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[bookmark: _q07mlpkb3ks0]1.0 INTRODUCTION
In modern organisation today, leadership plays a major role, needing a blend of adapting to keep up with new technologies with traditional approaches. Leadership, as defined by Griffin, is the ability to influence and guide others without force, helping to establish a group’s culture, inspire actions, and shaping organisational goals (Balcerzyk, 2021). Modern leadership requires more than just skills in management, it also involves the ability to encourage innovation and knowledge within the organisation (Chirimbu, 2014). 

Leadership is crucial in helping organisations navigate constant change and technological advancements. Google and Microsoft function as prime examples of companies where leadership promotes development of culture, shapes technological innovation, and manages the workforce. The company’s leaders not only lead its teams but also adopt modern management that uses technological tools (Hossain, 2023). The style of leadership focuses on a strong understanding of technology, flexibility or adaptability, and innovation, aligning with important leadership theories for the digital era.

Today’s leader in a digital era, it requires focusing on decision-making that is driven by technology. Data analytics used by Google and Microsoft’s leaders is to guide strategic plans and improve performance. Additionally, adaptive leadership, known for its flexibility in navigating with uncertainty, plays an important role to respond to technological changes and market shifts (Economic Times, 2023).

[bookmark: _bykjc65v47nb]2.0 LEADERSHIP ROLES
The modern workplace requires leaders who focus on continuous learning, clear communication, and empathy. Empathy is crucial nowadays, with leaders concentrating to understand employees’ individual needs and build a motivating, supportive culture (Hudson RPO, 2023; Dess & Picken, 2012). Moreover, effective communication is also important for collaboration, helping teams through building trust and uncertainty (Laker, 2023; Dess & Picken, 2012). 
[bookmark: _3o30lnuk4rr]2.1 LEADERSHIP ROLES OF GOOGLE
Particularly under the leadership of Sundar Pichai, the CEO, at Google, exemplifies how modern leadership has developed to promote inclusivity, innovation, and teamwork (Westberg, 2024). Leadership approach at Google is deeply influenced by the vision of the company’s co-founders, Larry Page and Sergey Brin. 

From the start, Larry and Sergey created a leadership culture focused on autonomy and meritocracy, where ideas are driving the decision-making rather than job titles (Manimala & Wasdani, 2020; Dimitrakaki, 2022). Sundar Pichai’s style of leadership has evolved, as he carries forward to refine and uphold these principles to fit the challenges of a fast-changing tech industry.

A core aspect of Google’s leadership is its distributed leadership model. This model motivates employees at every level to take responsibility for their work, turning leadership into a shared role across the company. Larry’s impact is apparent in Google’s rule of ‘70-20-10,’ which is a rule where its employees are allowed to dedicate their 10% of their time to personal projects based on their interests and competencies, fostering innovation and helping Google stay competitive (Manimala & Wasdani, 2020). This method aligns modern leadership theories like transformational leadership, where leaders empower and motivate employees to explore creative solutions beyond its regular duties.



Google’s leadership also underlines the value of a psychologically safe and supportive workplace. Through the project called “Project Aristotle,” which Google found it is a key factor to make teams effective. Teams that feel safe to share their ideas, fail without fearing being judged, and take risks are more productive and innovative (Duhigg, 2016). This principle of leadership follows participative leadership theory, which suggests that performance, engagement, and job satisfaction can be increased through involving employees in decision-making.
 
Leadership of Sundar Pichai builds on these basics by combining the company's culture with people management. He focuses on inclusion, collaboration, and openness, which are important for high-performing teams in Google. His approach makes sure that HR policies and leadership are closely connected, with HR playing an essential role in diversity efforts, talent development, and hiring (Dimitrakaki, 2022; Westberg, 2024). For example, HR policies in Google are aimed to attract top talents and give employees the freedom and tools needed to innovate, which directly reflects the leadership focus on autonomy and empowerment (Manimala & Wasdani, 2020; Westberg, 2024). 

