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An American computer scientist and entrepreneur, Larry Page was born in 1973 in Michigan, U.S. He co-founded Google with Sergey Brin, one of the most popular sites on the Internet. Young Larry immersed himself in first-generation personal computers and scientific magazines at his family's home (Brandt, 2011). In 1995, Page earned a computer engineering degree from Michigan, and he attended Stanford for his doctorate, where he met Brin. Both were fascinated by the concept of enhancing the capability of extracting meaning from Internet data. In Page's dormitory room, they developed a search engine that tracked each site's "backing links" to leverage Web users' ranking abilities. From investors, family, and friends, Page and Brin raised about $1 million to further their search engine. A misspelling of the word googol inspired them to name their expanded search engine Google (Brandt, 2011). Google Inc. received $25 million in venture capital investment and processed 500,000 queries daily. Google was restructured in August 2015 as a subsidiary of Alphabet Inc., with Page as Alphabet CEO (Palaming, 2022). He joined Alphabet's board of directors in December 2019 and continues to lead them in growth and development. Page's inspiring leadership style inspires members to grow and develop (Palaming, 2022).
“My job as a leader is to make sure everybody in the company has great opportunities, and that they feel they're having a meaningful impact and are contributing to the good of society.” (Lashinsky, 2012).

Over 100 suppliers around the world provide Google with chemicals and components, creating a complex environment. Along with competition from large companies like Amazon, Facebook, Microsoft, and startups, the company must also deal with a variety of financial, regulatory, and international factors. It's a challenge to predict the technology market because technology changes so fast (Dolata, 2017). If Google doesn't innovate, develop updated products, and expand services, another tech giant or start-up will soon overshadow it with an algorithm that is more advanced or easier to use. To grow, perform, and add value, leadership plays a critical role in encouraging innovation (Dolata, 2017). A leader who inspires people to innovate and think outside the box is an effective leader. Larry Page inspires his employees to do exemplary work and continue to be innovative. The purpose of the following essay is to critically examine the leadership approach used by leader Page to determine whether it is effective in inspiring innovation, adaptation, and high performance. 

Leadership Style Analysis of Larry Page
The analysis of Larry Page as Google's leader will use transformational, servant, and adaptive leadership models, as well as a critical evaluation of his ability to foster innovation and display emotional intelligence and social intelligence. 
It is noteworthy that transformational leadership was the first leadership style that explicitly incorporated an ethical and moral component in the behavior of leaders (Avolio et al., 1991; Bass & Steidlmeier, 1999; Stewart, 2006). Many value-based leadership theories have been based on transformational leadership as a fundamental leadership paradigm (Copeland, 2014). Transformational leaders are often compared with transactional leaders whose primary objective is to achieve a value exchange with their followers (Groves & LaRocca, 2011). Transformational leaders are capable of inspiring their followers to reform and revamp their organizations by appealing to and influencing their moral values (Stewart, 2006). According to Bass and Steidlmeier (1999), transformational leaders possess ethical, moral, and authentic characteristics, whereas pseudotransformational leaders do not exhibit these characteristics. According to Avolio et al. (1991), transformational leadership has four main elements, which include inspirational motivation, idealized influence, intellectual stimulation, and individualized consideration for their followers. Among the behaviors of a transformational leader are the ability to be a vision seeker, to have idealized influence, to be confident, and to strive for high standards of conduct. By encouraging enthusiasm around ethical, noble, and excellent principles, a transformational leader can enhance the effectiveness of an ethical leader. In contrast, leaders who lack vision and the ability to empower members might find it challenging to convey to their followers their enthusiasm for ethical and authentic behavior (Copeland, 2014).
When the world was seeking a better way to search, Page and Brin created Google, and Google's search engine provided more comprehensive and faster results than any competitor at that time. This enabled it to become the world's leading search engine. Starting with a dorm room filled with used parts in a Stanford dorm room, Google has developed into a technology giant with a global impact (Palaming, 2022). Page's success can be attributed to his indominable spirit, his passion for solving complex problems, and his innovative genius. Page has always been committed to creating and maintaining an organization that is unique (Strong & Mackey, 2009). As Google recognizes that cultural and product usage patterns differ, it does not build the same organizational culture across all branches, but rather strives to have as much a flexible and collaborative atmosphere as possible across all of them (Garvin, 2013.). Thus, despite its enormous size and tens of thousands of employees, Google maintains Page's dream of an unconventional organization and functions in an informal manner that is unique in its nature (Garvin, 2013.).

