Introduction

Leadership.  Such a simple word, yet it strikes fear into the hearts of managers across the world.  People, for the most part, have conceptions of what they envision comprises a good leader (honest, companionable, dedicated, etcetera (etc.)) and what comprises a bad leader (deceitful, domineering, stand-offish, etc.); these distinctions are made based on an individual’s actions – leadership.  For years people have been attempting to classify people so as to ‘help’ leaders as well as attempting to codify different types of leaders.  All of this has been done with the hopes of being able to turn people from leaders in name to those whose leadership is something to be praised and emulated.  The question then remains as to what makes a great leader; is it born, is it learned, is it circumstantial, is it a company culture, or is it a combination of many factors?  This question will continue to plague management for years to come. An in-depth look will now be taken into what leadership is, how to lead, as well as inherent problems in leadership today.  Finally, the company of Cirque du Soleil will be discussed as to its unique leadership style that makes the company successful in today’s world. 
What is Leadership


What is leadership?  The Oxford English Dictionary defines a leader as, “1) a person or thing that leads; 2) a person or thing that is the most successful or advanced in a particular area”
 with leadership being a derivative of this term.  The definition, however, does not make any reference as to what comprises that which people consider to be a ‘true’ leader, other than merely the person who happens to be in power.  Leadership, therefore, is no more or less than the actions one takes while they are considered to be a leader. Society at large, however, would beg to differ. 

If leadership were as simple as the definition, there would be no debates as to the qualities of a leader or books, classes, seminars, etc. of how to become – if not a good leader – an effective leader.  Many believe that the key to being an effective leader is to first understand the nature of human beings.  If one can understand what drives their fellow humans, therefore, they will be more apt to adapt to changes and make sure that they are meeting the – universal – needs of others. One may then ask, ‘but what are these needs?’.  This is a question that many people from various walks of life have attempted to answer.  A closer look at some of these theories will now be taken. 
Maslow’s Hierarchy of Needs


Abraham Maslow believed that humans – for the most part – had certain universal needs.  A person who had their needs met would be able to grow and develop, and become, hopefully, a fulfilled person.  An individual who did not have their needs met, however, could become stilted in their personal growth which could lead to them never achieving their full potential.  Based on this premise, Maslow developed seven intrinsic human needs and divided these needs into two categories. 

The first category of needs Maslow termed basic needs.  Basic needs are those that are physiological.  These needs are those without which humans would not survive (in example: food, shelter, and sleep).  The second category of needs he termed meta or being needs.  The meta needs are those Maslow described as higher needs.  These are needs that are only looked at/fulfilled when the basic needs are met; examples of these needs include justice, order, and unity.  A person who is struggling to fulfill their basic needs will not care about the meta needs.  When looking at these needs, one may question as to what is the purpose of categorizing them?  The answer to this is the basis of Maslow’s theory.

Maslow acknowledged that people – for the most part – have their basic needs fulfilled.  The process of fulfilling the basic needs of people is all-consumptive, but for the most part, not time consuming.  People who have their basic needs met turn to the other needs so as to achieve what Maslow described as ‘self-actualization’.  Self-actualization is what every human strives for; this is the level at which people feel complete, but which very few ever achieve.  Below is a diagram of Maslow’s hierarchy as well as a list of the hierarchy of needs. 


Maslow's Hierarchy of Needs 

· 7. Self-actualization - know exactly who you are, where you are going, and           
what you want to accomplish. A state of well-being. 

· 6. Aesthetic - at peace, more curious about inner workings of all. 

· 5. Cognitive - learning for learning alone, contribute knowledge. 

· 4. Esteem - feeling of moving up in world, recognition, few doubts about self. 

· 3. Belongingness and love - belong to a group, close friends to confide with. 

· 2. Safety - feel free from immediate danger. 

· 1. Physiological - food, water, shelter, sex. 

Even though all people, according to Maslow, strive for self-actualization, few ever achieve it.  With all of this in mind, the next question to ask is: ‘how is this pertinent for leaders?’ 

