	



[image: ]
	What makes a Great Leader?



	

	November 19th 2021



Emergent Leadership Skills BMSW6101_SWANSEA
Authored by: Anita Kis 
                1806311



[image: logo-placeholder]

       Leadership is the key of success for every business. Only effective leaders can bring success for businesses’, but also inspire and motivates the employees to achieve a common goal. The purpose of this essay is to critically analyse Mark Zuckerberg’s traits, leadership style and also his strategy and improved performance based on his company’s success since the beginning until today. In this essay will be discussed the following subjects: Mark Zuckerberg’s background, his leadership style’s impact on the company, his leadership traits and style implemented into theories and models such as, Kurt Lewin’s style of leadership, French and Raven’s form of power and also McGregor’s theory of X and Y. At the end of this essay a personal leadership style reflection will be discussed based on leadership questionnaires and also will be evaluated that how could the result bring success to a company. 
      Mark Zuckerberg was born in New York on 14th of May 1984. He is a self-taught computer programmer, who already showed interest in this field at his earlier age as at the age of 12 he created an inter-office messaging program for his fathers’ dental practice. Later, at age 19 he enrolled at Harvard University, where along with other friends he created a social networking site, available at the beginning only for Harvard students and later it became the well-known “The Facebook”. According to Catherine Gray (2021), the CEO of Facebook dropped out from Harvard after Facebook went live for the public in 2004 and reached 1 million users in a short time and he became a billionaire at the age of 24. Nowadays, according to Christopher McFadden (2020), Facebook has billions of monthly users and it made Zuckerberg one of the richest man in the world. The social networking company employs over 10.000 staff members along with its CEO and its net worth is approximately $528 Billion. 
       The success of his company is related to his traits and also his leadership styles.
Mark Zuckerberg's dedication to his job and desire to see it help other people is impressive. He has been able to stay focused on building a product that fulfils his mission by holding his objective in mind. As he said, Facebook never meant to be a company, he just wanted to achieve his goal, to create a more united and open world and to bring people close. (Staff, 2017) He feels that having a brilliant team is all that is considered very important and he understands that a leader cannot establish a successful organization on his own and the leader must understand how to cultivate the correct relationships with individuals. He believes that for success, the leader must hire employees who are the best in their field and they share the same vision. In 2008, he hired Sheryl Sandberg, Chief Operating Officer of Facebook because they share the same values, commitments, mutual respect, and trust. (about.facebook.com, 2021) Moving quickly is a character characteristic that has allowed him and his colleagues to produce more work and learn more quickly. The notion here is that if you're not destroying something, you're probably not going fast enough. He believes that most businesses decelerate after a while because they were too frightened to think big or too fearful to make errors. That’s why he achieved his goals in 10 years which took 30 to other leaders. (Staff, 2017) Mark Zuckerberg feels that his success now is due to his flexibility to adapt. He considers his users' feedback and responds appropriately. Zuckerberg believes in both qualitative and quantitative user feedback and also made several improvements to Facebook in response to user input and experience. 
