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Part 1 Case Study Analysis - Steve Jobs
Introduction
Leadership entails influencing the behaviour of other people towards reaching a specified goal and has been cited as critical to organisational performance. Due to advancements in technology, the need for exceptional and efficient leadership is increasingly necessary. The core purpose of leadership is to undertake business through the aid of individuals (Strukan, Nikolić and Sefić, 2017 pp.435). Leadership affect on different dimensions of business performance. For instance, aspired leadership behaviours have a positive correlation to the outcome of a particular firm such as organisational commitment which enhances the results of a company positively on organizational learning which in turn affects on the firms’ innovativeness (Strukan, Nikolić and Sefić, 2017 pp.436). There has been considerable interest in the influence of transformational leadership on the performance of companies.
Transformational leadership 
Transformational leadership mainly focuses on the motivation of the followers and their empowerment. Transformational leadership emphasises on aspects such charisma and emotions of individuals. It entails the process through which individuals change their attitude and are made to want to targets higher goals (Para-González et al., 2018). Evidence has portrayed correlations between transformational leadership and organisational operations. Essentially leadership influences the embracing of organizations learning which enhances the formation of a learning organisation (Ampuh et al., 2018). The outcomes of an organisation come about the from the capabilities of the employees, a concept that is referred to as human capital. Human capital is influenced by the employee talent, skills, knowledge, and experience. Organisations which portray exceptional performance comprehend the   importance of human capital and build efficient capital management systems. Transformational leadership seems to be e deliberate deviation from the classical management strategy which emphasise on discipline. Transformation leadership on the other side focuses of persuasion. Rather than outlining a set of strict rules that should be followed, transformational leaders provide a captivating vision for flowers to embrace. Instead of directing with specific instructions, transformational leaders evoke the aspiration of the employee to work. Rather than providing recognition and rewards, transformation leaders present the worker with moral uplifting (Lee, 2014). 
Employees bring to the company several attributes including intelligence, reliability, positive attitude and the extent of adaptability.  Creativity, capacity to share knowledge and information, i.e team spirit are also critical to the organisational performance (Para-González et al., 2018). Steve jobs always desired perfection and could not compromise product quality for anything.  For instance, on Macintosh boot-time up, the Jobs wanted improved but the design engineer was satisfied with this performance. However, Jobs insisted and the designer improved it by boosting 28 seconds faster. Such insistences caused Macintosh employees to be motivated to produce high-quality products but only to focus on profits (Isaacson, 2011). However, the Macintosh project hurt the emotional well being of the employees.
Motivation 
Scholars have made deliberate efforts to explain what motivates individuals. More importantly, business leaders and managers are keen to understand this subject as it influences the work output of the employees. Motivation entails an internal and external force that causes a person to engage in a certain a task and defines the nature and limits of the activity in line to a set of objectives (Robescu and Iancu,  2016). Research as shown that motivation is linked to performance but the two cannot be taken as being synonymous. Efficient achievement of an endeavour is not only of motivation but of other factors. Although individuals are motivated, they may not be in the capacity to accomplish a task due to a lack of relevant skills (Malik et al., 2016 pp.14). Robescu and Iancu (2016) point out that performance only increases with motivation up to certain levels. It reaches a time when high motivation hinders performance. Therefore performance is optimum only with moderate motivation. Steve is remembered for creating a corporate culture at apple which focuses on creativity, presentability in design and attention to detail (Peralta, August 2011).
Organisations employ various strategies to enhance motivation. Several factors may contribute to limited employee performance such as unfavourable physical environment, weather, and distractions such as noise. Steve motivation strategy emanated not from his good relationship with employees but form his insane passion for perfection(Isaacson, 2011, p. 121). His great expectations of his employees were their major driver. Though his narcissistic nature usually hurt his employees, but the success achieved kept them going.  
Role efficacy
The concept of role efficacy is well articulated in literature. Role efficacy involves the level of confidence regarding the abilities of a person in promoting motivation, intellectual resources and define a procedure needed to undertake a given function (Buenaventura-Vera, 2017 pp. 827). In the recent past, the construct of role efficacy has been linked to leadership and is referred to leader self-efficacy. Studies have indicated that viewpoints on efficacy influence the strengthening effort towards accomplishing a given task, and the resilience to overcome challenges which are important attributes of leaders (Malik et al., 2016). Leader’s self-efficacy (LSE) is the leader’s confidence in the capacity to undertake specific actions that contribute positively to their role as a leader (Ladegard et al., 2014 pp. 635). Evidence has indicated that LSE is directly linked to the leaders’ performance. As a leader, Steve Jobs portrayed specific attributes such as passionate demeanour, charismatic attitude, and risk-taking tendencies. Moreover, he was innovative, visionary and eloquent speaker(Dent 2020). All these qualities were strongly embedded in his personality and were crucial for him and his company to attain superior outcomes. 