Even during his non-CEO period, Page has always been regarded as a real boss since his vision has always served as the steering wheel for Google members, allowing him to have an idealized influence on the company (Braha, 2018). In addition to delegating and setting goals, Page has demonstrated much enhanced preparation for his management strategy upon his return, embracing successful concepts, procedures, and suggestions with increased openness (Braha, 2018). For example, Page has used the idea of the New York City Mayor as a basis to support his goal to accelerate decision-making within Google (Brezina, 2012), and he has been using it in his administration for some time now. As a result of Page's influence, Googlers believe that they are the best and the smartest, and despite the fact that most of them are relatively young, they are given significant empowerment and authority (Braha, 2018). By encouraging employees to explore and develop their innovative and creative skills, Page also stimulates their intellects. Among other things, Google provides employees with in-house food with large tables to encourage them to sit next to colleagues they are unfamiliar with in order to receive creative ideas and to be challenged in their thoughts (Ismail, 2014). As part of Google's paperless operations, white boards are hung at many locations within the company's premises to be used by colleagues anytime (Ismail, 2014). Additionally, a Chief Culture Officer is employed at Google to promote a collaborative environment and enhance creativity (Kuntze & Matulich, 2010).

As part of his personal commitment to individual consideration, Page is passionate about balancing people's work-life balance in order to increase their level of satisfaction and wellbeing, based on the idea that most people view work positively. Page says, "According to Peter Diamandis' book, we should live in a time of abundance. Anthropologists have identified certain things that people need in order to feel happy – housing, security, and opportunities for their children. It’s not that hard for us to provide those things.......Most people like working, but they would also like to have more time with their family or to pursue their own interests. So that would be one way to deal with the problem, is if you had a coordinated way to just reduce the workweek. And then, if you add slightly less employment, you can adjust and people will still have jobs.” (Page & Brin, 2014). A reputation for treating employees as family has characterized Page's leadership at Google, which has propelled it to the forefront of a highly competitive industry (Schmidt & Rosenberg, 2014).

The analysis indicates that Larry Page's leadership style is consistent with transformational leadership, which combines idealized influence, inspirational motivation, intellectual stimulation, and individual consideration. Google has become one of the world's most innovative workplaces as a result of this leadership style. Its unconventional working environment, extensive opportunities for members to contribute and exchange creative ideas, and its efforts to ensure that its members are satisfied that it is an innovative workplace in the world have enabled the company to become one of the world's most innovative companies.

Essentially, servant leadership combines both service and influence, in that it focuses on the idea that the leader will serve and influence others simultaneously. Developing servant leadership begins with the natural desire to serve others, followed by a conscious choice to aspire to leadership, according to Greenleaf (2014). As a logical extension of transformational leadership theory, Patterson (2003) considers servant leadership to be the theory of servant leadership. In her research, she developed and defined servant leadership component constructs, referring to servant leaders as individuals who lead organizations by focusing on their followers, making their followers their primary concern while the organization's considerations are of secondary importance (Patterson, 2003). As a result of a study using several instruments on a Millennial population, servant leadership was the most effective form of leadership (Gašková, 2020). A number of Millennials, for instance, are open to dialogue within organizations and demonstrate both a willingness and ability to apply their skills and expectations to serve and benefit those around them (Gašková, 2020). With the growing number of Millennial managers taking on leadership roles in this decade and beyond, we expect a variety of practices resembling servant leadership to take shape as the leadership process becomes more complex. According to Spear (2010), servant leaders possess ten characteristics, including listening, empathy, caring, awareness, the ability to persuade with gentleness, conceptualization, foresight, stewardship, and dedication to people's advancement.