The reason behind why Maslow’s hierarchy is important for leaders is that it provides a valuable insight into what drives people.  A leader who understands this theory will be more effective due to their understanding of what needs to be provided for their followers (employees) within an organization. 

Effective leaders will look at Maslow’s theory and say, ‘how can I help my employees move up this hierarchy?’  The first two needs are taken care of due to employees using their salaries to obtain physiological and safety needs.  The next five needs are where the leaders need to take a stand. 

First, leaders need to ensure that the work environment is a place where their employees can associate and, therefore, fulfill the need for belonging.  Next, effective leaders will have a system of reward and recognition (incentives) so that employees have a feeling of accomplishment.  The feeling of accomplishment coupled with an individual being able to ‘move up’ within their organization will fulfill the need of esteem.  Thus, the needs of belonging and esteem are fairly easy for an attune leader to attain.  The next two needs, however, are what separates leaders from those whom people want to follow. 

The cognitive and aesthetic needs are closely linked.  Leaders who feel that they should make all of the decisions, and that non-management employees should not have a say in what happens with the organization will never aid their employees in fulfilling these two needs.  Employees who feel that they are able to take part in the organization are more likely to be interested in more aspects of the organization.  An employee who merely completes their job will not have a curiosity about other organizational aspects due to the feeling that they will never be asked for their input; thus, a feeling of ‘why should I care’ is fostered.  The employees who harbor the ‘why should I care’ feeling will not be able to fulfill their cognitive and aesthetic needs.  This in turn will halt their progression up the hierarchy and could lead them to feelings of being an incomplete person.  People who feel ‘incomplete’ will hinder the success of an organization by resulting in either high turnover or a lack of creative growth which is essential to effectively compete in the market place.  Organizations, however, whose leaders foster a ‘curious’ employee atmosphere where employees are engaged in decision making are more likely to attain success due to the employees being more apt to learn about various aspects of the organization.  Active/engaged employees will be less likely to leave and more likely to find the essential creative solutions to problems that will allow an organization to grow.  The employees are able to achieve this due to their feelings of ‘completeness’ resulting from their cognitive and aesthetic needs being fulfilled.  The effective leader is one who understands the hierarchy of needs and who fosters an atmosphere where employees can move up this hierarchy. 

The final need is that of self-actualization.  This is one need an individual must find for themselves.  It is not a need that leaders can take direct action in helping their employees fulfill.  This, however, does not mean that leaders do not take a part in this aspect, quite the contrary.  Leaders must ensure a strong environment that allows all of the other needs to be fulfilled.  This type of leadership style will open the door for self-actualization.  A leader who fails to help their followers achieve their other needs will be accountable for the lack of total fulfillment in their employees’ lives.  Thus, Maslow’s hierarchy of needs is an essential tool for leaders to better understand their employees so as to make their organizations great. 

Maslow’s research has provided a basis on which many others have conducted research about leadership.  Theories about leadership abound, but perhaps the most recent and striking leadership theory is found in Lee Iacocca’s novel: Where have all the Leaders Gone?. 

Lee Iacocca and Leadership


In his novel, Iacocca focuses primarily on America and what has happened to its society due to the lack of good/effective leaders.  Throughout the book he discusses many aspects that are essential to strong leadership, a few of which will now be discussed. 
People and Priorities:


Iacocca contends that, “Here’s what management is about: Pick good people and set the right priorities.”
  This seems to be an easy concept: determine what it is one wants to accomplish within an organization, and hire the best people to make the goals a reality. Unfortunately, it is often the simplest concepts that are the most difficult to grasp and implement. 

