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1 Introduction

Mark Zuckerberg is one of the contemporary leaders who have established a strong legacy in the contemporary business world. Almost every individual today is familiar with Zuckerberg because he was one of the co-founders of Facebook and the organization’s current Chief Executive Officer (CEO). Zuckerberg was one of the world’s greatest achievers since his teenage years. Some of his achievements include developing different ground-breaking programs such as  ZuckNet, and CourseMatch. However, Zuckerberg’s most important feat is Facebook. Zuckerberg contributed to the development of this site and has played a role in transforming it into an international business empire. Through his collaboration with other prodigious programmers such as Chris Hughes and Dustin Moskovitz, among others, Zuckerberg launched Facebook.com, a state-of-the-art and one-of-a-kind social networking platform that revolutionized human interactions and promoted interconnectedness in February 2004. He later liaised with other programming prodigies and resourceful business persons to foster global access to the platform. Zuckerberg is currently one of the primary catalysts of Facebook’s exponential growth and success. His exceptional levels of creativity and innovation,  effective leadership skills, relentless need to ensure his company reaches its highest potential, and the brass-bound support he offers his teams have contributed to Facebook’s popularity and competitive advantage. Zuckerberg has transformed Facebook into a revolutionary company and his capacity to instigate positive corporate change through unique employee-centered and change-driven leadership skills is demonstrated by the quote: “The key to successful leadership is influence, not authority.”
2 The Complex Operating Environment in which Zuckerberg Leads

Mark Zuckerback leads in a highly volatile, increasingly uncertain, multifaceted, and ambiguous business environment. Facebook operates in a highly complex business environment and industry that has made it challenging for the company to dominate and distinguish itself as a market leader. One of the significant megatrends affecting the operation of the leader is competitive intensity. TikTok is currently one of Facebook’s most fierce competitors (Oyedemi, 2019). As a result, Facebook’s shares have greatly plummeted due to the increased popularity of this site. The ubiquitous use of Tiktok has irrefutably led to a decline in the number of young users who actively usFacebookok daily. Wright (2021) suggests that compared to other social sites, Facebook is only popular among seniors or older adults and less popular among younger adults (Wang, 2022). The company’s decreased competitiveness indicates the growing complexity of its modern business environment. Most importantly, the modern business environment’s proneness to uncertainty, volatility, and ambiguity also demonstrates the need for 21st-century companies to shift their attention to transformative leadership styles to achieve high performance, innovation, and effective adaptation. 
Besides, another significant megatrend that currently affects Zuckerberg’s ability to lead effectively is people’s increased mistrust of the information disseminated through the platform and the increased cybersecurity issues. Gentina et al. (2021) affirm that the spread of false information or misinformation is highly prevalent in this global platform. It has diminished  users'  trust in Zuckerberg as a leader (Tien et al., 2019). Additionally, it has also decreased the number of users, especially younger ones, who login in and use the platform daily (Alkire et al., 2019). Given the intricate and unpredictable nature of the business environment in which Facebook operates, the next section of the study attempts to identify the leadership styles of Mark Zuckerberg and determine their efficiency in promoting the company’s adaptability and potential to innovate and perform impeccably.
3  Zuckerberg’s Transactional and Transformational Leadership Styles

Leadership is without a doubt, one of the most multifaceted concepts to define. Despite the prominent role that leaders play in providing people with a sense of direction and fueling the overall success of project teams, the term is ineffectively and shallowly defined in the plethora of current studies that examine it. Indeed, the current literature provides a broad delineation of the term. Cortellazzo et al. (2019) for instance, describe the concept as the process of guiding a throng of individuals or a corporation and empowering these people through a series of transformational practices. Likewise, other studies such as Gorgulu (2020) define leadership as the process through which an individual exerts social influence on others, increasing the aggressiveness of people’s efforts during the pursuit of shared goals. Similarly, Samul (2019) describes it as the power to craftily use persuasion to lead a group and the ability to influence other people to embrace and pursue similar goals or interests. Notably, these definitions are rather broad but provide a general idea regarding what leadership means and who a leader is. 
 	The transformational and transactional leadership theories will be used to analyze the leadership style of Mark Zuckerberg and to determine how successful these leadership styles have been in promoting the innovative potential, performance, and adaptability of Facebook amidst the high levels of uncertainty in the global business environment. Transformational leadership has received much scholarly attention in the modern day. According to the transformational leadership theory, transformational leaders focus on imbuing employees with their words and actions and encouraging and motivating them to innovate, reach their highest potential, and embrace change more effectively and adaptively (Kwan, 2020). Transformational leaders focus on implementing the changes needed to positively shape the future and success of their organizations. These leaders are change agents who ensure corporations leverage the existing technological and innovation-related trends to promote transformative change.
