce the necessary changes in the evolution of the firm [2, 281]. So leadership meets in 
an organized, system the change constructive and adaptive objectives in a process that involves three 
stages, identified by the famous American professor John Kotter, and whose summary content 
summary is presented as follows [1, 19-20]: 

 focus - creating the vision upon the future, often a distant future, and of some strategies having 
as effect the changes necessary to achieve the vision; 
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 aligning people - communication targeted at people whose cooperation is needed in order to 
create coalitions concerned to understand the vision and desire to achieve it; 

 motivating people - keeping people involved in the right direction, despite major obstacles in 
the path of confrontation with the change of political, bureaucratic and resource, using the 
values and fundamental human emotions, but often unexplored. 

 
To some extent, management and leadership are similar. We consider that both concepts elucidates 
aspects of decision-making, organization of firms, monitoring and evaluation, improving the operation 
of networks, analyzing business factors feedback. One can not say that management could be applied 
to the leadership and that leadership is not a consequence of management [1, 21]. 
 
There are obvious differences that distinguish management from leadership. For example, plan and 
budget in the case of management aim the period up to four years, negotiated and undertaken by 
managers by signing the managerial contract with representatives’ owners. In case of leadership, 
vision and strategy aim more long terms and risk taking characterized by a controlled impact and high 
probability of increasing business profitability generated by the company. Likewise, in the sense of 
differentiating, the human resources in the case of managerial processes, requires constant guidance, 
monitoring and direct control, while leadership ensures freedom of aligning and motivation of the 
specialists on long term [1, 22]. 
 
Management and leadership differ intrinsically by the essence of the fundamental actions. While 
management seeks harmonized results in terms of efficiency, leadership aims valuable changes in 
terms of effectiveness. This distinction can not and should not be associated with lack of involvement 
from the part of management in the field of changes. Management should be besides leadership in 
balanced changes processes. We know that leadership never succeed to produce the necessary changes 
to comply with the plan and the budget allocated neither to a goal nor is to bring a chaotic situation 
under control. It also well known that management, alone, has never brought a significant and valuable 
change [1, 22]. 
 
Differences between management and leadership can lead to dysfunctional conflict. Strong leadership 
can disrupt order and management hierarchy, while a strong management can de-motivate people 
alignment in case of leadership. In assessing the conflict potential the resulting logical conclusion is 
that a business needs both management and leadership. 
 
Any other combination leads to mediocre or unsatisfactory results. In the absence of leadership, a 
strong management can generate stifling bureaucracy. Conversely, a strong leadership, in the absence 
of management can generate messianism and the cult of risky experiments. The first situation occurs, 
unfortunately, in large corporations while the second occurs frequently in small businesses [1, 22]. 
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Figure no. 1 Relation leadership – management 
Adaptation after Mfr. Kets de Vries, (2007), Leadeship, Ed. Codex, p.215. 
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Analyzing from a different perspective the possible combinations between management and leadership 
we have represented in Figure no. 1 four distinct situations that can lead us to draw some evident 
conclusions [4, 215]. Making a ’’good management’’ relation-’’good leadership'’ drives to achieving 
performances. Any other combination of the other three possible ones can not and should not be 
acceptable in any company. 
 
A study on existing concerns in large American corporations for promotion of leadership by John 
Kotter in 1988 outlines recent historical aspects of the United States business environment, one of the 
most powerful eight countries of the world in the late twentieth century. 
 

 
 
 
 

 
 
 
 

 
  
 
 
 

 
 

Figure no. 2 shows CEOs’ assessments in 12 successful companies regarding the employees’ 
capabilities within the management hierarchy. As you can see, half of the responses shows that too 
few people had strong leadership qualities – weak managers and too many persons had weak leaders - 
weak managers, qualities, two thirds of the responses shows that too many people had strong 
managers qualities  - weak leaders’ qualities. At the same time, everyone agreed that there were too 
few people who were equally, strong leaders and strong managers. 

