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In order to answer the question ‘What makes a great leader?’, the essay will be split into two main parts, each of the same importance. The first part will provide a comprehensive leadership analysis of a world-known leader, which is Steve Jobs, the founder of Apple and Pixar. Secondly, the essay will focus on individual leadership style, which will be applied to a scenario where the employees’ contracts must be changed, in order to effectively highlight the personal leadership skills. The main resources used to support this essay are specialised leadership books, as well as academic journals and articles referring to leadership and, more specifically, to Steve Jobs’ leadership. Occasionally, certain credible websites might be used as well in support of an argument. 
Leadership exists as a key component in the performance and success of organizations (Kouzes and Posner, 2017). The influence of effective leadership enters various factors, from employee motivation and organizational culture to innovation and societal impact (Kouzes and Posner, 2017). Leaders inspire, guide, and mobilize employees towards shared goals, while creating a positive work environment that encourages productivity and innovation (Detert and Burris, 2007). Recognizing the criticality of leadership is essential for organizations seeking to thrive in today's complex and dynamic business landscape (Javidan et al., 2023). While the importance of leadership cannot be contested, it is worth highlighting the fact that leaders are not the same, as there are four main types of leadership, which with its own characteristics (Javidan et al., 2023). The first leadership style is known as Autocratic leadership. Autocratic leadership is characterized by a high degree of control and authority vested in the leader (Khorram-Manesh and Burkle, 2022). In this style, the leader makes decisions independently without consulting or involving subordinates (Khorram-Manesh and Burkle, 2022). Another example of leadership style is the Laissez-faire leadership. Laissez-faire leadership, also known as hands-off leadership, involves minimal interference from the leader (Bergen and Bressler, 2014). This style is characterized by a high degree of freedom and autonomy given to subordinates (Bergen and Bressler, 2014). Moreover, a third leadership style is known as Transformational leadership. Transformational leadership focuses on inspiring and motivating employees to achieve exceptional performance and personal growth (Hilton et al., 2021). This style involves creating a strong vision, developing durable relationships, and promoting a sense of shared purpose (Hilton et al., 2021). Lastly, the fourth type of leadership is the Democratic leadership. Democratic leadership emphasizes participative decision-making and collaboration among the leader and subordinates (Atmaja and Prapanca, 2023). This style values input and contributions from team members, promoting a sense of ownership and commitment (Atmaja and Prapanca, 2023).
Who is Steve Jobs?
Steve Jobs was an American business entrepreneur, industrial designer, and inventor, best known as the co-founder and CEO of Apple Inc (Gallo, 2017). He was born on February 24, 1955, and passed away on October 5, 2011, due to illness (Gallo, 2017).  Jobs was widely regarded as a visionary and a pioneer in the technology industry, with a major impact on the lives of millions of people (Gallo, 2017).
While Jobs' leadership style and personality were not without criticism, his ability to combine technological innovation, design excellence, and visionary thinking propelled Apple to become one of the most valuable and influential companies in the world (Blumenthal, 2012). Even more than that, after he was initially fired from Apple, Jobs showed determination and founded another successfully company – Pixar (Blumenthal, 2012), which even today produces high-quality animations and has a huge success (Maharani and Sari, 2023).
Under Steve Jobs' leadership, Apple developed a powerful brand identity that resonated with consumers (Kaliannan and Ponnusamy, 2014). The company became equal with innovation, design quality, and user-friendly products (Kaliannan and Ponnusamy, 2014). This brand image, combined with successful product launches and marketing campaigns, created a deep emotional connection between Apple and its customers (Kaliannan and Ponnusamy, 2014). The loyalty and enthusiasm of Apple's user base have been contributory in the company's continued success (Kaliannan and Ponnusamy, 2014).
