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Introduction

This essay will consist of a critical analysis of the case study designated for part one of this essay, designed around Steve Jobs and his career specifically the years he spent at Apple and creating Macintosh. It will rebuttal the claim made within the paper which state that Steve Jobs is a transformational leader. By using the four factor frameworks by Avolio and Bass 1999, and the 2012 Kouzes and Posner five practices of leaders concept, the same framework referenced in the case study, scholarly articles, journals, alternative theories, interviews with colleagues and definitions of leadership styles, this essay aims to show the reader an opposing view on Steve Jobs leadership style, with a statement that claims: “Steve Jobs was not a transformational leader, he was a pseudo-transformational leader, a leadership style which displays transformational leadership traits”.

[bookmark: _Toc57415387]Who was Steve Jobs?

Steve Jobs, a visionary, shot to success with the founding of the Apple incorporation in 1977 along with his partner Steve Wazniak, together, led and marketed by Jobs, they revolutionised the technology industry via the development of handheld technology, computers, animations and innovation before Jobs died, of pancreatic cancer in 2011. In order to determine his leadership style and an understanding of the leadership traits, and how they coerce his followers, must be achieved. We can do this by tracing back to Jobs earlier years so to determine how is external environment could impact his intrinsic needs. 
Steve Jobs was born in Wisconsin in 1955, to an unwed young mother who gave her child up for adoption in hopes of legitimising the birth through marriage to his father. Unfortunately fate didn’t work in their favour and the mother never married his father, yet Jobs was fortunate enough to be adopted by a loving couple who promised his mother he would get a college education (Isaacson, 2011). In his biography Jobs recalls that his parents were always open and honest about adoption, and regularly reminded him that they had specifically chosen him, however, this did not stop Jobs from feeling abandoned by his birth parents. Academically smart Jobs found himself being fast tracked through junior and senior high school education, unfortunately due to his age and smaller framed size, he was often the target of bullies and did not make many friends if any at all, if he wasn’t the centre of attention he would ignore those who were perceived to be. (Isaacson, 2011). His childhood left him feeling “abandoned”, “chosen” and “special” are three word that Jobs used to describe himself on numerous occasions (Isaacson, 2011), feeling out of control of his life ,he tried to regain it in many ways, one way was Jobs creating a new personal when he and Wozniak received the loan for their start-up Apple venture, he presented himself as a business man, as he did not possess the technological skills to create the hardware, charm became secund nature, he keep persona around indefinitely. Wozniak notes how often Jobs would take up the topic of renown world leaders and revolutionaries, he would speak about them and how they had changed the world, stating that he too would one day achieve the same status, he had envisioned it (Kawazaki, 2020). Even though he had change some extrinsic factors, he was still liable to his intrinsic traits, as noted in the case study (Isaacsons-Casestudy, 2020), a segment is referring to Jobs losing control and often becoming extremely crude and vividly angry with interns, he created a fear-factor amongst his followers, his lack of control displayed in front of his team vocally, yet in-turn they yearned for his recognition and approval (Isaacsons-Casestudy, 2020).

[bookmark: _Toc57415388]Transformational Leaders

According to Bass and Reggio, (2005), transformational leaders help to mould their followers into leaders, it is based on this core assumption. They give them the platform required to elevate their position, they take their followers up the hierarchical ladder encouraging growth, the growth of the company on a whole is priority, they inspire their followers and encourage creativity they align the team with a common goal so as to achieve the company’s collective vision. They see their team as more than just labour, they empower the individuals within their team and satisfy their intrinsic needs.
Transformational leaders tend to enthesis on modelling the way for their team, they are adamant on inspiring a shared vision and challenging the process they take to achieve this, they are the enablers allowing space for mistakes to take place, meaning more are enabled to act, they boost the team and encourage the hearts of their followers, (Posner & Kousez, J., 2005).

[bookmark: _Toc57415389]Pseudo-Transformational Leaders

Pseudo-transformational leaders hold many qualities found within transformational leaders. However, rather than use their position to elevate their followers they use their position to increase their own position sometimes at the expense of the team. Visions of grandeur are their main focus; they are able to use metaphoric language and rhetoric in order to convince their followers that they all have a singular vision. They are charismatic, they have good communication skills, they are manipulative, and give their followers altruistic opportunities, whilst having individual motive of self-interest at heart. They create platforms for themselves, to gain more devotion from their followers, they lack the inspirational qualities that transformational leaders have. These leaders are able to create the façade which gives their followers a sense of care, when really their followers are expendable  (Bass & Steidlmeier, 1999).