 
Leadership and management have become more important now than ever. Consequently, these two 
processes play an essential role in achieving competitive advantage through differentiation and short-
term monopoly on products made in the creation and innovation process [5, 48]. The specialty 
literature of the recent years, presents a number of case studies on leadership practised in European, 
American and Asian enterprises and corporations. The Economic Publica, Codecs and Curtea Veche 
Romanian Publishing Houses etc realized specialized collections in the field of leadership, by 
translating some books written by famous authors belonging to the management schools worldwide. 
Among the authors who have also done work in recent years remember the following: John Kotter, 
Stephen Dennig, Gary Hamel, Phil Rosenzweig, Jim Collins, Daniel Goleman, Jonas Ridderstråle, 
Kjell Nordström, Mark Wilcox, and Manfred Kets de Vries. 

 
Big companies have difficulties to change within the adapting process to the new global business 
environment. The most obvious were the difficulties inherent in the implementation of the leadership 
processes. It is enough to remember that the recruitment of some specialists with leadership potential 
is a more complex work than of those with managerial potential, followed by investments in the 
development of the leadership skills of that selected. [1, 35] 

 
Teaching, training and assessing leaders, the leadership processes, leadership styles, creativity and 
innovation for the changes promoted by the leaders, are topics of great interest to be known and 
practiced by those who assume leadership mission. It was always so. Great political, religious and 
military, known in the pages of history, understood this very well and today's managers can not have a 
better choice. 
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Adapted after John Kotter, (2009), The force of change,  Publica Publishing House,p.25. 
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2. Leaders and Managers 
In the first half of the twentieth century it was thought that leaders are people who have to be born 
with certain qualities. This view was challenged by the renowned American professor Warren Bennis 
[2, 282]. Bennis's theory argues that "leader talent is something rare, leaders are made, not born, 
leaders are usually ordinary people - or seemingly ordinary – not fascinating people, leadership 
qualities are not the preserve of people in the top rankings of firms - they are important at all levels. 
"Concerns for the development of leadership qualities are spread world wide [6, 43]. 
 
Leadership qualities origin has three combined sources - family, school and company which a person 
keeps [2, 283]. Leader’s parents and his family have genetic and educational contributions, funding the 
energetic and spiritual potential of the child. It is estimated that the family, as genetic endowment 
factor has a weight of 60% to the leader’s qualities [4, 252]. School - at all levels of education, from 
childhood through university graduation - strengthens family contribution, develops intelligence and 
strengthens the mental health of newcomer to the profession. The company a person keeps has an 
important role in the development and improvement of professional, spiritual and social skills, useful 
for the integrity of any leader. 
 
The qualities of leadership training takes place over several years, in successive stages, through 
acquisition of knowledge and skills, through unusual life experiences in the context of a culture that 
promotes beliefs, values, norms and progressive views in all areas. Completion of this process 
provides a succession of fulfilled satisfaction: job satisfaction, the perception of fulfilled manager 
qualities and teacher qualities, the integrity and autonomy of leader achievement [4, 282]. Leaders can 
be distinguished through a great wisdom and popularity, by the ability to attract people and form ad 
hoc teams to address successfully the complex problems of vision and business strategies to 
continuously adapt to changing market requirements. 

 
About the managers there were no debates, as we found in the case of leaders, regarding the necessity 
of hereditary qualities for the professional career. The manager is a professional who forms himself 
and trains, just like any other professional, in distinct educational processes of human resource 
development. Manager skills and competences acquired exercise themselves rigorously and in 
compliance with rules, procedures and instructions having a bureaucratic character in corporate 
culture. 

 
Training manager quality is different from that of leadership qualities. Executive Training programs 
can be part of formal training leaders that should be selected for the management processes and 
leadership in companies. Managers organize, order, stimulates and harmonizes persuasive the current 
interests of all those involved in the conduct of operational businesses. "Manager increasingly 
resembles with an opera conductor"; he/she must understand that he/she has to do with celebrities 
(informal leaders) "to whom he/she can not give orders – with the rest of the cast and orchestra, 
technical staff behind scene and, not last, with the public, "noted Peter Drucker, one of the most 
prominent management thinkers in the early 2000 [7, 95]. 
 