According to Iacocca, one of the reasons why leadership is suffering is due to the current practice of cronyism.  Systems that run on a theory of paybacks are inefficient and often lead to bitterness within an organization.  An effective leader, therefore, should not appoint someone because they are a friend’s and/or family member’s child, or because this person helped them out of a tight spot, etc.  Leaders who do this do not have the best interests of the organization at heart.  These leaders also demonstrate a distinct lack of foresight due to their inability to see that ignoring the qualified people in the face of cronyism will eventually lead to disaster within an organization.  Leaders, therefore, who do not ‘over-think’ the simple process of hiring the right people to achieve organizational goals will help their organizations grow and lead them to success.  The next main aspect for an effective leader, according to Iacocca, is accountability.
Where’s the Accountability for Results?:


The large corporate scandals of Enron, WorldCom, Tyco, Halliburton, etc., have led many to ask, ‘where is the accountability?’  It seems as though the growing trend has been for leaders to point the finger of blame when something goes awry rather than accept that something went wrong on their watch.  The consequences can range from a small lawsuit, to mass recalls, to deaths, to employees losing their entire pensions, and so on.  Many leaders are more than willing to take the credit when something is going well, and then claim ignorance when anything negative happens.  Again, the argument comes to the fact that leaders need to exemplify leadership styles that inspire people to follow them. 

A person is a true leader when they take responsibility for all that happens within an organization.  The leader is there when the organization is functioning smoothly and praising the employees who make it happen, and this same person also accepts the blame when things go wrong.  Iacocca claims that the true and best leaders are those that come out in a crisis, take responsibility, and find ways to steer their organizations through difficult times.  Thus, the largest first step a leader can take is to be accountable for all aspects of their organization.  The next crucial aspect for a leader is one that is often overlooked. 
Conversation:


Iacocca claims that, “the road forward starts with a conversation.”
  Great leaders always seem to be defined by their actions.  History often remembers leaders for what they did and ignores the fact that they had to talk with others before their actions could take place.  This oversight has given leaders a misconception of how to lead. 

An effective leader needs to be one who will talk with others.  Leaders must make the first move and be being willing to talk and listen to others.  Conversations build bridges and pave the way for new possibilities; lack of conversation hinders growth and deprives leaders of unseen opportunities.  An effectual leadership style would be one in which the leader is not afraid to start conversations and also listen to employees and other leaders (be they local or global), “now leadership involves not just lending a hand, but also lending an ear – respecting the cultures and insights of other nations.”
  This will assist the leader in gaining a better understanding of their organization as well as the perspectives of others.  The more perspectives one has, the better the leader can anticipate needs and adapt to changes.  Thus, a simple conversation can significantly help in the growth and functioning of an organization.  After connections have been made through conversations, however, the leader comes to the next critical aspect in their leadership. 
True Friends: 


A person who is looked upon as a successful leader will face one of their next largest challenges: discerning between true and fair-weathered friends, “A leader has to know who his true friends are, and it’s not always the ones who agree with everything or follow you blindly. With a true friend, there’s got to be equality.  You share the good times and you share the bad times.  There’s got to be respect.  If your friend takes a principled position for the other side, you don’t have to like it, but you don’t call him names, either.”


Too often it is seen where leaders surround themselves with ‘yes-men’ and believe that these people are their friends.  This illusion lasts up until the point when things start to go wrong.  Leaders need to have ‘true’ friends. As previously stated, these friends do not always agree with the leader, and sometimes take the opposite side.  An effective leader, however, will take this as an opportunity for reevaluation.  By having a few (it does not have to be many)  who are willing to stand up and say ‘no’ different possibilities are discovered.  The ‘yes-men’ harm a leader because they hinder the leader’s ability to grow and achieve success within the organization.  Differing opinions, however, bring about changes that often have the most beneficial outcomes.  A leader that is able to distinguish between true friends and not be blinded by ‘yes-men’ will truly lead and inspire. 

Change is always considered to be good for a company.  The next issue, however, revolves around when change can become too much and actually hinder an organization. 

Simplify:


Iacocca begins this with, “it’s time to get back to basics.”
  Change is a good thing, but bringing about too much with too many aspects associated with it can be a step backward for an organization.  Iacocca’s solution to this: simplify. 

Leaders should never lose sight of the basics.  This is because all aspects of an organization are built on the basics, not the complexities.  Keeping an eye on the basics will better allow the leader to lead the employees in understanding what is happening within the organization, and knowing what the organization wants to be displayed.  Leaders, and consequentially organizations, who lose sight of the basics end up confusing their employees.  The lack of understanding leads to mixed messages.  This in turn can lead to a downward spiral that can make damage control almost impossible.  Thus, the best leaders are those who can effect simple change; simplicity resulting in the minimization of confusion leads to organizations becoming closer knit and stronger for it. 

