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Assignment 3: Leadership, Innovation, and Change Management in Business Organizations 
Question: • How do transformational leadership styles foster innovation in organizations? Analyze the leadership approach of Apple Inc. under Steve Jobs and its impact on the company’s innovation strategy and organizational change












[bookmark: _Toc224846299]Abstract
The modern business establishments are dependent on leadership to produce innovation and survive the process of change in an organization. In this report, the author explains the concept of transformational leadership and how it encourages innovation with specific focus on the leadership style of the Apple Inc. under the leadership of Steve Jobs. Transformational leadership has been characterized as visionary, inspirational, intellectually stimulating, and personalized consideration, which result into creativity and innovations improvement in companies (Bass, 1985; Avolio and Bass, 1995). To possess a sustainable competitive advantage, it is required in very competitive and technology-driven systems.
This paper will explain how the Apple innovation strategy has been influenced by the leadership style of Steve Jobs to produce some of the most innovative products such as iPhone, iPad and Mac. The new style of leadership and design orientation, simplicity and user experience transformed Jobs into one of the most imaginative firms in the globe (Isaacson, 2011; Gallo, 2010). In addition, the report examines the role of transformational leadership in the process of implementing change in an organization by establishing a culture of continuous improvement, flexibility, and innovation (Kotter, 1996; Tushman and O Reilly, 1996).
Based on the findings, it is possible to use transformational leadership to enhance innovation by empowering employees, risk taking, and establishing organizational goals with a clear vision. However, there are also such problems as dependence on leadership and opposition to change within an organization that also must be considered. Overall, the report sets the framework that transformational leadership is among the key drivers of innovation and organizational change in the dynamic and competitive industry.
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Introduction
The current business world is a fast-paced dynamism requiring organizations to foster innovation to stay in business and be successful in the long-term. Innovation and organizational change are important processes that cannot be achieved without leadership, especially in the types of industries where technology is rapidly developing and competition is highly intense (Drucker, 1999; Robbins and Judge, 2017). Transformational leadership has also been discussed as one of the most effective leadership styles to drive innovation and lead organizations in a change (Bass, 1985; Avolio and Bass, 1995).
The leadership style is described as transformational leadership which is characterized by enabling leaders to inspire and motivate personnel to perform beyond expectations through the development of an inspiring vision, nurturing of creativity as well as personal growth (Bass, 1985). This type of leadership is opposite to transactional leadership which concentrates more on rewards and results achieved on the basis of performance (Burns, 1978). Transformational leaders are more focused on innovation, teamwork and flexibility and are thus well suited in the dynamic business environment (Gumusluoglu and Ilsev, 2009; Jung et al., 2003).
Organizational success largely relies on innovation as it allows organizations to make new products, enhance their work processes, and adapt to emerging market needs (Tidd and Bessant, 2018). Studies indicate that transformational leadership has a positive impact on innovation because it allows a culture of creativity to develop and employees are motivated to embrace new ideas (Amabile, 1996; Mumford et al., 2002). Leaders who offer intellectual stimulation and take risks offer a platform through which innovation can flourish (Avolio et al., 1999).
The connection between change and leadership is also important. With globalization and technological revolution, to stay competitive, organizations need to change fast (Kotter, 1996). Management of change is an important role of transformational leaders as they communicate a clear vision, encourage workers and dissolve any resistance to change (Tushman and OReilly, 1996; Armenakis and Bedeian, 1999). Successful change management involves a good leadership to align the organizational objectives to strategic goals and implement them successfully.
One notable evidence of transformational leadership at work is Steve Jobs, co-founder and former CEO of Apple Inc. Jobs is credited with having such a visionary outlook and the capacity to spur innovation at the company (Isaacson, 2011). During his tenure, Apple has launched some groundbreaking products; iPhone, iPad, and iPod that have changed the face of technology and set new standards in consumer expectation (Gallo, 2010). Design, simplicity, and user experience were key elements that contributed to the success and innovation strategy of Apple due to the focus of Jobs.