We note that leaders can form themselves in two seemingly distinct, as shown in Figure no. 3. A first 
option would be attending training cycle as a specialist teacher in the business object generated by the 
company, and then, following competencies and skills training manager in the same area as the route 
Anonymous-Teacher-Lead Manager. The other variant is considering the route Anonymous-Manager-
Teacher-Leader. Whichever route, the length of the cycle is the same, leadership qualities are achieved 
over the age of 40 years. "Those who have most success reach 40 or 50 years in positions that require 
a considerable amount of leadership" state the researches conducted by John Kotter during the last 
twenty years. [1, 174] 
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Selecting, adapting and integrating leaders 
The famous historical leader, Theodore Roosevelt (1856 - 1919), the 26th U.S. president, said: "the 
best leader is the one who has enough common sense to choose the right people for what he/she wants 
to achieve and enough restraint not to put on them while working.” It follows that the best way to 
prove that we are smarter than those we employ is to hire people smarter than us. As one may say 
"first-hand people hire first hand people, while those of second-hand hire people to peddle" notes 
Manfred Kets de Vries [4, 252-253]. 
 
Selecting leaders for management positions is very difficult because we can choose wrong and endure 
long periods of risk and a huge number of costly failures. It is known that up to 40% of new 
employees reach failure in the first 18 months because of the inability to work with new colleagues 
and subordinates [4, 255]. 
 
Crucial questions, which can be formulated when selecting new leaders, are [5, 295]: 

o Is that candidate smart enough to understand the business, both at strategic and 
operational level? 

o Has the ability and confidence to enhance strong relationships with people at all 
hierarchical levels? 

o Does he/she have enough determination to get things moving? 
 
Avoiding failures on the evaluation of recruit persons for management positions entails a careful 
examination of each candidate portfolio - family, mental health and any behavioural deviations that 
could contribute to the failure of leadership, education, training, the attended company, previous 
professional achievements in other employment positions. For this purpose it may be requested the 
services of centres or specialized laboratories to collaborate on human performance assessment of the 
candidates [1, 156-162]. 
 
After selecting the most suitable candidate then it follows a period of adaptation and integration of the 
new employee. Documentation and contacts are provided with all functional areas of the company, it 
is looking for forming good relationships with partners - suppliers, customers, creditors - missions of 
market representation are assigned, and knowledge of the experience of some important leaders of 
companies is facilitated. During this period, the future leader should identify what can draw him/her 
later, which are the situations where he/she feels best and how he/she can achieve a maximum 
efficiency [4, 259]. 
 
The successful integration and adaptation enables young future leaders exploit their potential in long 
term strategic confrontations of the company. A leader of the digital age has to deal with cognitive 
complexity and can explain to his/her staff, in as simple a form, the essence of the collective action. 
Young leader must teach storyteller, to help him persuade the different categories of people with 
whom they work. People's goals are incorporated into their stories. To learn this skill we need to 
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understand its story and its links to the stories of others. "Only within the common narrative we will be 
able to understand our lives and clear our goals," says Stephen Denning [3, 298]. A young leader must 
be able to inspire trust among colleagues and subordinates and to maintain leadership throughout the 
process. The success of a leader is closely related to the degree of confidence they inspire to the 
subordinated people [4, 299]. 
 
Leaders’ succession 
Many of the leaders at the top level of the company refuse to deal with the development of young 
leaders. As long as young people accept this, everything works fine. But "thoughts of disobedience 
and desire to seize power causes anxiety to many young directors." Says Mfr. Kets de Vries [4, 239]. 
Career cycle folder includes three stages - beginning, consolidation and decline. Each stage involves 
all sorts of surprises and pitfalls that we will know hereinafter. 
 
The beginning is influenced, to a large extent, by the Board of Directors or the Directors Council of 
the company by way in which they ensure the adapting of the new leader to the company culture. 
Within the context of  the preparation of the succession, the general rule is that "if you want a 
sustainable development, it is better to promote  an insider, and if you want immediate revolution, it is 
better to  choose someone from outside - preferably a person familiar with the activity "- as 
recommended by Mfr. Kets de Vries [4, 240]. 
 