All of the aforementioned aspects will aid leaders in having an effective and respected leadership.  These aspects, however, are nothing without the final culminating aspect that has become the largest issue with leaders in Iacocca’s eyes.

Trust:

It seems as though everyday one can turn on the news and hear about yet another CEO who has caused their company to collapse and taken all of their employees’ pensions in the process, “In those days [when Iacocca was growing up] CEOs were the most admired people in the country, and car salesmen were the least admired.  Today, car salesmen rate above CEOs on the admiration scale.  What’s going on? Is it a few bad apples, or is the whole barrel decayed?”
 Trust in leaders seems a thing of the past; when anyone hears of a ‘good’ CEO anymore, most are just waiting for the ball to drop.  What is responsible for this shift in trust?  Iacocca claims it to be due to a lack of virtue. 

Leaders now seem to only do what serves them best, and never think about what best serves society at large.  He believes that by instituting some virtues into leadership and organizations, people’s trust may be regained: 

Instead of greed, how about generosity.


Instead of envy, try a little charity.


Instead of pride, show some humility.


Instead of wrath, let’s see composure.

Too often of late, leaders are only doing that which will profit them the most, and when something happens that they do not like, retaliation is swift.  Many leaders take all of the credit for success and blame others when their organization is not as successful as another’s.  All of these culminate into making dissatisfied employees who do not want to follow their leader, as well as losing the trust of the general public in the organization.  If leaders were to institute some of Iacocca’s virtues into their leadership, however, these leaders could gain the trust of both their employees and the public, which could in turn lead to far greater company success. 

While Maslow’s hierarchy of needs, and Iacocca’s qualifications for great leaders demonstrate how leaders can make their leadership styles extraordinary, there still remains one main theory by which it seems all leaders are classified. 

McGregor’s Theories of X and Y Leadership


Douglas McGregor in his 1960 book, The Human Side of Enterprise, discusses a Theory X and a Theory Y style of leadership.  The following classifications provide a brief look into what comprises these theories of leadership:

Theory X

· People have an inherent dislike for work and will avoid it whenever possible. 

· People must be coerced, controlled, directed, or threatened with punishment in order 
to get them to achieve the organizational objectives. 

· People prefer to be directed, do not want responsibility, and have little or no 
ambition. 

· People seek security above all else. 

Note that with Theory X assumptions, management's role is to coerce and control employees. 

Theory Y

· Work is as natural as play and rest. 

· People will exercise self-direction if they are committed to the objectives (they are 
NOT lazy). 

· Commitment to objectives is a function of the rewards associated with their 
achievement. 

· People learn to accept and seek responsibility. 

· Creativity, ingenuity, and imagination are widely distributed among the population. 
People are capable of using these abilities to solve an organizational problem. 

· People have potential. 

Note that with Theory Y assumptions, management's role is to develop the potential in employees and help them to release that potential towards common goals.

McGregor believes the Theory Y model to be the preferred style by employees, but felt that it was difficult to use for large scale operations.
  The use of these theories can be seen most clearly when looking at the organizational operations of the World War II to the Vietnam era and from the post-Vietnam era to today.  From the World War II to the Vietnam era the management style was distinctly Theory X.  Employees were expected to come to work, do what they were told, and go home all the while never questioning management or asking to be more involved in the organization. Using this theory, organizations seemed to run successfully.  Major changes happened, however, in the post-Vietnam era. 

The post-Vietnam to the present era shows a large shift from people doing what they are told, to people questioning most everything.  More people are also receiving higher education, which in turn leads to larger amounts of questioning and an increased demand to be involved in organizations.  People no longer want to show up to work, complete their assigned tasks, and go home.  People want to know what is happening within an organization, and have a direct involvement in decision making.  This demand for involvement can also be seen as a defense mechanism in the wake of all the corporate scandals; organizations whose people are more involved are less likely to take actions that would knowingly and significantly harm their employees. 