The traits and style of Steve Jobs
Steve Jobs held distinct viewpoints regarding leadership, which he expressed through his public speeches, interviews, and actions during his illustrious career (Sharma and Grant, 2011). Steve Jobs believed that leadership is about having a clear vision and the ability to inspire and motivate others to achieve extraordinary results, pushing the boundaries of what is considered possible (Sharma and Grant, 2011). He emphasized the importance of hiring and empowering exceptional individuals, setting high standards, and persistently pursuing excellence in order to drive innovation and create impactful change (Sharma and Grant, 2011).
One of Jobs' greatest strengths was his visionary thinking (Lakin, 2011). He had an extraordinary ability to anticipate future trends and technological advancements (Lakin, 2011). Jobs envisioned products and experiences that went beyond what consumers could even imagine, leading to groundbreaking innovations such as the iPhone and iPad (Lakin, 2011). Jobs was known for his relentless pursuit of perfection and his meticulous attention to detail (Ocampo et al., 2019). He demanded excellence in every aspect of Apple's products, from design to functionality (Ocampo et al., 2019). This commitment to quality ensured that Apple's products stood out from the competition and offered exceptional user experiences (Ocampo et al., 2019). Steve Jobs possessed a charismatic and persuasive personality (Niebuhr, Voße and Brem, 2016). His charisma allowed him to captivate audiences during product launches and presentations, creating excitement and a sense of awe around Apple's products (Niebuhr, Voße and Brem, 2016). His leadership style inspired loyalty and dedication among employees, who were motivated to bring Jobs' vision to life (Niebuhr, Voße and Brem, 2016). Jobs had a deep understanding of marketing and branding (Belk and Tumbat, 2005). He was able to position Apple as a brand that represented innovation, design excellence, and a unique user experience (Belk and Tumbat, 2005). His marketing strategies, coupled with memorable advertising campaigns, played a significant role in elevating Apple's brand and driving consumer interest (Belk and Tumbat, 2005).
On the other side, Jobs' high expectations and demanding nature could create a challenging work environment (Liebowitz, 2015). He was known to be highly demanding of himself and those around him, which could lead to stress and pressure within the organization (Liebowitz, 2015). This intense drive for perfection sometimes resulted in strained relationships and challenges in work-life balance (Liebowitz, 2015). Jobs' relentless pursuit of his vision sometimes overshadowed the needs and perspectives of others (Liebowitz, 2015). He could be blunt and direct in his communication, which, at times, lacked empathy (Kocienda, 2019). This could create a less inclusive and collaborative environment and impact employee morale (Kocienda, 2019). Jobs was known for his impatience and a sense of urgency in achieving his goals (Kocienda, 2019). While this drive for rapid progress and innovation pushed Apple to stay ahead of the competition, it could also lead to rushed decision-making or sacrificing certain aspects of product development (Kocienda, 2019). At times, Jobs tended to be resistant to market feedback and customer opinions (Tedmanson et al., 2012). He believed in guiding consumer preferences rather than solely responding to them (Tedmanson et al., 2012). While this approach allowed Apple to introduce innovative products, it also carried the risk of misjudging consumer demands and preferences (Tedmanson et al., 2012). It's important to note that these weaknesses are not meant to overshadow Jobs' significant contributions and strengths. They provide insights into aspects of his leadership style that may have presented challenges but should be viewed in the broader context of his impact on Apple and the technology industry.
Steve Jobs was known for his intense and demanding nature in the workplace (Elliott, 2012). He had a reputation for being highly focused, driven, and uncompromising when it came to achieving his vision and maintaining high standards of quality (Elliott, 2012). Jobs expected excellence from himself and those around him, and he pushed his teams to deliver their best work (Elliott, 2012). He was deeply involved in every aspect of Apple's operations, paying meticulous attention to detail, and challenging his employees to think differently and innovate (Elliott, 2012). However, his demanding nature and perfectionist tendencies could create a challenging and high-pressure work environment (Elliott, 2012).