The new leader soon discovers that the position of the upper hierarchy of the company changes his/her 
outlook on the career. In this position there is only a resounding finality: success or failure. This 
finding may lead to a lot of stress due to concerns of facing new responsibilities and expectations of 
the people involved in the business. Under these circumstances there should be considered more 
aspects [4, 240-243]: 
 Identifying concerns of the former leader to protect the  "legacy" left to the company for fear that 

his/her successor could destroy what he/she has done, this is even more stressful when former 
leader is maintained in the board. 

 Dealing with trends of the organization to present achievements of the previous leader in an idyllic 
way, and often, in contrast with some disappointments assigned to the new leader. 

 Knowledge of people’s exigencies - employees, investors and other members of the permanent 
management on major business issues in order to avoid possible situations orchestrated by the 
rejected suitors at the selection contest for the new leader. 

 Before making any business enterprise vision statement, the new leader should ask questions and 
listen to people about the key "actors" that can contribute to the expected success. In this way it is 
formed the core of staff without making concessions to the "slain princes" of the selection contest. 

 Developing experiments, with controlled risk and with an impact for business, regarding human 
resources, strategic management, organizational restructuring of the corporate system etc. 

 
In the beginning stage the new leader strives to adapt best and suit his/her style and strategy to the new 
work environment. 
 
Consolidation of the career can be seen in the same time with the completion of the first results. At 
that moment the leader gets the feeling that he/she is ultimately situated at the firm control buttons. 
From hereon, it starts the outburst of the managerial team, the formation of an entire network of 
contacts and alliances. This period may last for several years, during which the leader sees his/her 
dreams come to pass.  
 
The decline of the leader’s career is marked by a long series of specific aspects of this stage. It is 
accepted the arrogant behaviour of the members of the management team, key players are no longer 
listened, bureaucracy increases and meritocracy is ignored, there is a growing accumulation of capital 
reserves, the performances are becoming smaller, stereotyped formulas appear about "big problems" 
of the company etc. In these circumstances the leader tends to block any initiative and he/she keeps 
closed to him/her the employees manifesting his/her dominant orientations and personal interests. 

 
The succession process is traumatic for everyone involved in the affairs of the company. When this 
change occurs in a controlled and well planned, the transition of the decision – making process 
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between leaders is beneficial for all people. Often the succession is achieved by a temporary work 
between the former and new leader, in a transition period [4, 245]. 
 

3. The Changing Processes 
As in any other field of business change and innovation are two definitions found in all processes 
where "flash of genius" people identify routes to develop new initiatives. "Innovation is the effect of 
systematic valorisation of change, which is already visible in demography, technology and economics 
to find the best opportunities they offer," said Peter Drucker early 2000s. 
 
The same author showed that, at the same time, something very hard to accept in the process of change 
is "abandoning and not defend the out-of-date past" by those who run present day businesses and 
corporations [7, 100-101]. This is also the observation of Gary Hamel, a well-known professor of 
Management, who states that [8, 177] "there are still too many individuals who can not escape the frail 
spirit of the past and too many who do not live for the future. Too many can not distinguish between 
tradition and destiny. “For the sake of history and traditions, we always lose opportunities of the 
present to build a better future. 
 
Manfred Kets de Vries, a well-known professor of Management at INSEAD France, also makes some 
important declarations about the difficulties of the change processes, showing in all these years [4, 
148] that "change is difficult, whether it is about people or organizations. Many change agents found 
wisdom words: - it is easier to change people how to change people. In other words, it is easier to start 
something with a new team (with a mentality nine), but to transform the old one". 
 
People do not accept the changes due to difficulties in understanding the effects that could lead to 
organizational transformation processes. For this reason it is important that any effort to change should 
take place at a cognitive level and an affective one [4, 149]. 

 
Groups begin to change only after they first fully understand the reality of how visionary they operate 
under new conditions brought about by changes processes [4]. Thus, within the processes of change 
there should be found ways to challenge people's willingness to give up routines from the past and 
accept the future other routines, better than the present ones.  
 
Leaders and organizations must understand that in order to survive and succeed under the global 
market conditions each firm will have to be transformed into an agent of change. The safest way to 
manage change processes is to bring about change and not imposing them from the outside. Peter 
Drucker noted in 2001 that "the implantation of innovation in a company structured on a traditional 
model does not work. The company itself has to be an agent of change "renouncing to what it is 
unprofitable and continuously innovating new products [7]. 
  