Effective leaders, therefore, are ones that can change with the times and who take an active interest in their employees.  A Theory Y style of leadership can be very successful for an organization in reducing the amount of turnover as well as increasing productivity and profitability due to tapping into the resources of their employees’ minds.  More and more people are attempting to gain employment with organizations utilizing Theory Y leadership.  This trend is forcing Theory X leaders to reevaluate their styles and make changes if they do not want to lose their employees.  Thus, the rising trend might make Theory X leadership a thing of the past. 

While McGregor believed that Theory Y was the best and preferred leadership style, he felt that it could not work for large organizations.  His supposition, however, was from a viewpoint of the 1960s – a time period that was still very much ingrained with Theory X.  Today, the Theory Y trend is seen in large organizations, and has been utilized successfully.  A closer look will now be taken into one of these companies to show how they are utilizing the Theory Y leadership as well as demonstrating the essential qualifications for effective leaders as stated by Lee Iacocca. 
Cirque du Soleil


Cirque du Soleil began in Quebec in 1984.  It originally started as a small group of performers who wanted to revolutionize the concept of a circus and acrobatics.  Since that time it has grown from a small group of performers to a world-renown company of over 3,000 employees, with permanent location/entertainment venues in Canada, Amsterdam, the United States, China, and Japan.  On the surface, Cirque du Soleil is an amazing display of various talents and unique costumes.  The business, however, is a very Theory Y oriented leadership style that – unknowingly – utilizes many of the popular leadership theories. This company operates under the belief that, “Cirque du Soleil is, above all, the story of a remarkable bond between performers and spectators the world over.  For at the end of the day it is the spectators who spark the creative passions of Cirque du Soleil.”
  A closer look will now be taken into how Cirque du Soleil’s distinctive leadership style has helped it become the wildly successful company it is today. 
Auditions: 


The first thing an aspiring Cirque du Soleil member must relate in their interview is their most embarrassing moment.  Provided the candidate moves onto the second/physical interview round, the first thing they will hear is, “You must climb zis rope here, zen at ze top, you will sing a song!”
  This may seem like a crazy requirement, but it ties in directly to Iacocca’s concept of hiring the right people to obtain the company goals.  As members of Cirque du Soleil state it, “They have to learn to get out of their comfort zones, to try something different and express themselves.  They need to learn to connect with people in new ways.  For us, that is at the heart of what our shows are all about – connecting.”
 

Cirque du Soleil strives to connect with audiences on a heretofore unseen level; this is their all-encompassing goal.  In order to achieve this, the company must find those individuals who are capable of leaving their ‘comfort zones’ and capture any audience’s attention from the moment they appear; hence the rigorous and nontraditional audition and interview process.  If Cirque du Soleil were to fall into the traps of the traditional interviews of Theory X or engage in cronyism, the company would not have the right people or the right goals.  Using a more Theory Y approach, the company has been able to attain the proper people which in turn accounts for a large part of the success of the company. Auditions/interviews are just one aspect that makes Cirque du Soleil’s Theory Y leadership unique. The company’s policy on mistakes is another area on which to comment. 
Makeup and Mistakes:


Another distinctive aspect to Cirque du Soleil is that all of the performers are expected to apply their own makeup.  A professional make-up artist will help each performer in the beginning, but the rest is up to them.  Theory X leadership frowns mightily on mistakes.  Employees are told what to do and how to do it; any mistakes are seen as a failure to adequately accomplish one’s job.  Mistakes can result in the termination of an employee.  Cirque du Soleil, however, takes a very different approach, “we want you to make mistakes, to experiment, to discover where your personality meets your character’s…unlike a mask that disguises your identity, makeup helps reveal it.”