      When it comes about his leadership style, he doesn’t believe in the traditional hierarchy approach and he believes that using one leadership style is far from enough to be a great leader and that’s the reason why he is apparently using multiple leadership styles. According to Kurt Lewin, a leader's leadership style is how he provides guidance, implements plans and motivates others. For this purpose, in 1939 he defined that there are 3 main leadership styles: Autocratic, where leader with an authoritarian personality imposes processes and procedures and leads the work of the team without seeking significant feedback from them. An authoritarian-led group would be required to fulfil their responsibilities under strict monitoring. Researchers discovered that students were less creative under authoritarian leadership, but they have been still efficient. Although authoritarian leadership may seem harsh, it does have its uses: it is best used when there is limited time for collaborative decision making or when the leader possesses experience that the rest of the group does not. When authoritarian leadership extends into areas where it is unnecessary, it can produce unhealthy cultures in which members are the "nice people" and dominating leaders are the "guilty ones." Democratic, when leaders who use the interactive leadership style provide advice to the team as well as involvement in decision making, but they have the final word. Democratic leaders makes their team feel like they're a part of a team, which fosters group commitment. Lewin's study discovered that the democratic leadership style produced the best outcomes with the students and their creative activity. They aren't quite as efficient as the authoritarian students, but their work was of better quality. The democratic style has several disadvantages as democratic leadership can lead to communication breakdowns if positions inside the team are uncertain. Poor judgments may happen if the team is not proficient in all aspects in which they are making those decisions. Laissez-fair, when leaders that use the laissez - faire leadership style are hands-off. They provide little or no direction to their team and allow decision-making towards the team. A delegative leader will offer the knowledge and skills necessary to finish a project and will take accountability for the team's behaviour and choices, but control is essentially transferred to the team.  Lewin and his colleagues discovered that the students attempting to finish the creative project under the laissez - faire leader were the least effective. They also put additional expectations on their boss, have been unable to perform alone, and cooperated occasionally. The laissez - faire model is well suited to a team of extremely trained individuals, and creative teams frequently desire this type of independence. This technique, on the other hand, does not function very well with a team that lack adequate abilities, enthusiasm, or attention to timelines, which can result to inadequate productivity. Later, in the 90’s, Bernard Bass completed Lewin’s model by adding new leadership styles, such as transactional and transformational leadership styles. Transactional leadership is a collection of actions that entail a flow of information with leaders and the followers and cope with day-to-day duties (Bass, 1993). Transactional leadership is concerned with the day-to-day duties that must be completed. In compensation for productivity and overall completion, the leader gives subordinates with guidance, tools, and incentives. Although, the followers respect and are motivated to take action, however, transformational leadership goes a little bit further and demands innovative thinking from a leader, as well as individualized attention, in which a leader picks out members and gives extra motivation. Transformational leaders inspire and educate by sharing a common picture of the future. They communicate clearly. They motivate their team by expecting the best from everybody and holding themselves responsible as well. Apparently, Zuckerberg is combining all the 3 leadership styles. He is using the autocratic leadership style as he always give clear commands and have demands to his employees to finish their assigned work, but also, according to the Financhill’s blog (2020), his autocracy style is present even in making decisions without consulting the Board of Directors of the company. He also demonstrates his democracy style by including employees in decision making and he is also open for feedback. He doesn’t make difference between employees and executives as he is talking with the same respect doesn’t matter of position. (Financhill, 2020)  His Laissez-fair style is demonstrated by his treatment of his employees as they are involved in every decision regarding to the company and more than that, the employees are motivated and are encouraged to give feedback before decisions are made. According to Headspace (2019), he also proves his respect for his employees but also won the trust of his employees as he demands to be considered a regular worker like every employee and not their boss. Thus, Zuckerberg is considered mostly a transformational leader, as he stimulates and inspires employees by setting clear objectives of Facebook's development. Rather to just defining goals, he specifies each action required to reach those goals. He possesses innovative thoughts as well as daring confidence. As a result, he is the sort of leader that employees want to follow. He is fascinated and passionate about what he does, how he does it, and how he can always improve. Open communication is essential in creating trust and managing any sort of team. Zuckerberg has been available to his employees since the beginning. He wanders the halls, chats to staff, asks questions, and tries to get to know everybody. Zuckerberg has created Facebook among the most popular corporations in the world via invention and problem-solving. (Financhill, 2020) Although, he is considered the one of the best leaders and also an example for other leaders, his styles of leadership could have a negative impact on the future of his company. When his autocratic personality is dominating the decision making process without consulting the other executives could be harmful for the company as a bad decision can cause major damages not only on the company’s reputation, but also can be dangerous for all of the social network users as the company hold confidential information about every user. Recently, according to Danner (2021) internal documents has been made public, which demonstrates that Zuckerberg is aware of privacy issues, but he refuses to fix it. Critics are claiming that he is much more preoccupied on making changes at the company, such as rebrand the company to META and getting the company on the next level and transforming the social network platform into a complete meta-verse, which according to his vision, will be a complete virtual universe. Facebook also has been criticized because of the high presence of bullying which would be also the CEO’s attribution to adhere with the complaints and at least make a plan to decrease this issue. In 2016 has been the same situation about terrorism and misinformation, when he claimed that he demanded to stop this issue and also that he decreased it by 95%, but later documentations proved that only 5% has been decreased because he has been concentrating on other projects within the company, but also misinformation remained the same issue even years later. As a result of his decisions, employees and executives are having doubts about his management, as recent sources shows that they are considering that the future of the company would be more successful without him as a CEO. (CNN, 2021) Another drawback of his leadership style could be that he never had an employer, as he became his own boss at a very young age. According to Sarah Todd (2019), writer of Quartz at work, his lack of judgement in the past and present may have rendered him more vulnerable to two pathologies connected with unrestrained authority, according to Sutton: dominance poisoning and ethical licencing. Zuckerberg has been widely criticised for refusing to show enough compassion for those harmed by Facebook's policies on problems ranging from privacy and regulation to misleading information and even genocide. According to Sutton, another recurrent difficulty for Zuckerberg is the issue of ethical licencing. According to psychological study, persons who believe they have done something good in the past may grant themselves licence to act unethically in the present. Indeed, Zuckerberg has demonstrated a proclivity for this type of thinking, as he got people virtually close and they are happy and grateful for that, but he doesn’t pay too much attention to their privacy. By these 2 characteristics, he is also teaching his employees to behave like him and to be like him. The experience of working for a boss, especially a terrible one, may have given Zuckerberg more conscious of the manner in which moral licencing may take root.