The main function of leadership is to produce changes. This function is performed in the business 
process change throughout the three stages identified by John Kotter, mentioned at the beginning of 
this work: business orientation through vision and long term strategy, aligning people through 
communication for the understanding of visions and strategies, motivating those involved in the 
required orientation and alignment. 
 

Conclusions 
Globalization of markets leads to new approaches to business. Along with management concepts and 
managers there is an increasingly use of more and more concepts of leadership and leaders, each of 
them having its own significance in describing the content and process of firms’ management. 
 
To some extent, management and leadership are similar. We consider that both concepts elucidates 
aspects of decision-making, organization of firms, of monitoring and assessing of the results, 
improving the operation of networks, analyzing business factors feedback etc. We can not say that 
management could be the applied part of the leadership or that leadership is a consequence of 
management. 

                                                
 INSEAD - Institut Européen d'Administration des Affaires 
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There are obvious differences that distinguish management from leadership. For example, the 
management plan and budget in the case of management aim periods up to four years, negotiated and 
undertaken by managers by signing a managerial agreement with representatives of investors. In the of 
leadership, the vision and the strategy aim more long terms and risk taking with a controlled impact 
and high probability of increasing business profitability generated by the company. In the same 
direction of differentiation, human resource management, in the case of the management processes 
requires constant guidance, monitoring and direct control, while leadership ensures freedom of 
aligning and motivating the specialists on long term. 

 
Management and leadership also differ by the essence of their fundamental actions. While 
management seeks harmonized results in terms of efficiency, leadership aims valuable changes in 
terms of effectiveness. This distinction can not and should not be associated with lack of the 
management involvement in the field of changes. Management should be alongside the leadership in 
the processes of balanced changes. We know that leadership never succeed to produce the necessary 
changes, to comply with the plan and the budget allocated neither to a goal nor to bring a chaotic 
situation under control. As it is well known the management, alone, never produced a significant and 
valuable change. 

 
Differences between management and leadership can lead to dysfunctional conflict. Strong leadership 
may disrupt order and hierarchical management, while strong management can de-motivate people for 
leadership alignment. In assessing the potential of a conflict, the logical conclusion is that the 
development of a business needs both management and leadership. Any other combination can lead to 
mediocre or unsatisfactory results. In the absence of leadership, strong management can generate 
stifling bureaucracy. Conversely, strong leadership, in the absence of management, can generate 
messianism and the cult of risky experiments. The first situation occurs, unfortunately, in large 
corporations while the second occurs frequently in small businesses. 
 
Leadership has been the subject of many debates over the years. Today it is considered that leadership 
generates lasting enthusiasm for a common cause, presents innovative solutions to important 
problems, enables changes in values and basic attitudes, and inspires people to change. Leadership 
requires wise use of heads’ power for producing the necessary changes in the evolution of the 
company. Thus, leadership meets, in an organized system, the objectives of a constructive or adaptive 
change of a process that involves three steps: 
 focus - creating the vision of the future, often the distant future, and strategies to effect changes 

necessary to achieve the vision; 
 aligning people - communication of the orientation towards those people whose cooperation is 

needed in order to create concerned coalitions interested to understand the vision and the desire to 
achieve it; 

 motivating people - keeping people involved in the right direction, despite major obstacles in the 
way of change, of a political, bureaucratic and resource order, using the values and fundamental 
human emotions, often unexplored. 

 
Orientation in the processes of change in order to achieve a desirable future, sustainable and feasible, 
imagined by the leaders and their collaborators, implies acceptance of the addiction to what is closely 
related to the news and to the confrontations between bureaucracy and meritocracy in business affairs. 
In this context we can identify a vision and aligning strategies for achieving that vision in the distant 
future over 3 to 20 years. At this stage there is collected information, especially from customers and 
investors, analyses are performed, opinions of the collaborators having innovative solutions are 
recognized, the optimal solutions are chosen in terms of their meanings for those involved in business 
(customers, investors and employees) and of the feasibility of the aimed objectives. Alignment should 
lead to the achievement of coalitions among people who adhere to the guidelines developed by the 
leadership changes. If a coalition is achieved when individual authority becomes leader collective 
authority and vision can not be rejected by those who have the power at the top of the company. 
Change can not be sustained by one man - the leader. 