[bookmark: _Toc57415390]Case Study Analysis

Renowned for being the brains behind the success of Apple, Steve jobs thrived in the business industry. The case study refers to his,” Jekyll and Hyde” treatment of his team (Isaacsons-Casestudy, 2020). This ‘my way or the highway’ type attitude is not visible within the components of transformational leadership, it opposes the theory, encouraging followers input and opinions. Kouzes & Posner, 2012, speak on the five practices of leadership, they state that a transformational leader who have the intrinsic traits and the competent skills needed to perform, do so by adhering to the following componantes required for successful leadership and maxium productivity:
i. Model the way via hard work towards the shared vision and the way forward 
ii. Inspire a shared vision amongst their followers, so they are all excited and inspired to work towards their common goal
iii. Allow their followers to challenge the process, to seek new innovating ways to give the vision momentum, they should be able to make mistakes to grow their competences.
iv. Enable their followers to act, create a culture where information is shared freely, allow them to delegate and collaborate at will.
v.  Encourage their follower’s heart, this is achieved by congratulating contributions and the celebratory culture created around team accomplishments.

Avolio and Bass’ four factor framework has similar themes to that of Kouzes and Posner, the 4 components must work simultaneously and continuous in order to function as intended.
Transformational leaders must motivate their followers, Inspirational; encourage their followers through their own practices, create a dialect which helps the followers commit to the groups vision, encourage them by fulfilling their intrinsic needs. Intellectual; promote the concept of fining new paths, allow them to stray from the normalized route, encourage innovation amongst the followers. Idealize; the respect the followers give is due to the standards that the leader sets, use this to establish a sense of belonging for the followers and allow it to lubricate the transition of individuals into the long-term objectives. Individualise; the ability to form individual professional relationships with followers, pay interest in their individual talents and help them to achieve greater accomplishments, mentor and listen to your followers (Avolio, et al., 1999). Leading by example and granting followers with a platform that allows them to grow without the fear of dismissal or negative consequences, ensures they learn and eventually become leaders themselves, as they will aspire to follow suit and duplicate many of the taught behaviours and adaptable leadership traits.
[bookmark: _Toc57415391]Fig.(1)
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Jobs new persona was not moulded without transformational (Pagano & Kakoyiannis, 2017)leadership traits already existing, those are the traits that made him charismatic and appealing, they affirmed his competencies to his followers, however, he lacked the skill need to facilitate it and the passion needed to drive it forward, his objective were singular.
Jobs was known for being a perfectionist and striving to get only the best, he did this in all aspects of his career including hiring. Transformational leaders create leaders, they take those at the bottom of the pile and raise them up to the top, Jobs was known for his recruiting, he only wanted the best, he was more focused on what the recruits can do and he stated; that he noted the major difference between the average follow and the best followers, he only went for the cream of the crop (Employers, 2014). He is famously remembered for recruiting the Pepsi-Cola CEO, John Sculley, (Silver, 2018), he liked to hired the established, he polished his followers, he did not elevate them to over time to gain their positions.
Jobs was renowned for his temper, he regularly shouted at his teams and threw objects, he was seen as someone who would be willing to publicly discredit you in order to prove a point, Andy Cunningham, who worked closely with Jobs, was reportedly fired by Jobs 5 times, in an interview stated that “He (Jobs) had a vision of what it was that you were supposed to be accomplishing and if you didn't do it fast enough or you didn't do it right enough, he definitely got angry.” (Pagano & Kakoyiannis, 2017). This behaviour, according to the Kouzes and Posner, is contradictory to what a transformational leader, they are opposing the understanding and compassion that a transformational leader requires, they are lenient and encourage mistakes, this in turn trains the followers to seek out different paths and encourage the heart (Kouzes & Posner, 2002). Pseudo-transformational leaders are inclined to lose their composure, as they are subjugated to their own vision, they are known to exclude those of their followers in order to get their singular gain, they abuse their power to achieve results (Christe, et al., 2011).
The case study refers to Jobs need for greatness and perfection, that he was determined to see his goal achieved, note that the goal was that of Jobs and not the collective, a indicator of a pseudo-transformational leader, he was known to use metaphors in order to push his followers further, the case study mentions this incident where Jobs asked a team member “if it could save a person’s life, would you find a way to shave ten seconds off the boot time?” this was a reference to the start-up time of the Macintosh, (Isaacsons-Casestudy, 2020), which according to Barling, et al., 2007, is a pseudo-transformational skill, the use of methaphoric, grandiloquence and emotive language to showcase his will. The charismatic and manipulative behaviours displayed by Jobs throughout his career are also the traits of a pseudo-transformational leader, Jobs made a habbit of seducing and charming people who had importance in the idustry, he was know to be charismatic and inviting, this did not mean that he respected them, much less liked the, it was a means to gain (Isaacson, 2011). The ability to manipulate followers and their acuities, to draw them in with insincere flattery for self gain and the purpose of a vission is a pseudo-transformational leders testimant toe their lack of ethics, (Christe, et al., 2011). A transformational leader may be privy to manipulation of followers, however, they do not indulge in this practice often or lightly. A honest and information free-flowing environment is one that shows respect and genuine trust in for their followers, transformational leaders do not need to flatter their follwers to coherse them to follow the mission as they share a sole vision which aligns with the groups ethical and moral standpoint (Bass & Steidlmeier, 1999).