Innovative behaviour
Technological disruptions have made the business world more competitive and more dynamic and therefore the designing of better products is a crucial dimension of competition. Companies may improve their competitive advantage by providing commodities that are designed to meet consumer expectations and needs a therefore enhancing their competitive edge (Buenaventura-Vera, 2017 pp. 827). Oeij and Vaas (2016) point out that enhancing collaboration between managers and frontline employees, the innovation performance of organisations will considerably improve. From the early days at Apple, Jobs made a huge success. In his partnership with Wozniak in the design of apple I Steve’s ability to resource for materials and facilitate people into making a profitable project was signicant This project was later expanded to make the apple computer (Isaacson, 2011 pp62). Through his persistence, an influence Apple II was produced which was more complete. Jobs would not stop until the product possessed the qualities he desired. For instance, he could take long periods contemplating just “how rounded corners (of the case) should be” (83) although Wozniak developed great designs it was Steve  Jobs who turned everything into sleek packages that would meet customer satisfaction making apple great success. Otherwise, Wozniak’s innovations would not have turned into something big (84).  
Butter (2015) Argues some strategy may lead to unprecedented errors thereby making firms not to realise revenue from their investment. Therefore their progress in innovation experiences a setback in the process of generating increased revenues from pilot projects. As the company moves to market expansions phase there occurs further loss of returns, therefore, causing stagnation of companies. These grey areas are costly to organisations. This was the case for the introduction of Macintosh III. It performed poorly and was relatively expensive and therefore was not received well in the market. It was after the introduction of Macintosh Plus that apple was able to correct the anomaly and make profit (Greelish, 2014). This incident indicates that though leaders may be brilliant and useful at first, they are prone to make errors. Jobs egoist nature was the major contributor to this failure but being highly adaptable to change he was apt in dropping Mac 3 while launching Macintosh Computers to the world making huge success.  
Managers should be cognizant of the fact that in such a situation more finances should not be pumped into the innovation endeavours but can be redirected to other areas such as the hiring and enhancement of human capital.  Managers need to understand how resources should be handled to create value for a firm. They need to understand how to motivate employees, control design capacities of a company, engage in research and development, effective ICT integration in their business activities and be adaptive in the ever-changing business environment (Oeij and Vaas,  2016)
It is crucial to realise that a single individual may not be sufficient to oversee all areas necessitating collaborative management and leadership. In such cases, management and leadership will depend on democratic management partnerships which are crucial for the growth of a company (Oeij and Vaas, 2016).  This is where Stive jobs particularly failed. He portrayed not so desirable behaviours. He was significantly abrasive and could sometimes throw tantrums on his associates (Wasson, 2017). Some other time he could portray unwarranted arrogance, be dictatorial and outright mean (Henson, 2017). Such features made the working environment tense and some employers to break down. Despite his notable impatience and mean-spiritedness to individuals, his successes emanated from his enthusiasm for perfectionism. His abrasive nature and strictness were accompanied by his capacity to inspire his followers. An individual who could not break down due to his arrogance would remain with him longer and come to be trusted as compared to those of other organisations including companies that were headed by patience and kind managers (Issaon, 2012).
	
Critique of transformational leadership –Was Steve jobs pseudo - transformational leader?