The culture of Apple during the tenure of Jobs was highly innovative, collaborative, and excellence-driven. Jobs taught the employees to be innovative and test the status quo which created a spirit of never-ending improvement (O’Reilly and Tushman, 2008). Nevertheless, he also had issues related to his leadership style such as high expectations and pressure to employees, which underscored the dynamics of transformational leadership (Isaacson, 2011).
Moreover, transformational leadership also leads to organizational learning and flex. Compared to organizations with laissez-faire leaders, those with transformational leaders are more accepting of change, and willing to experiment, and find new ways of solving complex problems (Senge, 1990; Nonaka and Takeuchi, 1995). This is especially significant in industries where technology and the dynamics of the markets have to keep changing.
To sum it up, transformational leadership is an essential aspect of promoting innovations and organizational change. Transformational leaders can help organizations to attain sustainable competitive advantage by motivating employees, fostering creativity, aligning organizational objectives with a clear vision and aligning executive goals and objectives. This report will critically examine the role of transformational leadership in innovation, specifically that of Apple Inc. under the leadership of Steve Jobs and how it affects the organizational change.













Literature Review
Transformational leadership has become a well-established concept in the field of academic literature as the engine of innovation and organisational change. Bass (1985) developed the concept of transformational leadership as a process in which leaders influence followers to put aside their self-interests in the interest of an organization. This leadership style is described by four primary elements idealized influence, inspirational motivation, intellectual stimulation and individualized consideration (Avolio and Bass, 1995). All these factors contribute to the culture of creativity, collaboration and innovation in organizations.
Empirical evidence shows that transformational leadership has a positive impact on innovation because it motivates employees to be innovative and to question the established procedures. Amabile (1996) stresses that innovative organizations cannot do without creativity which is an essential element of innovation, and that leaders have a key role in providing an environment that fosters creativity. In the same vein, Mumford et al. (2002) opine that employees who are able to generate innovative ideas to solve complicated problems are so due to the encouragement of leaders to be intellectually stimulating and supportive of risk-taking. Empirical evidence supports this further in showing that transformational leadership has a strong positive influence on individual and organizational innovation (Gumusluoglu and Ilsev, 2009; Jung et al, 2003).
The correlation between transformational leadership and change in an organization has also been widely researched. Kotter (1996) emphasizes that change management requires effective leadership, especially in the overcoming resistance and alignment of employees to the objectives of the organization. Transformational leaders support change through communication of clear vision, employee motivation and creation of sense of commitment (Armenakis and Bedeian, 1999). Tushman and O’Reilly (1996) coined the notion that organizations are ambidextrous, i.e. strike a balance between exploiting existing possibilities and exploring new opportunities, and that leadership plays a role in balancing this.
Transformational leadership also goes hand in hand with knowledge management and organizational learning. According to Nonaka and Takeuchi (1995), knowledge creation is a dynamic process that also needs interaction between the individuals and the organization. Transformational leaders facilitate the sharing and learning of knowledge and this allows the organizations to respond to the evolving environments (Senge, 1990). This applies more so in innovation-based industries where learning is necessary to keep up with the competition.
Apple Inc. under Steve Jobs case offers a viable experience in transformational leadership in action. The leadership style of Jobs has received extensive research on the effect of innovation and organizational change (Isaacson, 2011). He was a visionary leader who foresaw the trends in the market and designed products that transformed the industry, like the iPhone and iPad (Gallo, 2010). The focus of design, simplicity and user experience that Jobs promoted made Apple have a reputation of being a leader in innovation (O’Reilly & Tushman, 2008).
Nevertheless, the challenges related to transformational leadership are also noted in the literature. On the one hand, this leadership approach can promote innovation, but on the other hand, it can cause the dependency on the leader and the pressure on the staff (Mumford et al., 2002). Moreover, too much emphasis on vision and innovation can result into lack of attention to operational efficiency and short term performance (Robbins and Judge, 2017). It indicates that organizational leaders have to reconcile transformational leadership with other management strategies to foster sustainable performance.