Measuring leadership effectiveness can be a complex task as it involves assessing various aspects of a leader's impact and influence (Madanchian et al., 2017). While there is no definitive formula, there are some commonly used approaches and methods to measure leadership (Madanchian et al., 2017), such as 360-Degree Feedback (Thach, 2002), Performance Metrics (Parmenter, 2015), Employee Surveys (Gilley, McMillan, and Gilley, 2009), Leadership Assessments (Oyinlade, 2008), Succession Planning and Promotion (Mehrabani, 2013) and Organisational Performance (Rosete and Ciarrochi, 2005). 360-Degree Feedback involves gathering feedback from multiple sources, including superiors, subordinates, peers, and other stakeholders who have direct interactions with the leader (Thach, 2002). It provides a comprehensive view of the leader's strengths and areas for improvement (Thach, 2002). Performance Metrics means that leaders can be evaluated based on key performance indicators (KPIs) and metrics relevant to their role and organizational objectives (Parmenter, 2015). These metrics could include financial performance, team productivity, customer satisfaction, employee engagement, and other measurable outcomes (Parmenter, 2015). Employee Surveys are represented by anonymous surveys or engagement assessments which can measure employees' perceptions of leadership effectiveness (Gilley, McMillan and Gilley, 2009). This feedback helps measure aspects such as communication, support, empowerment, and the leader's ability to inspire and motivate the team (Gilley, McMillan and Gilley, 2009). Leadership Assessments are tools available that measure specific leadership competencies and behaviours (Oyinlade, 2008). These assessments often involve self-assessments, behavioural questionnaires, or structured interviews to evaluate a leader's skills, traits, and capabilities (Oyinlade, 2008). Succession Planning and Promotion refers to leaders who have successfully developed future leaders within their organization can be an indicator of effective leadership (Mehrabani, 2013). Leaders who have a track record of cultivating talent and facilitating the growth and advancement of their team members demonstrate their impact on leadership development (Mehrabani, 2013). Organisational Performance means that the overall performance and success of the organization under a leader's guidance can serve as an indirect measure of leadership effectiveness (Rosete and Ciarrochi, 2005). This includes factors such as revenue growth, market share, innovation, and strategic accomplishments (Rosete and Ciarrochi, 2005).
Steve Jobs' leadership style was characterized by unique traits and approaches, and his impact on Apple extended beyond conventional measures (Bel, 2010). While some methods, such as performance metrics and organizational performance, can provide quantitative insights, capturing the full extent of Jobs' leadership may require a combination of qualitative and quantitative approaches, considering his visionary thinking, influence on company culture, and long-term strategic impact (Bel, 2010).
The Trait theory argue that people born with certain personalities can be a natural leader (Epstein, 1994). Steve Jobs' natural leadership qualities were evident in his personality traits. His visionary thinking allowed him to anticipate future trends and inspire others with his ideas (Kempster and Stewart, 2010). Jobs' charismatic personality drew people in and created a sense of loyalty and excitement (Kempster and Stewart, 2010). His solid commitment to perfectionism and attention to detail established him as a respected leader (Kempster and Stewart, 2010). Jobs' willingness to take risks and embrace unconventional thinking enabled him to disrupt industries and drive Apple's success (Kempster and Stewart, 2010). Moreover, his determination and resilience in the face of challenges exemplified his natural leadership abilities (Kempster and Stewart, 2010). While leadership is a multifaceted concept influenced by various factors, Jobs' personality traits aligned with effective leadership, making him a natural leader (Kempster and Stewart, 2010).