Furthermore, leadership in Google actively promotes a culture of ongoing learning and openness within the company. Practices of leadership such as peer-led performance reviews and open feedback keep leadership to be adaptable and flexible, and help employees grow (Manimala & Wasdani, 2020; Dimitrakaki, 2022). This approach to leadership supports giving employees the opportunity to take initiative, along with a culture that rewards innovation, helping both company’s success and individual’s growth (Westberg, 2024).

Larry Page’s influence is clear in how leadership at Google works hand in hand with its HR strategies. Larry’s leadership is reflected in building a culture that prioritises creativity in the workplace, hiring top talent, and emphasising diversity. Under Sundar Pichai, these principles have expanded, with leadership making sure the company’s inclusive culture sustains and adapts to global challenges (Dimitrakaki, 2022; Manimala & Wasdani, 2020).


[bookmark: _w8e4y2otmttt]2.2 LEADERSHIP ROLES OF MICROSOFT
Satya Nadella’s leadership in Microsoft set a clear example of a modern approach in managing a company. Nadella’s focus on promoting a growth mindset has greatly changed how Microsoft leads. The shift from its culture of “know-it-all” to a “learn-it-all,” has improved positively for people management and the company’s culture in Microsoft, boosting innovation and teamwork. The importance of empathy in leadership is stressed by Nadella, which is something he values based on his personal experiences. His leadership style creates an open and inclusive setting, where it encourages its employees to keep learning and improve themselves (Ibarra et al., 2018; Siddappa, 2021; Intelligence at Work, n.d.).

Microsoft’s leadership also underscores how important the role of HR policies in backing up the efforts of leadership. The effort Nadella worked on to change the culture in the workplace through getting rid of the unpopular system called “stack ranking,” which had previously caused employees to have internal competition with one another at the expense of teamwork. So, the system has been replaced with ongoing feedback aimed to help the growth of employees, aligning the goal of leadership to nurture talent and promote innovation (Ibarra et al., 2018; Siddappa, 2021; Intelligence at Work, n.d.).

Moreover, Microsoft’s HR strategy goes beyond just performance reviews. A program called “The Microsoft Corporate Bench” focuses on identifying and developing top potential employees, making sure there is a pipeline of future leaders that meets the changing needs of the company (Kanojia & Patni, 2015).

The leadership also covers broader company goals like inclusion and diversity, which now becomes the central to Microsoft’s mission. He believes that through having different viewpoints and a workforce that is diverse, it will help to drive innovation and better serve a diverse customer base (Ibarra et al., 2018; Intelligence at Work, n.d.).

[bookmark: _jemq9ih1x1rz]3.0 LEADERSHIP STYLES
[bookmark: _9x20a36a0s2i]3.1 LEADERSHIP STYLES OF GOOGLE
Transformational leadership involves providing individuals with personal attention, serving as an idealised influence, which motivates others through inspiration, and fostering innovative thinking. These qualities are shown through Larry Page’s leadership at Google (Tran, 2017; Bayram, 2016). Through encouraging employees to embrace “crazy ideas” or bold ideas and creating a work environment that promotes creativity, Larry shows its transformational leadership through motivating and challenging its employees’ thinking to push past traditional boundaries in the workplace (Rachmanantya et al., 2020; Mamimpin & Appiah-Kubi, 2022). 

Besides that, Larry also demonstrates democratic leadership. He focuses on encouraging team members to participate in making decisions together as a team. Larry’s leadership also reflects this approach by making it a habit to open communication, urging his team to voice up and provide them constructive feedback. This style of participation helps Google, as a company, to build an innovation culture where its employees feel engaged and motivated to contribute (Rachmanantya et al., 2020; Mamimpin & Appiah-Kubi, 2022; Tran, 2017; Bayram, 2016).