All in all, the literature indicates that transformational leadership is a very important thing in promoting innovation and the management of change in an organization. Transformational leaders facilitate the ability of organizations to survive in dynamic environments by fostering creativity, sharing of knowledge and adaptability. Nevertheless, the process needs powerful leadership skills, a favorable organizational culture, and alignment with strategic goals to be successfully implemented.













Methodology
The research paper is based on the qualitative research approach in order to examine how transformational leadership has contributed to innovation and organizational change management with special reference to the Apple Inc. during the reign of Steve Jobs. The qualitative methodology is proper because the study will investigate theoretical ideas, leadership practices, and organizational results but not based on quantitative data.
The study is founded on the systematic review of secondary sources, i.e., peer-reviewed journal articles, books, and case studies located in scholarly databases, e.g., Google Scholar, JSTOR, and ScienceDirect. The search keywords will include transformational leadership, innovation, organizational change, Steve Jobs leadership, and Apple leadership of innovation. Sources that contained DOI reference were favored to provide academic reliability and credibility (Gumusluoglu and Ilsev, 2009; Jung et al., 2003).
The relationship between transformational leadership and innovation is analyzed using a critical analysis framework. This entails the study of the major elements of transformational leadership and their consequences on the organizational performance and innovativeness (Bass, 1985; Avolio and Bass, 1995). The paper also assesses the impact of leadership on the change process of an organization which is based on well-known theories like Kotters change model and the ambidextrous organization concept (Kotter, 1996; Tushman and O Reilly, 1996).
It uses a case study approach to examine Apple Inc. with Steve Jobs in command. The case study analysis gives a closer picture of the application of theoretical concepts into practice. The analysis of the innovation strategy, products development and organizational culture of Apple reveals the practical implications of transformational leadership (Isaacson, 2011; Gallo, 2010). This methodology allows one to combine theoretical knowledge with observations.
To maintain validity and reliability, the study employs triangulation to integrate several sources of information such as academic research, case studies, and theoretical frameworks (Nonaka and Takeuchi, 1995; Senge, 1990). This minimizes bias and increases the strength of the results. Nonetheless, there are some limitations due to the use of secondary data, since the research does not involve the use of primary data gathering or first-hand observation.
Regardless of these weaknesses, the methodology presents a highly detailed and systematic manner of studying transformational leadership and its implication on innovation and organizational change. Combining the theoretical aspects and practical examples, the paper provides very important insights concerning the role of leadership in determining organizational success in a contemporary business setting.








Findings
The results of the present research point to the fact that transformational leadership positively influences innovation and organizational change significantly. This style of leadership produces a vision-focused atmosphere that fosters innovation, risk-taking and constant enhancement (Bass, 1985; Avolio and Bass, 1995). It is especially noticeable in organizations reliant on innovation with adaptability and responsiveness being the key to success (Tidd and Bessant, 2018).
Among other things, it was found that transformational leadership fosters creativity and innovation among employees. Leaders enable the development of new ideas by creating conditions in which new ideas can be generated by mentally stimulating the employees and pushing them to question existing assumptions (Amabile, 1996; Mumford et al., 2002). Empirical research supports the hypothesis that transformational leadership has a positive relationship with individual innovation and organizational innovation outcomes (Gumusluoglu and Ilsev, 2009; Jung et al, 2003).
The example of Apple Inc. under Steve Jobs is a good indication of the effectiveness of transformational leadership in innovation. Under his visionary leadership, Apple was able to come up with innovative products like the iPhone, iPad and iPod which changed the technology sector (Isaacson, 2011; Gallo, 2010). His emphasis on design, simplicity and user experience oriented organizational work to a straight forward innovation strategy, which led to Apple achieving success across all global markets (O’Reilly and Tushman, 2008).