Steve Jobs’ influence
Leadership styles refer to the different approaches and behaviours that leaders adopt to guide and influence their teams or organizations (Dulewicz and Higgs, 2005). Various leadership styles have emerged over time, each with its own set of characteristics and implications for the work environment (Dulewicz and Higgs, 2005). Four primary leadership styles include autocratic, laissez-faire, transformational, and democratic. Understanding these styles can help individuals and organizations navigate different leadership approaches (Dulewicz and Higgs, 2005).
Autocratic leadership is characterized by leaders who make decisions without involving or consulting their subordinates (Akor, 2014). They maintain full control over the decision-making process, providing directives and closely monitoring their implementation (Akor, 2014). Autocratic leaders have centralized authority, expect strict adherence to rules and procedures, and often rely on a hierarchical structure (Akor, 2014). This style can be effective in situations requiring quick decision-making or maintaining order, but it may hinder employee empowerment and creativity (Akor, 2014).
Laissez-faire leadership is characterized by leaders who adopt a hands-off, non-interfering approach (Yang, 2015). They provide little guidance or direction to their subordinates, giving them freedom to make decisions and handle tasks independently (Yang, 2015). Laissez-faire leaders delegate authority and offer minimal supervision, allowing employees to take ownership of their work (Yang, 2015). While this style promotes autonomy and creativity, it may lead to a lack of structure, coordination, and accountability if not managed effectively (Yang, 2015).
Transformational leadership is characterized by leaders who inspire and motivate their followers to achieve higher levels of performance and personal growth (Bass, 1999). They articulate a compelling vision, exhibit passion and enthusiasm, and serve as role models for their teams (Bass, 1999). Transformational leaders focus on developing and empowering individuals, fostering a sense of purpose and collective identity (Bass, 1999). They encourage innovation, provide support, and nurture strong relationships (Bass, 1999). This style can have a profound impact on employee engagement, commitment, and organizational success (Bass, 1999).
Democratic leadership emphasizes inclusiveness, collaboration, and shared decision-making (Beerbohm, 2015). Leaders who adopt this style solicit input and ideas from team members, value diverse perspectives, and facilitate open communication (Beerbohm, 2015). They create an environment where everyone's voice is heard, and decisions are made through consensus or majority agreement (Beerbohm, 2015). Democratic leaders foster teamwork, trust, and employee participation, leading to a sense of ownership and higher job satisfaction (Beerbohm, 2015). However, this style may involve a longer decision-making process and requires effective communication and conflict management skills (Beerbohm, 2015). 
Jobs' leadership style was a unique blend of autocratic and transformational approaches (Huang et al., 2015). While he had a strong vision and made decisive choices, he also fostered an environment that encouraged creativity, individual growth, and collaboration (Huang et al., 2015). Jobs' ability to inspire and motivate others, coupled with his relentless pursuit of excellence, played a crucial role in Apple's success (Huang et al., 2015). It is important to note that leadership styles can evolve over time and adapt to different circumstances, and Jobs' leadership style was influenced by the specific challenges and goals he faced throughout his career (Huang et al., 2015). Steve Jobs exhibited elements of autocratic leadership as he was known for making key decisions independently and maintaining a strong sense of control over Apple's operations (Huang et al., 2015). Jobs had a clear vision and a meticulous attention to detail, expecting high standards from his teams (Huang et al., 2015). His authoritative approach allowed for fast decision-making and ensured a consistent direction for the company (Huang et al., 2015). While Jobs had a reputation for being highly involved and demanding, there were instances where he displayed laissez-faire tendencies (Huang et al., 2015). He trusted his teams and empowered them to take ownership of their work (Huang et al., 2015). He hired exceptionally talented individuals and gave them freedom to innovate and explore new ideas (Huang et al., 2015). However, Jobs also maintained high expectations and was known for closely monitoring and scrutinizing the final products (Huang et al., 2015). Steve Jobs also showed transformational leadership qualities (Huang et al., 2015). He was a charismatic and visionary leader who inspired his teams with a compelling vision of creating revolutionary products (Huang et al., 2015). Jobs' passion, enthusiasm, and ability to communicate his vision effectively motivated employees to strive for excellence (Huang et al., 2015). He pushed boundaries and encouraged innovation, fostering an environment that stimulated personal growth and creativity (Huang et al., 2015). While Steve Jobs leaned more towards an autocratic style, there were instances where he incorporated elements of democratic leadership (Huang et al., 2015). He sought input and ideas from his teams, valued diverse perspectives, and engaged in open discussions (Huang et al., 2015). Although Jobs had the final say on major decisions, he recognized the importance of collaboration and encouraged debate within the organization (Huang et al., 2015). 
Individual Leadership Style