Although studies have shown positive results of transformation leadership some weaknesses have been pointed out. One notable notion is that which was presented by (Northhouse 2013) that transformational leaders are ‘great men.’Bass (1999) depicts a transformational leader as heroic. He provides a distinction between transformational leaders and a pseudo-transformational leaser. For instance ‘Hitler problem is seen as a contentious issue in others he is seen as transformational leaders who took advantage of the emotional influence he had on people to his advantage. These unethical leaders are the one that Bass refers as being pseudo-transformational (Camm, 2016). For Base the major difference between true transformational leaders and the pseudo-transformational leaders in the concept of morality. Transformational leaders are developed morally (Hughes and Harris, 2017). Even so, Bass does not provide a basis of identifying pseudo-transformation leader nor how to handle them. Steve jobs may be viewed as a pseudo-transformational leader. He always considered himself more knowledgeable than his associates a character train that was observed from his early years. He has even skipped grades due to his exceptional brilliance which impacted on the manner which he viewed others. With his involvement with Macintosh, he even described himself as the ‘chosen one’ Isaacson 2011, 119) and described the best as the ‘gods’ and the ones he disliked as ‘shitheads’ (Isaacson 2011, 120)
Hughes and Harris (2017) contend that a pseudo-transformational leader is exploitative tyrannical and impulsive, usually influenced by their self-interest will little consideration on the feeling or the viewpoints of others. Such leaders and possess by the need to usurp power and with little regard to morally. Pseudo-transformational leaders may present a false impression to the public that they are moving in the right direction but may subtly avoid doing when they are aware that doing the right thing while interfering with their narcissistic self interests. All these traits at some point were portrayed by Steve Jobs. Jobs were not only, egotistical, but also not genuine to his subordinates for he continually lied to his employees at apple (Isaacson, 2011 pp.117). He seemed to have the problem of thinking something and present it as the truth. He would usually distort the truth and his workers knew him for that. He also tended to belittle others. In case a worker presented an idea to him, he usually turned down only to come back later and present it as he is the one who first thought of it (120).When Jobs fired Cue, an employee, he allowed the brilliant one to continue on the project but imposed his views on the project. It was after the threats from Hoffman that made Steve to change his mind and stick to the original plans. (122).obs was always not courteous and refer to those that he did not agree with demeaning words like ‘shit’, ‘fucking dickless asshole’ (Dent, 2020 pp7). All these traits characterise pseudo-transformational leaders. 
Some leaders, particularly those that are newly appointed usually bring about change to an organisation; it may be the case that the change is geared towards their self-interest as opposed to the interest of the company. Followers may discern or are not motivated to evaluate those interests to which such leaders are performing, and recognize whether they are for the interest of the company or for self-interest, a case of pseudo-transformational leaders (Hughes  and Harris,  2017 pp.7). Pseudo-transformation leaders seek position, power, and influence even at the expense of their subordinates. They are overly consumed by the need to succeed and claim that what they are doing is for the good of the organisation. They strongly feel that they are the custodians of knowledge and they possess a solution to every problem (Bass, and Steidlmeier, P., 1999) pp 187). Jobs is known for his ability to instil fear to his subjects especially recruits. During interviews he could pose embarrassing questions to test their patience. For instance in one occasion Jobs asked a worker, “How old were you when you lost your virginity,(Isaacson, 2011 pp. 142) clearly, such leaders fall morality test and qualifies as a pseudo. The psychological warfare he portrayed on others was aimed at having an upper hand on other individuals. He would crush people and then get them up, in effect using them as his puppet (Dent, M., 2020). Such leadership traits resemble those employed by Hitler further confirming that Jobs was a pseudo-transformation leader.

The aftermath 
At one point, Steve had the opportunity to reflect and realised his mistakes and admitted that he could have the same high-quality job completed without being so pushy. By trusting in their capability, employees could be motivated to have outstanding performance (Isaacson, 2011 pp 124). In the long run Jobs’ employees emulated him and those who were not crushed by him become exceptional performers. And even after his exit, Apple Company continued to thrive. After leaving apple Jobs made many great innovations. After which he returned to be the CEO of Apple and salvaged it from seemingly going down. Since his death, the practices he instilled on his workers continue to inspire performance in the company (Isaacson, 2011). Currently, apple‘s net worth is over two trillion USD becoming only second to Saudi oil company, Saudi Aramco which crossed the $2 trillion market capitalization in mark in 2019 (Lennihan, 2020). 
Conclusion
Managing and influencing the behaviour of workers has been a topic of concern for scholars. Self-efficacy, the judgement a person’s view concerning their own ability to tackle a given activity provide the opportunity to emphasize on not only the skills and knowledge of people but also their confidence on what they can be able to accomplish irrespective of the actual skills one has. Evidence has indicated that individuals will feel more confident in accomplishing a given task do it better and a resilient in their endeavour and are well-paced in tackling conditions of change. Some leader may bring about organisation change but in the perspective of self-interest. Such leaders are pseudo-transformational leaders. Steve jobs though accomplished much may be viewed pseudo-transformational considering his attitude towards humanity. 


Part 2 – Reflective essay
Learning is has been applauded as the acquisition of knowledge with intention of causing a specific change in an individual. In the current world, the value of learning and leadership skills are of critical importance and therefore, aspiring leaders should take time to inquire and acquire unique philosophies for personal development (Northouse, 2016),. one can excel in the place of work if they embrace tragedies for leadership. I would with understanding and acquire leadership skills that are necessary for flourishing in the workplace.  The concept of leadership is wide and of many dimensions. In the work environment, the nature of leadership can influence, workers’ viewpoints their interpersonal relationships, and work output. In a woke setting, ta leaders control others by moulding the desired behaviours demonstrating attainable results, and embracing efficient communication (Hidalgo and Mat, 2018).