The second significant observation is that transformational leadership helps in bringing change to an organization. Leaders that build a strong vision and make employees accept change are more effective in introducing organizational changes (Kotter, 1996; Armenakis and Bedeian, 1999). In the story of Apple, Jobs helped to change Apple to be a worldwide technology leader by changing an organization through organizational restructuring and strategic innovation (Isaacson, 2011).
The research also shows that organizational culture is a factor that encourages innovation. Transformational leaders foster a culture of collaboration, sharing of knowledge and life long learning (Nonaka and Takeuchi, 1995; Senge, 1990). The culture that Jobs adopted at Apple was one that focused on excellence, creativity, and detail that enhanced its innovation abilities (Gallo, 2010).
Nevertheless, the research paper also highlights the issues revolving around transformational leadership. The risk of leadership dependency is one of them as organizational success becomes extremely dependent on one leader (Mumford et al., 2002). In the case of Apple, there were speculations that the company would not be able to keep innovating after the departure of Jobs. Moreover, transformational leadership is characterized by the high expectations and pressure in a workplace, which may result in stress and burnout in the employees (Robbins and Judge, 2017).
Generally, the results indicate that transformational leadership is a strong force that drives innovation and change in an organization. Its effectiveness however lies in the capacity of organizations to ensure that they balance visionary leadership with sustainable management practices.



Discussion
This study brings out the importance of transformational leadership in bringing about innovation and change in an organization. The experience of such companies as Apple shows that visionary leadership can change companies and form sustainable competitive advantages (Isaacson, 2011; Gallo, 2010).
Among the most important issues that were determined during the discussion is the correlation between leadership and innovation. Transformational leaders also encourage their staff to be creative and break traditions, which is a key to innovation in the moving industries (Amabile, 1996; Tidd and Bessant, 2018). This is in line with current literature, which highlights the need to achieve innovation by stimulating the intellectual capacity and empowering employees (Mumford et al., 2002; Jung et al., 2003).
Leadership in handling organizational change is also highlighted in the discussion. According to Kotter (1996), to effect a successful change, there must be a clear vision, good communication, and involvement of employees. The transformational leaders have a significant role in this process as they inspire employees, and managing the resistance to change (Armenakis and Bedeian, 1999). This is because Jobs, in the case of Apple, was able to communicate a strong vision and unify the organizational effort to spur change and innovation.
An additional significant point of discussion is the role of organizational culture. This is because transformational leadership helps to create a culture of innovation and lifelong learning (Senge, 1990; Nonaka and Takeuchi, 1995). This excellence culture and creativity at Apple is a manifestation of the leadership impact of Jobs and emphasizes the need to match leadership style with organizational values (O’Reilly and Tushman, 2008).
Nevertheless, possible constraints of transformational leadership are also addressed in the discussion. Although this type of leadership can lead to innovation, it can also introduce some issues concerning sustainability and reliance of the organization on the leader (Mumford et al., 2002). Organizations have to therefore come up with systems and processes that continue to provide continuity and stability even in the absence of individual leaders.
Ambidexterous organizations are a concept that offers a good guide to how organizations can strike a balance between innovation and operational effectiveness (Tushman and O Reilly, 1996). Transformational leaders should make sure that organizations can not only explore new opportunities, but also exploit the available capabilities.
Also, the discussion marks the significance of leadership development and succession planning. Organizations need to invest in future leaders who are able to perpetuate innovation and organizational change (Robbins and Judge, 2017). This is especially so with the case of Apple, where continuity of leadership has been a major issue since the death of Jobs.
Finally, the discussion has shown that transformational leadership is a very important element in developing innovation and organizational change management. Although this type of leadership has considerable benefits, its performance requires the organization to be well-organized, develop the leadership, and ensure the balancing between innovation and stability. In order to become successful in the long term, organizations need to be holistic about leadership and management.

Recommendations
According to the review of transformational leadership, innovation, and organizational change, it is possible to suggest several recommendations that can help in increasing leadership and performance in organizations related to innovation.