[bookmark: _Toc57415393]Summary 

The transformational and pseudo-transformation style of leadership are easily distinguished by those who are within close a vicinity of the leader displaying the characteristics. Those who are not subjected to the regular interactions with a pseudo-transformational leader will often confuse their style with that of a transformational leader, this is due to not being within the immediate surrounding, the charismatic and charming personality traits, the exceptional communication skills and sense of a shared objective overshadow the fear-factor and intimidation, the singular vision being the objective and the need for idolism, it is by-passed with the admiration and the need to please attitude of the committed followers, followers who have a pseudo-transformational leader are known to be; more reliant on their leaders, express that their leaders are more frequent to violence, they are less assured about their job security and tend to be fearful of their leaders (Christe, et al., 2011), the interview with Andy Chapman, speaks about the “what does not kill you, makes you stronger” coping mechanisms of Jobs followers, how his strict rule separated the strong from the weak (Pagano & Kakoyiannis, 2017). Jobs displayed a character a façade he would put on in order to secure the money for the Apple start up company, (Kawazaki, 2020), this was the face that the public were accustomed to, that of a visionary, a powerful transformational leader who’s objective was to revolutionise the technology industry. However, he did not inspire his followers to take risk, to test new ways of production without his overseeing or congratulate his followers for their efforts and ideas.  

[bookmark: _Toc57415394]To Conclude 

In retrospect, regardless of the leadership style Jobs used, he was a visionary who achieved extraordinary things, his need for status and power may have overshadowed traits and competencies he had and could develop as a leader, but the revolutionary break throughs and business coaching aspects of his career are still inspiring and motivating people throughout the world, his continued attitude towards hard work and perfectionism are still some of the main reasons why Apple is to date worth $2 trillion and one of the most successful technology businesses in the world. 









There are three methods to gaining wisdom. The first is reflection, which is the highest. The second is limitation, which is the easiest. The third is experience, which is the bitterest. 
-Confucius
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Introduction 

This reflective essay will be focusing on the 10 weeks duration of the Emergent Leadership Skills module, it will specifically focus on the knowledge that I have retained about the course and my reflective insight. It has been loosely based on Gibbs reflective cycle as well as including scholarly articles and literature accompanied by self-management tools and frameworks.