The essence of leadership can be summarized as the ability to guide and influence others towards a common goal or vision (Lawler, 2005). At its core, leadership involves inspiring and motivating individuals or groups to achieve their full potential and contribute to the success of an organization or a cause (Lawler, 2005). It goes beyond simply holding a position of authority or power and encompasses traits, behaviours, and skills that enable individuals to effectively lead and make a positive impact (Lawler, 2005). Leadership is about envisioning a desired future state, setting clear objectives, and formulating a compelling vision that inspires others (Lawler, 2005). It involves making informed decisions, taking calculated risks, and providing guidance to navigate challenges and uncertainties (Lawler, 2005). Leaders must possess strong communication skills to articulate their vision, align people around shared goals, and foster a sense of purpose and belonging (Lawler, 2005). Central to leadership is the ability to build relationships based on trust, respect, and integrity (Hitt and Duane, 2002). Leaders must lead by example, demonstrating ethical behaviour and acting in the best interests of their teams and stakeholders (Hitt and Duane, 2002). They inspire confidence and create an environment where individuals feel empowered, valued, and supported (Hitt and Duane, 2002). Effective leaders recognize the strengths and potential of their team members, and they invest in their development, providing guidance, mentorship, and opportunities for growth (Hitt and Duane, 2002). Leadership also involves adaptability and continuous learning (Hitt and Duane, 2002). Leaders must be open to new ideas, embrace change, and be willing to challenge the status quo (Hitt and Duane, 2002). They navigate complex situations, promote innovation, and foster a culture of learning and improvement (Hitt and Duane, 2002). Successful leaders are resilient and demonstrate the ability to bounce back from setbacks, learn from failures, and inspire resilience in others (Hitt and Duane, 2002). Ultimately, the essence of leadership lies in the ability to inspire, empower, and guide others towards a shared purpose (Hitt and Duane, 2002). It is about creating a positive impact, leaving a legacy, and making a difference in the lives of individuals and the success of organizations (Hitt and Duane, 2002). Leadership is a lifelong journey of self-discovery, growth, and service to others (Hitt and Duane, 2002).
Based on the completed Leadership Questionnaire (Appendix), the result showed that personally, the leadership style is similar to Steve Jobs’ leadership style, which is mainly autocratic. Implementing the autocratic leadership style involves asserting control and authority, making decisive decisions, communicating directly and clearly, emphasizing compliance and discipline, and considering the context and impact (Bhatti et al., 2012). Autocratic leaders provide clear direction, monitor progress closely, and expect adherence to established rules and procedures (Bhatti et al., 2012). While effective in certain situations, it is important to balance autocratic leadership with other approaches to ensure employee engagement and foster a collaborative environment (Bhatti et al., 2012).
Leading on Change
In this scenario, the autocratic leader takes the lead in changing the employees' contracts without involving them in the decision-making process. The leader gathers all the necessary information and carefully considers the reasons behind the contract change. Once the decision is made, the leader communicates the changes directly and clearly to the employees, emphasizing the importance of the change and the benefits it will bring to the organization. Asserting authority, the leader expects compliance with the new contract terms. While open to addressing questions and concerns, the leader maintains the final decision-making authority. Throughout the process, the leader closely monitors the implementation, provides guidance, and addresses any issues that arise. The focus remains on maintaining control, ensuring adherence to the new contracts, and effectively managing the transition.
Engagement
The leader engages with the employees by providing clear explanations of the reasons for the contract change and the expected benefits for both the organization and the employees themselves. While maintaining the ultimate decision-making authority, the leader creates opportunities for open dialogue, actively listens to employee concerns, and addresses them as appropriate. The leader's focus is on ensuring that the employees feel heard and understood during the process, despite the autocratic nature of the decision.
Planning
After gaining the employees' agreement on the contract change, the autocratic leader takes charge of planning the implementation process. They analyse the specifics of the change, develop a detailed implementation plan, and allocate tasks and resources. The leader maintains direct communication, emphasizing adherence to the new contract terms, and provides guidance and support. They closely monitor progress, adjust as needed, and ensure a smooth transition. While involving relevant stakeholders can be beneficial, the autocratic leader maintains decision-making authority and focuses on efficiently organizing and coordinating the implementation of the contract changes.
Conclusion
In conclusion, the essay explored the question of what makes a great leader by analysing the leadership style of Steve Jobs, the founder of Apple and Pixar. The essay discussed the different types of leadership styles, including autocratic, laissez-faire, transformational, and democratic, and highlighted Jobs' unique blend of autocratic and transformational approaches. It examined Jobs' traits, such as visionary thinking, attention to detail, charisma, and marketing prowess, and discussed how they contributed to Apple's success.
The essay also acknowledged some of the challenges associated with Jobs' leadership style, such as his demanding nature, potential work environment stress, and a tendency to overlook the perspectives of others. It emphasized the need to consider both the strengths and weaknesses of a leader when assessing their effectiveness.
Furthermore, the essay addressed the measurement of leadership effectiveness, discussing methods such as 360-Degree Feedback, Performance Metrics, Employee Surveys, Leadership Assessments, Succession Planning and Promotion, and Organizational Performance. It noted that capturing the full extent of a leader's impact may require a combination of qualitative and quantitative approaches.
Lastly, the essay touched upon individual leadership style, highlighting the essential qualities of leadership, such as having a clear vision, effective communication, relationship-building, adaptability, continuous learning, and inspiring and empowering others. It emphasized that leadership is a lifelong journey of self-discovery, growth, and service to others.
Overall, the essay provided a comprehensive analysis of leadership, drawing on the example of Steve Jobs and presenting a well-rounded understanding of what makes a great leader.
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, from employee 