Applying these leadership styles fits well with development of the company and HR policies. For example, transformational leadership engages followers to be more committed and make sure that their efforts are aligned with the company’s goal through encouraging new ideas and inspiration (Rachmanantya et al., 2020; Bayram, 2016). Larry’s focus is to create a “comfortable environment when working” and giving employees the chance to explore new projects aligned with these principles. Similarly, the democratic approach supports inclusivity, one of the HR policies, as Larry’s open style encourages an environment where employees can take part in making decisions and feel appreciated (Mamimpin & Appiah-Kubi, 2022; Tran, 2017; Bayram, 2016).

	

Both styles of leadership also play a major role in contributing in shaping the company’s culture and driving innovation in Google (Tran, 2017). Transformational leadership by Larry encourages motivation and new ideas, which leads to continuous innovation and the pursuit of ambitious projects (Rachmanantya et al., 2020). The democratic leadership by Larry, on the other hand, enhances this by encouraging openness and teamwork, making sure each of the employees has a say in shaping the direction of the company. This helps build a culture of inclusivity and innovation at Google (Mamimpin & Appiah-Kubi, 2022; Rachmanantya et al., 2020; Bayram, 2016).
[bookmark: _f2cyvtbrwkup]3.2 LEADERSHIP STYLES OF MICROSOFT
Transformational leadership works well especially in a setting that requires flexibility and innovation. This approach of leadership focuses on motivating employees to surpass their usual performance by changing their actions, attitudes, and beliefs. Leaders like Satya Nadella at Microsoft have shown the practical application of how transformational leadership can be used to reshape a company’s culture (Mohan & Mathew, 2019; Oyewole et al., 2023). 

Nadella created an innovative culture at Microsoft, moving the company from being stuck in a position to one that focuses on creativity and growth. By using this leadership style, Nadella was able to motivate his team to accept change and contribute to Microsoft's comeback by aligning their personal goals with the vision of the company (Mohan & Mathew, 2019; Oyewole et al., 2023). In this case, transformational leadership is not just about encouraging the employees. It involves getting them to think creatively and critically, and solve tough problems. This approach works well in fast-moving industries like tech, where constant innovation is crucial to remain competitive (Mohan & Mathew, 2019; Kaur, 2019).

On the other hand, authentic leadership emphasised on being transparent, having self-awareness, and making ethical choices. Nadella’s leadership at Microsoft shows an example of how being authentic can substantially improve both performance and culture of the company. By focusing on inclusiveness, open communication, and empathy, he built commitment and trust among its employees (Prakash et al., 2021; Oyewole et al., 2023). 

This style of leadership that Nadella uses, known for being open and transparent and building positive, strong relationships within their teams. The focus on inclusivity of Nadella helped Microsoft to gain recognition for diversity, boosting the company’s overall performance and employee satisfaction. Authentic leadership is important for companies that value ethical practices and social responsibility for their business. It pushes leaders to be role models of integrity, which inspires employees to align their work with core values of the company (Prakash et al., 2021; Oyewole et al., 2023).

To add on, positive leadership, which focuses on growth, clarity, and energy, has been a big factor in Nadella’s success at Microsoft. His focus on continuous improvement and growth mindset has enabled the company to change its strategy and achieve major growth. By promoting a culture where employees aim for constant improvement and learn from failure, Nadella has built an environment of collaboration and trust, important for long-term success (Fox, 2019; Kaur, 2019).




[bookmark: _rj17s9na1iny]4.0 COMPARISON OF LEADERSHIP BETWEEN GOOGLE AND MICROSOFT
Google and Microsoft’s leadership approaches show different ways modern leaders handle tech-focused, large companies. Both exhibit inclusivity, promote innovation, and employee empowerment, however, they have different approaches to achieve these goals.