[bookmark: _Toc57415397]Reflection and its benefits 

Reflection, according to Keogh & Walker, 2013 is the act of dicovery, it is an intentional practice aimed at exploring past experiences to essentially achieve greater in future, it involves both the use of cognotive though and expression of emotions.
This process targets the information retention skill, it expects us to be truthful about events in order to lead to progression. If we are dishonest with ourselves then we can not learn from our mistakes, rendering the experience a loss, rather than a gain.
There are many positive aspects to self-reflection, focusing on Gibbs’ reflective cycle, (Fig.2), some of those are:
· The user has the opportunity to describe the events that took place, in depth.
· They are then questioning themselves on how they felt emotionally and analyse their though process at the time.
· An in-depth evaluation takes place, allowing for hindsight, needed, if we do not want to repeat mistakes/paths.
· It gives the user the chance to self-evaluate, allowing them to explore all aspects of the project, task, ect and reveal the positives and the negatives involved.
· It allows for the user to take a step back, analyse and breakdown individual interactions and clarify what was happening within them, the conclusion is viable information.
· The results from the reflection give the user the power to decide what step of action to take. How it is they would move forward if a similar situation arose. (Edinburgh, 2020)

                                        [image: ]
[bookmark: _Toc57415398](Fig.2) Gibbs Cycle (McLaughlin, 2020).

[bookmark: _Toc57415399]Personal reflection 

The last 10 weeks have been spent learning a new module, I was not very optimistic, as we are currently studying from home. This is an issue for me due to underling issues that have me lacking in commitment, so being at home made me sceptical of retaining any information.
The introduction to the course started by us of by exploring the definition of a leader, differentiating it from management and then exploring the positive and negative attributes a leader can possess. This introduction was well structured, and I am still able to recall, that I made the decision that within my workplace we do not have a delegated leader, we have off-site chaotic management.
The second session took a look into trait recognition this was an eye-opener as it gave me an insight into my own trait. The extensive list of traits was broken down and conceptualised, focusing on the six key traits. On seeing the traits, I found myself being able to relate to the list, within my workplace, I have often been called intelligence, sociable, charismatic, and determined. We analyse great leaders and compare the company this was to inspire us to look at other figures and work out their traits it was a class activity. The leadership styles and philosophy broke down common assumptions for the leadership theories X and Y. These theories are based on work attitude, allowing leaders to be interchangeable between different groups and staff members stop we explored a cultural approach by Ouchi, before assessing different leadership styles stop a group discussion about authoritarian leadership helped me to see what kind of a leader I am, by getting me to look at myself and authoritarian leadership role in expressing how that role made me feel, I deducted that it was not the style designed for my natural traits it did not accentuate my competencies. This lecture helped me to understand my own philosophies within my leadership style, it showed me how competent a leader I can be. Focusing on task and relationship styles helped to honing the importance in needing to know your own style, task oriented people find meaning in setting goals and achieving them, relationship oriented people are more concerned in creating and maintaining relationships within the workplace. Upon learning the three-core leadership skills administration, interpersonal and conceptual, help to translate how the combination can create an effective leader. Trait theories and leadership theories dominated the seventh week. The development of theory is based on white male attributes excluding the majority of the population, to the theories that specify traits for leaders to be successful, these theories did not seem realistic to me within the new world that we live in. The transformational and transactional theories being developed due to the ever-evolving society of mankind showed changes are progressive within leadership theories. This session was key to our assignment as it covered transformational leadership, something our case study assignment was based on. The breakdown of components and definitions may taking the information and much easier, the importance of my own leadership styles were instilled within me, allow me to develop and learn the concepts surrounding it stop leadership is contextual, not all styles suit all scenarios there is no one style fits all stop
how to create a vision was another important lecture it aligned with the case study and gave me a different point of view on leadership. It really re-illiterates the importance of creating joint visions in order to represent change, to inspire and motivate, and strive for better results. The concept of vision is more than that of the leaders, it is the leader’s job to combine the groups vision with that of the company. This helps create greater productivity and quality. From week 8 we were lectured on the importance of constructive climates and the status of maintaining them it taught me that leaders should encourage the norms within the environment this will help increase the team impact exponentially. You have to encourage a culture of trust, you must listen, you must help to build people to achieve their individual goals as well as goals for the team. Promoting a standard of excellence as a leader through your own practices and building coal her stiffness amongst the group. The following week we started on ethic, ethics and leadership are extremely important because a leader is in the position to impact lives. To be ethical we are taught to lead our followers toward taking the moral and correct path over the unethical and morally challenging one. This last lecture helped me to see the case study once again from another angle. The values of the leader do determine the leadership they display. 
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