 
It is known that profound, revolutionary changes were not been triggered by leaders temporary 
situated at the top hierarchy. Alignment must start at the operational level, at the base of the 
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hierarchical pyramid, with activists who represent the loyal opposition. Their loyalty is not manifested 
towards a particular person or organization but to the continued success of the company and to all 
those working on its behalf. This observation is very interesting and suggests the fact that inspired 
leaders do not rely, at this stage of the change, on the support of top managers. 
 
Motivating within the change processes has an emotional character and is permanently supported by 
the leader. Passion of the leaders awakens passions among those whom they lead. The leader who 
wants to form a team characterized by emotional intelligence can start by helping team to increase 
collective self-knowledge by monitoring people and notifying any latent dissonance with 
dysfunctional, conflict potential. When assessing correctly the behavioural and emotional aspects of 
the community members, focused and aligned in the processes of changes, a sense of strong fairness 
arises within the motivation stage. This feeling creates new habits of honest expression of dreams, 
sincere engagement in natural work relationships and changes risk-taking for the common good. The 
courage of people to follow the path of the change processes does not come from an ordinary promise 
of the leader, but of devotion to a cause absolutely worthwhile, consistently cultivated among the 
community. It is necessary of a heart economy and not of the economy of arms or mind. Every 
employee should feel that he/she brings a contribution to something that will actually have a positive 
impact in the lives of clients and colleagues. 
 
Leadership qualities have their origins in three combined sources - family, school and company. The 
leader’s parents and the members of his family have genetic and educational contributions, funding the 
energetic and spiritual potential of the child. School - in all levels of education, from childhood 
through university graduation - strengthens family contribution, develops the multiple intelligence and 
strengthens the mental health of the newcomer to the profession. Company encourages, develops and 
improves the professional skills, the spiritual and the social ones, useful for the integration of any 
leader. It is estimated that the family, as genetic endowment factor, has an influence of 60% to the 
leadership qualities. 
 
Selecting leaders is a very difficult task because one can make wrong choices and be supported long 
periods of risk and a huge number of costly failures. It is known that up to 40% of new employees 
reach failure in the first 18 months because of the inability to work with new colleagues and 
subordinates. Avoiding failure on the evaluation of recruited persons for management positions 
requires a thorough investigation of each candidate portfolio - family, mental health and any 
behavioural deviations that could contribute to the failure of leadership, education, training, attended 
companies, previous professional achievements in other places of employment. In order to attain this 
purpose there may be consulted the services of specialized centers or laboratories to collaborate on 
human performance assessment of candidates. 
 
In stage of start the new leader seeks activities consistent with his/her solving potential of major 
conflicts within the firm. He/she strives to adapt at best his/her style and strategy suited to the new 
work environment. 

  
The consolidation of the leader’s career may be perceived at the same time with the achieving of the 
first results. At that moment the leader gets the feeling that he/she is ultimately at the firm control 
buttons. From here on, it starts the outburst of the management team, the training of an entire network 
of contacts and alliances. This period may last for several years, during which the leader sees his/her 
dreams come true. Along the way, unless the change processes continue and adapt to the new 
expectations of the business environment, performance can stand, the results continue to maintain on a 
plateau and then the decline is looming. 
 
The decline of the leader’s career is marked by a long series of specific aspects of this stage. It is the 
moment when the arrogant behaviours of the management team members is accepted, the key players 
are no longer listened, bureaucracy and meritocracy increase, an accumulation of capital reserves takes 
place,  performances become smaller, stereotyped formulas about "big problems " of the company 
appear etc. In these circumstances the leader tends to block any initiative and retains the employees 
attracted by his/her dominant orientations and personal interests. 
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The succession process is traumatic for everyone involved in the affairs of the company. When this 
change occurs in a controlled and well planned way, the transmission of the direction between leaders 
is beneficial for all people. Often the succession is achieved by the temporary collaboration between 
the former leader and the new one, in a period of transition. 
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