As a result of its strong culture and commitment to creativity, innovation, and employee development, Google has consistently been named one of the most desirable places to work. Larry Page seems to understand many servant leadership characteristics in a fundamental way. There are several amenities provided for Google employees, including gyms, climbing, on-site oil changes, a jungle lobby, indoor green spaces, volleyball breaks in the afternoon, free laundry service, sleep pods, swimming pools, and massages (Crowley, 2013). Besides providing material perks, Page encourages employees to communicate openly and to listen to their needs and concerns at various levels. In addition, his strategic foresight contributes to Google's future-based vision and competitive advantages by allowing for better-informed decisions to drive future results in the present. As he says, “Lots of companies don't succeed over time. What do they fundamentally do wrong? They usually miss the future.” (Bagga,, 2015). Also, he exhibits an awareness of management performance and a commitment to individuals and communities' growth. When he refers to Sundar Pichai, the new CEO of Google, he states, “I have been spending quite a bit of time with Sundar, helping him and the company in any way I can, and I will of course continue to do that......our model is to have a strong CEO who runs each business, with Sergey and me in service to them as needed.” (Bagga,, 2015). Creating a sense of belonging and empowerment among employees is essential for Larry Page.
By and large, Page's leadership characteristics are in line with the servant leadership style that emphasizes qualities such as listening, empathy, awareness, stewardship, and commitment to the development of others.
An adaptive leadership approach emphasizes that employees need to adapt to changes in their environments in order to thrive, and that leaders must take action that optimizes the work of their followers in the contexts in which they operate. Adaptive leadership refers to mobilizing people to tackle tough challenges and thrive (Wong & Chan, 2018). During their extensive research, Marty Linsky and Heifetz (2017) concluded that businesses must be navigated in a manner that is consistent with their continuous development. The application of adaptive leadership theory extends beyond simply addressing challenges and finding solutions to them. It also includes anticipating challenges and identifying their underlying causes. Further, they excel at identifying which risks are worthwhile and which ones are not worth it for the organization, which allows them to develop the skills necessary for adapting to ensure the most effective leadership is available for their organization (Wong & Chan, 2018). By mobilizing, motivating, organizing, orienting, and focusing members' attention on critical tasks, adaptive leaders empower them to do the work. According to Northouse (2021), adaptive leadership consists of a number of key leadership behaviors, including having a big picture of what's happening, identifying adaptive challenges, regulating distress, maintaining disciplined attention, empowering people to do their jobs, and protecting leadership voices from below.
Larry Page stays current on the company's current projects in order to achieve the motto quick and concise (Brandt, 2011). He strives to eliminate long and drawn-out meetings where decisions are made slowly. Although he has faced multiple challenges or obstacles over the years, he has always striven to advance technology in all aspects of life. In order to support the organization's vision, mission, and strategy, he has established an adaptive culture that involves active monitoring of the external environment for emerging opportunities and threats. As a leader who demonstrates flexibility and agility, Larry sees the external and internal environment clearly, identifies adaptive challenges, and proactively formulates and implements strategies to deal with those challenges (Gilder, 2018). As an example, he has decided to release software products that directly challenge the competition of the company, such as Google Docs, which is an office application that is relatively inexpensive in comparison to Microsoft Office, a relatively inexpensive office application. Additionally, Google designed and launched Google Chrome, a browser designed and launched to challenge other browsers, such as Mozilla and Microsoft's Internet Explorer (Rasool & Jalil, 2020). Google has excelled at detecting the demands and needs of an ever-changing modern environment, something Page was able to do better than almost any other company in the world in developing the adaptive capacity of the entire organization (Gilder, 2018). 
Page remains innovative despite the predictability of its own success by developing adaptive leadership and mobilizing people to confront challenges for which there are no easy or known solutions. Among rapidly shifting markets and sociopolitical forces, it is a crucial tool for leading consequential change.

Conclusion
In conclusion, Larry Page has a set of inspiring leadership styles including transformational leadership, servant leadership, and adaptive leadership, which has greatly improved Google's competitive advantage in the complex business environment. Based on Page's behaviors demonstrating charisma to influence followers and motivate them, ability to promote their creativity and intellectual stimulation, and attention paid to their followers for individual consideration, transformational leadership is the best fit style. It has been through this leadership style that Google has become one of the world's most innovative workplaces by providing an unconventional workplace, providing opportunities for members to exchange creative ideas, and promoting their satisfaction that they have become one of the most innovative workplaces in the world. Moreover, Page is a servant leader with qualities such as listening, empathizing, being aware, being foresighted, stewarding, promoting the growth of people, and building community. Also, Google's success has been attributed to Page's adaptive leadership by mobilizing people to tackle challenges in a world where business is in constant flux.
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