      Mark Zuckerberg’s type of employees motivation is related to McGregor’s theory of X & Y as discussed in his leadership style, he knows well how to motivate his employees. Theory X basically implies that the major source of employee motivation is financial, with stability coming in a close second. Theory X allows for either a harsh or sensitive approach to achieving outcomes. The majority of individuals lack ambition, have no enthusiasm for responsibility, and prefer to be guided.
Most people lack the ability to think creatively when it comes to solving organisational challenges. In complete contradiction to Theory X, Theory Y management recognises that higher-level wants such as esteem and consciousness are continual and, for the majority of individuals, never totally fulfilled. As a result, it is through these higher-level demands that employees may be most motivated. Mark Zuckerberg is a proponent of Theory Y. Zuckerberg pushes his employees to be innovative, but also, he does not want them to be afraid of failing. Zuckerberg recruits individuals with the intention of exploiting their skill set to improve Facebook. Zuckerberg is hands-on, yet he still gives his employees authority. Thus, the employees are happy to work with him, claims the Headspace (2019), recent news shows that soon enough his employees will not be motivated as they were. Their trust has been compromised and this could impact his relationship with his employees.  
      We may define leadership as the capacity to persuade others to do what you would like them to do. Leaders at work utilise several sorts of power to engage people in this manner. French and Raven investigated this occurrence in the field. They recognised six types of power that may be used to influence others: legitimate, reward, coercive, informational, referent, and informational. Each of French and Raven's Forms of Power must be obtained before they can be applied, and the many forms of power are obtained in multiple ways. Coercive power is the act of compelling somebody to do something against their own will. This is frequently accomplished by having the ability to penalise someone for disobedience. Coercive power will only ever obtain cooperation in others; it could never bring to someone above a minimal level of performance. It also frequently produces animosity and, if utilised excessively, leads to individuals leaving. This power can be exploited, so be cautious. Giving someone something in exchange for something is what a reward entails. This is nearly the opponent of coercive. In general, compensation, like compulsion, only achieves obedience. Reward typically impacts people's work just until a reward is earned, after which there is no continuous motivation. Some incentives are more personal, such as a heartfelt "thank you," and they may be really effective. The effectiveness of incentives dwindles with time, and receivers may begin to regard them as rights. Power generated from a position or a set of formal ties is referred to as legitimate power. Leaders in hierarchies, as well as chosen authorities, have legitimate power. People are affected by legitimate power, and they will do as they are instructed owing to societal and workplace regulations. Legitimate power, on the other hand, is ephemeral. When a person loses their position, they frequently lose their power. Expert power is derived from a person's expertise. Their degree of talent, competency, and experience contribute to their credibility and ability to influence others. Expertise is obtained only from personal characteristics and is completely independent of a position in an organisation. Expert power only lasts as long as an expert continues to produce positive results and is not operating just for personal advantage. Becoming appreciated and recognised as an individual confers referent power. It is based on a person's perceived value, worthiness, or charisma. The capacity to manage the flow of information required to complete tasks is the foundation of informational power. It is frequently generated from having access to sensitive knowledge that others are unaware of.