Under Sundar Pichai, Google shows an example of a leadership culture rooted in the principles established by its founders, Larry Page and Sergey Brin. The leadership model at Google is based on autonomy and meritocracy, where employees are empowered to take initiative, reflecting the “70-20-10” rule, which allows employees to spend 10% of their time on personal projects (Manimala & Wasdani, 2020; Dimitrakaki, 2022). This distributed leadership mode,, where leadership is shared across different levels, supports Google’s emphasis on encouraging creativity and innovation (Manimala & Wasdani, 2020).

Google’s leadership style is participative, encouraging employees to engage in decision-making process, which aligns with modern leadership theories such as transformational leadership (Duhigg, 2016). The “Project Aristotle” initiative further underscores the importance of a psychologically safe workplace, allowing employees to take risks without fear of being judged, increasing productivity and innovation (Duhigg, 2016).

Meanwhile, Satya Nadella’s leadership at Microsoft stands out for its emphasis on empathy, growth mindset, and inclusivity. Nadella transformed Microsoft’s culture from a “know-it-all” to a “learn-it-all” environment, encouraging continuous learning and collaboration (Ibarra et al., 2018; Siddappa, 2021). This shift has improved both the company’s employee morale and performance. Moreover, Nadella eliminated the controversial “stack ranking” system, replacing it with a more growth-focused and collaborative feedback system for its employees (Ibarra et al., 2018; Siddappa, 2021).



Nadella’s authentic leadership style, distinguished by inclusiveness, transparency, and empathy, has driven Microsoft's efforts to promote diversity, creating a culture that values ethical practices and social responsibility (Prakash et al., 2021; Oyewole et al., 2023). His approach has been vital in aligning leadership at Microsoft with broader corporate goals of inclusion and innovation (Fox, 2019; Kaur, 2019).

Both companies, Google and Microsoft demonstrated leadership styles grounded in transformational leadership, focusing to inspire employees to innovate and align employee’s personal growth with the company’s vision. At Google, this can be seen through the freedom given to employees to explore new projects and ideas, supported by a culture of psychological safety. Transformational leadership, under Nadella at Microsoft, emphasises the growth mindset, where its employees are encouraged to learn from their failures and continuously improve themselves (Ibarra et al., 2018; Siddappa, 2021).

At Microsoft, authentic leadership is actually more prominent, where Nadella’s focus on empathy and openness has encouraged trust and commitment within the company (Prakash et al., 2021; Oyewole et al., 2023). This contrasts with a more democratic leadership at Google, where decision-making is distributed, and employees are encouraged to participate in shaping the direction of the company (Manimala & Wasdani, 2020; Duhigg, 2016).

[bookmark: _pq9awuemj2zu]5.0 CONCLUSION
To conclude, Google and Microsoft’s leadership shows how modern leaders can adapt to the rapid changes in the tech industry. Sundar Pichai’s at Google is marked by a culture of shared leadership, autonomy, and involving its employees in decision-making, which promotes inclusivity and innovation. The focus to empower employer initiatives of Google such as the “70-20-10” rule shows his efforts to employee involvement and creativity. Its leadership approach, based on transformational leadership, helps Google to stay competitive by prioritising openness, ongoing learning, and psychological safety.

On the other hand, the leadership of Satya Nadella at Microsoft has been transformative in revitalising culture in the company. His focus on empathy, inclusiveness, and growth mindset has been crucial in changing from a rigid environment of “know-it-all” to a more collaborative culture of “learn-it-all” at Microsoft. By removing ineffective systems in the workplace like “stack ranking” by introducing feedback that focused on growth, his leadership has aligned Microsoft’s culture with its broader goals of diversity and innovation.

Both companies show how modern leadership can effectively handle complex challenges by integrating innovation, adaptability, and employee empowerment in their strategies. For Google, they emphasise openness and autonomy, while Microsoft focuses on continuous improvement, collaboration, and empathy. These leadership styles, though distinct, show how important it is to align HR policies with company’s values to achieve long-term success in a market that is tech-driven and competitive.
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