	The transformational theory presents idealized influence, intellectual stimulation, inspirational motivation, and individualized consideration as the four basic elements of the model. Khan et al. (2020) define idealized influence as the process of leading by example and presenting oneself as a role model. Idealized influence allows leaders to gain the trust and respect of their staff and make them inclined to emulate their leaders' actions and internalize their existing ideals (Reichel et al., 2020). Intellectual stimulation denotes a leader's capacity to challenge the status quo, and encourage high levels of creativity, ingenuity, and problem-solving (Siangchokyoo et al., 2020). These leaders encourage their followers to explore new ideas and opportunities that can heighten the innovative potential of their organization. In short, they strive to develop a work milieu that embraces growth, continuous learning, and risk-taking (Eliyana & Ma’arif, 2019). Thus, leaders must exert idealized influence and stimulate their followers intellectually to fit the description of transformational leaders. 
Furthermore, transformational leadership also prioritizes inspirational motivation and individualized consideration. These leaders have a well-defined vision, use their sound communication skills to articulate it, and imbue their followers with the passion required to fulfill key goals (Brown et al., 2019). They use different motivational tactics such as extrinsic and intrinsic reward systems and offer undying support to strengthen their followers' sense of commitment to the defined goals and offer their employers a strong sense of purpose (Tarker, 2019). Compared to autocratic leaders, transformational ones do not use fear to motivate or control. Rather, they use inspirational motivation to achieve this feat. Most importantly, transformational leaders also practice individual consideration. One of the primary drives of commitment and high performance is an increased sense of ownership and independence (Asbari, 2020). Transformational leaders have a profound understanding of these needs and consider every employee a unique person with individual needs. Notably, leaders, who embrace this leadership style tailor their coaching and mentorship strategies to the special needs of their followers to ensure they receive the support they require to achieve essential goals within and outside of their organization. 
	Compared to the transformational approach, the transactional theory focuses more on conventional management processes such as controlling, planning, and organizing. Leaders who use this style motivate and direct others by appealing to their self-interests. These leaders acquire their power from formal authority and a strong sense of responsibility for their corporations (Abdelwahed et al., 2022). While transformational leadership focuses on inspiring and motivating followers, the transactional approach necessitates followers to obey the commands and rules of their leaders. Additionally, transactional leaders also use both rewards and punishment for motivation and to foster the retention of the desired organizational behaviors (Jacobsen et al., 2022). For instance, positive behaviors such as obedience to rules and high performance are reinforced using rewards while a breach of the rules and mediocre performance warrant punishment. Jensen et al. (2019) affirm that the transactions between leaders and their followers in this model are characterized by four basic elements. The first is contingency rewards, which refers to leaders' tendency to set SMART goals, align their goals with various rewards, and clarify expectations (Nurlina, 2022). Besides, Aboramadan and Kundi (2020) argue that transactional leaders also prioritize active and passive management by exception. According to Hansen and Pihl-Thingvad (2019), they perform an active role in monitoring the work of their teams, focus on any deviations from the set standards, rules, and expectations, and are more likely to prioritize corrective measures to stave off errors. In addition, they engage in passive management by intervening when the set performance standards are not achieved and when performance is way below the existing expectations (Kjeldsen & Andersen, 2023). Punishment is commonly used as a corrective measure in this type of leadership style (Cho et al., 2019). The final element of transactional leadership is laissez-faire because followers are exposed to a wide range of opportunities for decision-making. Unlike transformational leadership, transactional leaders abdicate responsibility and quite too often evade decision-making, which compromises the group’s sense of direction and impedes goal attainment. Notably, these are some of the key features that distinguish transactional leaders from transformational ones. 