In an increasingly information and data-driven society, informational power may be extremely powerful. As a results of researches on his traits and leadership styles, Zuckerberg’s form of power can be defined firstly as reward and referent power as he recognizes employees achievements and he is rewarding them and also he want to know his employees personally, secondly as expert power because he is not just the CEO of the company, but also a regular employee as he is known as a computer programmer and he is present on the day-to-day tasks and not at last, information power as he holds and has access to so many information not only about his employees, but also about every person using his social media platform.  Along with all these powers he also has an attempt of coercive power as he is forcing employees to do not concentrate on the existent issues but they have to be focused on new projects. Also Shannon Bond’s article demonstrates that after Donald Trump’s post on social media about George Floyd’s murder his employees asked him to remove the post, but he defended the author and as a result his decision made his employees to join to the protestant. Zuckerberg doesn’t punished his employees for this action, but he also refused employees paid time-off applications for this purpose. On the other hand, he is not a fan of traditional hierarchy, but in his actions is a presence of legitimate power. Sometimes he is taking advantages from his position, especially when it comes about decision making and he refuses to consult with other executives. 
    I would describe my leadership style as democratic. I enjoy delegating tasks and taking the responsibility to lead within projects, but I am also involved in every day-to-day task. I like to take the responsibility of my actions, but I am always considering my team’s opinion as well. I like to be considered mostly as a team member, rather than a lead. I enjoy working as a team and I am a good listener, who always strives to make a great work environment for every member even under pressure. An example as a lead is when shipments were missing and the delivery truck has been in late to deliver. There was only 10 minutes to gather all the shipments and bring them to the truck. I stepped up as a lead and delegated task for each team member: two to pick the items, one to pack them, one to ship them and I took them to the truck. As a leader I considered every member’s abilities, who has abilities to pick the items in a shortest time possible and also who has no experience I gave them other responsibilities such as pack or ship. I also considered team members who doesn’t like some tasks and I strived to do not force them to do what they do not want. My decisions made de situation to be successful, the tasks has been completed right on time and also the team members were grateful for considering their will. I like to appreciate team members and reward them for their efforts. In my leadership style I consider the most important to implement my traits, according to leadership questionnaires. My greatest traits are courage, as I am not afraid to take action as a lead, but I also consider fairness as well as important. By fair treatment I gain the respect of employees and they will follow my instructions without forcing them. According to my attitude, employees are more satisfied with their job and it increases their creativity. My employees will always know that they have an ear to listen, but my weakness is that I’m trying so hard to make it up to everyone that this cause sometimes disagreements within the team. It is said that a good leader has to have empathy and I consider that my attitude with my team members is mostly due to my empathy, but unfortunately sometimes they are taking advantage of this. I am a good communicator as listener, I can give clear instructions and that make the work easy for me and my team. According to my leadership style and traits, there are so many organizations with poor motivation and lack of communication with employees that I consider that my abilities would make a difference. In this challenging time, when robots are taking over the human work-force, I consider that organisation’s leaders must have more empathy for their human workers and they should appreciate the free-will and raw creativity instead of treating them in their autocratic way. In my opinion I would change organisations leadership style as they are more autocratic than democratic, as employees are mostly considered as numbers not humans. 
       In conclusion, despite the fact that Mark Zuckerberg is no longer wanted as a CEO of Facebook (newly META), he has beliefs and attitudes of a great leader, but he has made some bad decisions which could have been avoided by consulting other executives. He demonstrates empathy just by the fact that his goal was to bring people close and also how he is treating his employees. He demonstrated that nobody is perfect, but he also demonstrated that his passion could make the world different. He achieved his goals by taking risks and he is also following his dream driven by passion not by money. Regarding to my leadership style, I do have attitudes of Zuckerberg and he inspires me with his achievements. His passion for his dream to come true is admirable, but also easy to judge for his unethical behaviour.
As a result of this essay, it can be concluded that great leaders are born to be leaders, but they also need to develop their characteristics, gain experience and learn from their failure. Zuckerberg doesn’t seem to learn from his failure as old issues are still coming back and he is focusing only on the future. He is willing to take risks and ignore the present, even if today’s issues will led to no future for his company. I am also a human being and I believe that I am far from perfect and that’s what make me a good leader. I have the gift to motivate people and communicate with them, but I am also vulnerable in making decisions alone. In the future I should focus to combine more leadership styles to become a great leader without employees taking advantages of my empathy and also to be able to make decisions without any regret.      
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