motivation and organizational culture to innovation and societal impact


 


(Kouzes and Posner, 


2017)


. Lead


ers inspire, guide, and mobilize employees towards shared goals, 


while creating


 


a 


positive work environment that 


encourages


 


productivity and innovation


 


(Detert and Burris, 


2007)


. 


Recognizing the criticality of leadership is essential for organizations seeking to thrive 


in today's complex and dynamic business landscape


 


(Javidan et al., 2023)


.


 


While the 


importance of 


leadership cannot be contested, it is worth highlighting the fact that 


leaders are 


not the same, as there are four main types of leadership, which with its own 


characteris


tic


s


 


(Javidan et al., 2023)


. 


The first leadership style is kn


own a


s 


Autocratic leade


rship. 


Autocratic 


leadership is characterized by a high d


egree of control and authority vested in the leader


 


(Khorram


-


Manesh and Burkle,


 


2022)


. In this style, the leader makes decisions independently 


without consulting or involving subordinates


 


(Khorram


-


Manesh and Burkle, 2022)


.


 


Another 


example of leadership style is the Lais


sez


-


faire leadership. 


Laissez


-


faire leadership, also known 


as hands


-


off leadership, involves minimal interference from the leader


 


(Bergen and Bressler, 


2014)


. This style is characterized by a high degree o


f freedom and autonomy given to 


subordinates


 


(Bergen and Bressler, 2014)


.


 


Moreover, a third leadership style is known as 


Trans


formational leadership. 


Transformational leadership focuses on inspiring and motivating 


employees to achieve exceptional performance and personal growth


 


(Hilton et al., 2021)


. This 


style involves creating a 


strong


 


vision, developing 


durable


 


relationships


, and 


promoting


 


a sense 




What makes a great leader?   Alina Culea 1918156     In order to answer th e qu estion  ‘ What makes a great  leader? ’ , the essay  will   be spli t into two  main parts , each of the same importance. The first p art will provi de a   comprehensive  leadership  analysis  of a world - known  leader, which  is Steve Jobs, the founder of Apple and Pixar .  Secondly, the essay will focus on individual leadership style, which will be applied  to a  scenario where the  employee s ’   contracts must be change d, in order to effectively highlight the  personal leadership skills.  The  main resources used  to support this essay are specialised  leadership books, as well as  academic  journals and articles referring to leadership and , more  specifically, to Steve Jobs ’   leadership .  Occasio nally , certain credible websites  might be used  as well in support  of an argument.    L eadership  exists   as  a   key   component in the  performance   and success of organizations   (Kouzes  and Posner, 2017) . The influence of effective leadership  enters   various  factors , from employee  motivation and organizational culture to innovation and societal impact   (Kouzes and Posner,  2017) . Lead ers inspire, guide, and mobilize employees towards shared goals,  while creating   a  positive work environment that  encourages   productivity and innovation   (Detert and Burris,  2007) .  Recognizing the criticality of leadership is essential for organizations seeking to thrive  in today's complex and dynamic business landscape   (Javidan et al., 2023) .   While the  importance of  leadership cannot be contested, it is worth highlighting the fact that  leaders are  not the same, as there are four main types of leadership, which with its own  characteris tic s   (Javidan et al., 2023) .  The first leadership style is kn own a s  Autocratic leade rship.  Autocratic  leadership is characterized by a high d egree of control and authority vested in the leader   (Khorram - Manesh and Burkle,   2022) . In this style, the leader makes decisions independently  without consulting or involving subordinates   (Khorram - Manesh and Burkle, 2022) .   Another  example of leadership style is the Lais sez - faire leadership.  Laissez - faire leadership, also known  as hands - off leadership, involves minimal interference from the leader   (Bergen and Bressler,  2014) . This style is characterized by a high degree o f freedom and autonomy given to  subordinates   (Bergen and Bressler, 2014) .   Moreover, a third leadership style is known as  Trans formational leadership.  Transformational leadership focuses on inspiring and motivating  employees to achieve exceptional performance and personal growth   (Hilton et al., 2021) . This  style involves creating a  strong   vision, developing  durable   relationships , and  promoting   a sense 