The desire to have employees make mistakes so as to better connect with their character falls into Maslow’s Hierarchy of Needs theory.  Encouraging employees to let their creative sides shine aids each individual in fulfilling their cognitive and aesthetic needs which in turn leads them down the road to self-actualization, “we want our artists to become interested in the process, because just ‘following the book’ is not enough.  It is the difference between merely hitting the right notes on the piano and actually playing the song, with your whole heart, letting it flow out of you.”
  This method of allowing employees to experiment, and be praised for their mistakes and ingenuity attracts large amounts of people to the company and is also crucial for its success.  The next aspect to study with regards to the leadership of Cirque du Soleil is the inescapable part of business that most leaders dread. 
Deadlines and Budgets:


Deadlines and budgets are unavoidable and leaders respond to them in different ways.  Theory X leadership styles use these as means to receive work out of their employees.  Theory Y leadership approaches deadlines and budgets in a different way, and Cirque du Soleil is no exception. 

Cirque du Soleil views deadlines and budgets as one of the main sources behind the company’s creativity, “they force us to come up with solutions we’d never think of otherwise. Constraints on time, money, and resources can be incredible motivators!”
  These business aspects are a way for the company to engage all of its employees.  Cirque du Soleil believes in having a very open environment where all employees know what is happening within the company.  This in turn allows for more collaboration and brainstorming which results in more deadlines and budgets not only being met, but oftentimes having things happen ahead of schedule and under budget.  Thus, Cirque du Soleil is not sought after only for its amazing shows, but for its competency in running a business.  Solving deadline and budget problems, however, is not the only area in which the company’s open leadership style proves to be useful and successful. 
Problems, Partners, and Employee Voice


Cirque du Soleil makes active use of partnering employees and giving employees a voice to solve problems.  Furthermore, problems are not things that the company strives to avoid; rather they are a central part to keeping the company alive.

The first aspect to consider is the nature of problems themselves within the company.  A lack of problems is considered very boring because it does not inspire creativity within the company.  Problems are also not labeled as such, but rather are ‘creative opportunities’.  One aspect of the open environment, therefore, is to allow constant communication between different groups.  One group will express a desire to another and the two will work together through it all and solve all of the ‘problems’ until both sides are satisfied; perhaps the most noticeable examples of this are the directors of new show ideas constantly working with the costumers and composers to create the most unique costumes and music that capture the spirit of the show in a way that the performers are able to complete their acts and not risk injury or ‘lose the magic.’  

The second way in which Cirque du Soleil attempts to provide avenues for ‘creative opportunities’ is through the partnering of employees, “…Cirque purposely teams up people from different backgrounds with different personalities, in the hopes that we’ll come up with something more original.”
  The company understands that while pairs of people who are similar may see eye-to-eye, the solutions from these partnerships will not be as interesting/creative as those that come about from pairs who see the same situation in two very different ways.  Thus the strategic pairings are essential to the company.  Cirque du Soleil does not want to dictate what employees should do, but rather give the employees the tools and see what they themselves create.  These pairings also are an effort to create what Iacocca terms ‘true friends’ that will take stands and make another person stop and pause, rather than having many people who simply say ‘yes’ and achieve boring results.  Finally, giving employees the tools to be creative does nothing unless the employees know that their solutions will be heard. 

Employee voice is a central feature to the company.  Iacocca stated that conversation is the first step to accomplishing anything.  Cirque du Soleil, therefore, wants the employees to feel as though they are involved, “to remain motivated they have to feel their ideas and input are taken seriously.  We want artists who are willing to take their acts to the next level.  If your attitude is ‘I’m doing my job,’ then you’re really not doing your job.  The audience is paying for more than that. They want to feel the inspiration.”
  Theory X leadership feels that employees should have no involvement in decision making, but rather that it should all come from upper management.  Theory Y, however, is the complete opposite and Cirque du Soleil exemplifies this concept.  Employee ideas are used in every aspect of the productions whether it is what type of lighting or costumes looks better, various chords that may be more interesting in the score, or different moves and tricks that might better allow the performers to connect with the audience.  All of these suggestions are utilized.  Employees who feel they have a voice not only progress along their hierarchy of needs, but also feel more involved with the company.  Leaders who recognize this and encourage it will lead their organizations to success due to the constant flow of innovative ideas; this is exactly what Cirque du Soleil has done.  All of the employee input that the company utilizes come together to form the most important element of leadership. 
Trust:


Trust is perhaps the most important aspect of leadership according to Iacocca and numerous other leadership reviews.  Without trust, a company will not survive.  This issue is one that Cirque du Soleil takes to heart more than anything else within the company. 