	Mark Zuckerberg exhibits some of the qualities highlighted in the transactional approach. While recent studies depict Zuckerberg’s leadership style as more transformational than o transactional, the leader demonstrates some characteristics of the latter even if they are not as conspicuous as expected. Gorgulu (2020) argues that compared to other visionary leaders in the global industry such as Tesla and Amazon’s CEOs, Elon Musk and Jeff Bezos, Zuckerberg embraces a rather transactional leadership style. According to the research, Zuckerberg’s statement after the “This Is Your Digital Life” application privacy breach crisis is one of the best examples to demonstrate this fact (Afriat et al., 2020). During that time, Zuckerberg stressed that he was striving to comprehend what happened to stave off similar experiences in the future. He acknowledged that mistakes were made but the need to move on was more imperative than dwelling on past errors. His statements demonstrated that as a leader, he was incapable of handling such uncertainty and was highly reluctant to deviate from the normal way of doing things. The statement also indicates that the CEO was highly invested in business transactions as opposed to offering his team a feasible vision that also included effective risks and crisis aversion and management stratagems. Gorgulu (2020) argues that Zuckerberg's reliance on transactional leadership approaches led to the loss of 18% of Facebook’s stock market value and also forced the company to incur 5 billion dollars for breaching its user’s privacy.  Given this, Zuckerberg qualifies as a transactional leader because he prioritizes normal workflows and operations as opposed to changing the status quo and implementing change that can help his organization deal with crises. Despite its positive impacts, Zuckerbeg's transactional leadership style prevented Facebook from innovating and engaging in effective customer relationship management (CRM) and compromised its ability to adapt to the changes in the contemporary business environment. Besides, this style affected Facebook’s performance because Gorgulu (2020) reveals that the company lost the confidence of more than 66% of its users after its privacy crisis, which led to a breach of its users' privacy. Therefore, the leadership style affected Zuckerberg’s capacity to guide Facebook on its path to success.
	However, the current research also presents Zuckerberg as more of a transformational as opposed to a transactional leader. Zuckerberg practices idealized influence by presenting himself as a role model and sharing and articulating his vision. Kanthawongs  (2022) suggests that the leader conveys his thoughts regarding the brand’s vision and direction. He is also extremely passionate and communicates effectively with his team to share his vision and motivate them. For instance, Kanthawongs (2022) reveals that compared to other leaders who embrace the autocratic approach, Zuckerberg roams the halls of his company talking openly to his workers, and striving to develop emotional and interpersonal connections with them. Notably, these steps have increased employees’ confidence in, trust, and respect for Zuckerberg (Sternberg, 2023). They perceive him as their role model and his behavior has made them more inclined to emulate him. In addition, Zuckerberg also prioritizes intellectual stimulation by encouraging his employees to innovate and use their problem-solving skills to develop novel solutions to key business problems (Hoffmann et al., 2018). In addition, Zuckerberg stimulates his followers intellectually by dissuading conformity to the status quo and encouraging a shift from traditional hierarchies. For example, the CEO has eliminated the existing hierarchies to rid the company of the barriers that impede teamwork between his executives and typical employees (Sternberg, 2023). Notably, this has helped cultivate a culture of teamwork, which has not only strengthened collaborative and innovative efforts at Facebook and allowed teams to develop effective strategies for managing change and promoted exceptional performance in the organization. 
	Likewise, Zuckerberg also embraces inspirational motivation and individualized consideration. He uses rewards to exert inspirational motivation on his followers, heightens their commitment to the organization, and motivates them for the long term. For instance, Zuckerberg organizes an organizational party every year for his employees and also ensures that each receives a gift on their birthday dates (Gorgulu, 2020). Notably, this use of extrinsic rewards has intensified the motivation and work morale of Facebook’s employees and made them more inclined to perform better and become more committed to the organization. Indeed, these effects are consistent with Skinner's reinforcement theory, which links rewards with the retention of positive organizational behaviors (Fayyaz et al., 2021). Most importantly, Zuckerberg also prioritizes individualized consideration. In detail, every employee undergoes individualized training programs on coding and hacking and is allowed to select projects that align with their interests and specialized skills. Gorgulu (2020) confirms that individualized consideration has increased employees’ autonomy and job satisfaction and bolstered their innovative capacity. It has also led to superior performance, increased productivity, and allowed employees to deal with unprecedented change without much strain. Thus, Zuckerberg is in all aspects, a transformational leader who inspires and motivates workers to promote positive change in his organization.
4 Conclusion 
	Conclusively, Zuckerberg’s transformational leadership style is more effective than transactional leadership in promoting his organization's adaptability, innovative capacity, and performance.  Zuckerberg currently operates in an intricate, unpredictable, and increasingly volatile business environment. While most studies depict him as a transformational leader, he also exhibits some subtle characteristics of the transactional leadership style. For instance, the CEO is highly invested in normal operations and business functions, which has deterred him from dealing productively with change and increasing his organization’s resilience during change. There is a consensus that Zuckerberg’s leadership attributes are consistent with the transformational leadership style. He inspires, motivates, challenges, and considers the needs of his employees. In this regard, he should retain this leadership style to position his company at a more strategic position in the market.
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