I have come across leaders who portray great leadership skills and led their organizations into attaining great achievements but sometimes they portray very negative traits. Such leaders do not possess what Camm (2016) refers to as internal consistency whereby whatever the leaders say is congruent to their actions or the actual values they espouse. Some leaders show their followers that they embrace values such as empathy, humility, listening skills, but in practice, such leaders were found to portray defensiveness, compulsive behaviours, and narcissistic tendencies. Such negative traits usually continue to exude from the leaders until they learn to appreciate every individual as being unique and endeavour to embrace the potential of each individual (Camm, 2016 pp. 2) Pseudo-transformational leaders are examples of such leaders who inspire others to perform while at the same time portray self-seeking behaviours. For such leaders, the tangible objectives are their ultimate desire, and have little regard for feelings or relationships with other individuals. Because such leaders are usually charismatic, their hidden negative tendencies are easily covered but occasionally come into play in the line of duty. Once the followers discern that their leader is egoist, some may break down or leave the organization altogether. Those who remain may lose organizational commitment which has a negative influence on organization performance (Hughes and Harris, 2017 pp. 12).
Many individuals spend a considerable amount of time in their workplace perhaps more than they do in their homes. I consider the level of satisfaction at the work to be of high value considering the time one spends in the workplace. A good relationship between the leaders and the employees and between co-workers is critical in alleviating job-related stress. To enhance the quality of relationships in the workplace, it is important to determine the factors that impact the quality of relationships in the job environment. Transformational leadership has been applauded for its capacity to foster relationships in the workplace. Besides being inspiring and motivating to the follower other sub-dimensions such as being a role model, promotion of innovative skills, presenting a vision, and provoking individual focus come into play. All other aspects have an impact on relationship quality (Stuber et al., 2019). 
One of the less-studied leadership is the consequences of spiritual leadership in the workplace. Spirituality is gradually gaining credence in the work environment as many scholars are taking interest in it.  I believe that every individual possesses some form of spiritualism which affects the way they behave including in the workplace. Meng (2016) presents several areas of focus on spiritual leadership in the workplace. These include (i) determination of spiritual behaviours and values (ii) identifying models and theories regarding spirituality and (iii) formulating instruments that can be used to measure spirituality. Spirituality constitutes two fundamental aspects: the transcendence of self and the belief that one’s activities have a greater implication besides financial gain or self-satisfaction (Fernandes et al., 2018 pp.1888). 
Spirituality entails developing specific values such as inspiring hope in people, altruistic love ( which entails kindness, honesty, forgiveness, patience and integrity, humility and trust), and hope or faith that brings about working for a higher cause or a sense of calling (Meng, 2016). Spiritual behaviours such as treating others well, portraying respect, expressing concern effective listening, appreciating other people’s points of view, honest communication are elements of spirituality that are crucial in enhancing the relationship in the workplace and hence improve work performance (Dhiman, Modi and Kumar 2019). Spirituality is important in the workplace in that the promotion of humanitarian principles ensures that there is a win-win relation between a worker and the company. 
	Having attained some qualifications, it is my desire to possess a high degree of employability considering that the current world has become highly competitive. Yizhong et al. (2019) define employability as the ability of an individual to retain a specific job or have the capacity to be hired for a job of choice. Transformational leadership has been considered as one factor that has a positive influence on employability in that transformation leaders inspire positive behaviours which in turn impact increased work performance. Such leadership enhances innovation and critical thinking, factors that enhance employability. Increased employability implies increased job security. Therefore, individuals should strive to improve their ability to possess superior market skills to enhance their job security.  
When I consider leadership as a whole I perceive that the overall performance of a leader depends on the capacity to handle a crisis in an organization. During the good times, anyone can lead but crises put the leaders ‘skill’s to test. The current Covid 19 pandemic has greatly impacted on the economy and more particularly on the health systems. The extent to which various sectors have been affected is yet to be fully grasped. The crisis has resulted in the loss of lives, with a huge burden on the health facilities. Companies are on the verge of their knees. Some of the leadership competencies that could help in this time include the ability ‘encourage the heart,' 'influence other to act', 'inspire a shared vision and 'challenge the process’ (Dirani et al., pp2). Most of the challenges faced by humanity are left in the hands of the leaders
In conclusion, I wish to learn the fundamental principles of leadership and put some into my practice. Provided a changing world, I hope to learn new principles, despite my personality, and hope that some things can be learned. It is also my desire to observe the best leaders and emulate what can be applicable in my area of practice while still engaging in continual personal development. 
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