Trust is the aspect that Cirque du Soleil builds from the onset of every undertaking, “…trusting your friends, your colleagues yourself. It [is so clear] what a powerful force real teamwork and collaboration can be…Each act, each movement, each moment [is] the culmination of the efforts of a cast of hundreds.”
  Any person within the company who attempts to be a ‘one-man show’ is quickly brought to task; each person is held accountable for the other members of their team.  Without the trust of the employees for one another on all levels, the incredible performances would never be made a reality; perhaps the best illustration of this trust is featured in the photograph below:
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Trust, however, is not meant solely for the Cirque du Soleil employees but for the public as well, “to come across as sincere on the stage, you must be sincere in life.  It’s important for the audience to feel that we’re all together as a community.”
  Trust has to exist on all levels of an organization, not only internally but externally as well.  Without it employees will not feel connected, and the public will not support the company.  Thus, Cirque du Soleil ensures that the employees trust each other so completely that that unity translates to the audience and is what allows the company to achieve feats of which no other similar organization is capable.  The fact remains, however, that this is all accomplished due to the leadership style of Cirque du Soleil.
Conclusion


Leadership is a topic that haunts all leaders today.  Fairly consistent views exist as to what makes a ‘good’ leader, and what comprises a ‘bad’ leader.  Many theories and opinions also exist so as to provide aids in turning leadership styles into those that people truly want to follow. 


Abraham Maslow developed a hierarchy of needs.  This hierarchy serves as a tool to aid leaders in understanding how to help their employees. The institution of an environment that enables people to better progress up this hierarchy is one in which the leadership will be praised.  This is due to the fact that employees under this leadership will be better able to attain that which, according to Maslow, all people strive for: self-actualization.  Maslow’s theory can then be coupled with Lee Iacocca’s views on how great leaders distinguish themselves. 

According to Lee Iacocca, these attributes are what can enable a person to have an effective leadership style: choosing the right people for the goals, accountability, conversation, true friends, simplicity, and trust.  Each one of these aspects may seem rather small, but when implemented, and implemented well, they will help enable a person to go from being a leader in name only to a true leader.  While Maslow’s hierarchy of needs, and Iacocca’s views on leadership are a small sample of leadership aids, perhaps the most impacting is the Theory X and Theory Y view of leadership.

Theories X and Y were coined by Douglas McGregor as a way of looking into leadership styles.  While Theory X is considered to be the traditional way of leadership in that employees’ ideas are not valued and that all decisions should come from upper leaders, Theory Y is the complete opposite.  Theory Y values employees and their insights and strives to involve everyone in decision making.  McGregor contended that while Theory Y was the preferred leadership style, it was not feasible for large organizations.  Cirque du Soleil dispels that belief. 

Cirque du Soleil is a company that embodies the Theory Y leadership style due to its want of employee involvement and its utilization of Maslow’s theory and Iacocca’s views.  The company encourages employees to try new things, make mistakes, challenge others’ views, and much more.  All of these combine to make the company one where employees have a voice and trust is seen in all levels both internally and externally.  It is this leadership style that has allowed the company to go from a small set of performers in Quebec to one that employs over 3,000 people and is known (and headquartered) throughout the world.  Cirque du Soleil, however, is not the exception to the rule. 


Many other companies (Google and Patagonia, to name a couple) are also very large organizations whose leadership makes extensive use of Theory Y and the factors studied above.  More companies are finding that they are actually more successful utilizing Theory Y than Theory X.  Theory Y is  not only profiting companies, but employees and the public as well.  Employees are more satisfied with their jobs and their lives, and the public is starting to regain its trust in large corporations.  Thus, the more companies who chose to take heed of the management theories, look to the advice of other great leaders, and are not afraid to utilize the Theory Y leadership style give hope for the future of business. 
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