To start with, the organizations need to build transformational leadership skills in the managers. Vision building, communication, emotional intelligence, and inspiring employees should be part of the leadership training programs (Bass, 1985; Avolio and Bass, 1995). Transformational leaders play a critical role in promoting creativity and leading organizations in their complicated transitions.
Secondly, organizations need to establish an organizational culture that is fuelled by innovation. To facilitate creative thinking, leaders should promote experimentation, risk-taking and open communication (Amabile, 1996; Senge, 1990). The success of Apple with Steve Jobs in charge shows that alignment of culture with innovation strategy is important (Isaacson, 2011). Organizations are supposed to encourage creativity and offer employees the freedom to seek new ideas.
Third, organizations are supposed to have organized innovation. Although creativity and innovation are encouraged by transformational leadership, it should be complemented by a set of systematic operations, including research and development, cross-functional teamwork, and knowledge management systems (Nonaka and Takeuchi, 1995; Tidd and Bessant, 2018). This will make sure that new ideas are properly converted into actionable results.
The other recommendation is to reinforce change management practices. To guarantee effective implementation of change initiatives, organizations need to adopt well-known models of change, including that proposed by Kotter (1996). Leaders should be able to articulate a vision, mobilize the workers, and deal with change resistance (Armenakis and Bedeian, 1999).
In addition, the companies should think about the leadership succession planning. Among the most notable issues that have been reported in transformational leadership is reliance on an individual leader (Mumford et al., 2002). The organizations need to come up with their own leaders, who can continue with the innovation and keep the performance going in an organization even following a change of leadership.
Also, innovation requires the promotion of cooperation and teamwork. The transformational leaders are expected to promote cross-functional cooperation and knowledge exchange in order to increase creativity and problem-solving (Jung et al., 2003). This is of much importance in international organizations where different views give way to innovation.
Organizations are also expected to balance between innovation and operational efficiency. Although transformational leadership focuses on innovation, too much attention to creativity can result in inefficiency (Robbins and Judge, 2017). The idea of ambidextrous organizations emphasizes the importance of striking a balance between exploration and exploitation (Tushman and O Reilly, 1996).
Lastly, technology and digital transformation should be used to enable innovation in companies. High-tech systems help organizations to make better decisions, automate, and create new services and goods (Iansiti and Lakhani, 2020). To be competitive in the contemporary business world, leaders should adopt digital transformation.
To sum up, transformational leadership, a supportive culture, and a structured process can help organizations to become increasingly innovative and capable of dealing with change. The strategies will allow organizations to grow sustainably to gain competitive advantage.
Conclusion
This report has critically analyzed how transformational leadership can be used to promote innovation and handle organizational change with particular reference to Apple Inc. under Steve Jobs. As seen in the analysis, transformational leadership is a strong force of innovation that helps organizations to create new products, respond to change and gain a competitive advantage.
The results indicate that transformational leadership improves creativity, employee engagement, and organizational learning. Transformational leaders facilitate innovation by ensuring that the environment is conducive with a clear vision, intellectual stimulation and a supportive culture. An example of how visionary leadership may turn a company upside down and change the standards in the industry is the case of Apple under Steve Jobs.
The report further states the significance of an organizational culture and knowledge management in facilitating innovation. Transformational leadership helps in the creation of culture that fosters collaboration, learning, and continual improvement. Nevertheless, issues like dependency on leadership, employee pressure, and innovation sustainability need to be taken care of in order to achieve success over the long term.
In addition, the paper illustrates leadership role in organizational change management. Change management involves good leadership, communication and organizational goals alignment. Transformational leaders are important leaders who steer organizations through the transformational journey and through resistance.
To sum it up, transformational leadership is necessary to create innovation and handle organizational change in the contemporary business world. With proper management practices and well-developed organizational culture, such organizations will be in a better position to attain sustainable growth and success due to this leadership style. Nonetheless, there should be a middle ground between innovation and stability as a strategy that will guarantee long-term organizational performance.
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