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[bookmark: _Toc122543017]Introduction 
Leadership is a process that involves using non-coercive influence to determine the culture of an organization, set its goals, and encourage the team to achieve those goals (Young, 2019). A crucial management skill is an ability to motivate and lead a team of employees towards attaining a similar aim, known as leadership. Emphasis is given to the training of employees, fulfilling their requirements, and improving their skills. The growth of employees' motivation and satisfaction, morals and values should be a priority for managers having leadership roles and developing their skills. This approach will help employees accomplish their goals as they are a crucial part of an organization. Employees will be forced to express themselves and be flexible to new and better ways and environmental changes. As mentioned in Akparep, Jengre and Mogre (2019) direct cause-and-effect relationships exist between leadership and organizational performance. Cultures, beliefs, employee motivation and openness to change are all determined by leaders. They impact corporate plans, comprising how they are performed and how best they perform. It should be stressed that leaders are not restricted to leadership and can be found at all organizational levels. Though, all successful leaders share a specific quality. They apply influence over others around them to get the best out of the company's resources, as it is a most significant and costly resource (İşcan, Ersarı and Naktiyok, 2014). Only companies with a suitable style of leadership can achieve and tend to continue with this organizational achievement. 
[bookmark: _Toc122543018]Overview of Google
Google is a leading provider of web-based services, tools, online programs, and software for computers. It is a developer of product development and marketing for services like Android, Google Play, and other online software. The particular needs of different international consumers are being met by its cloud-based computing, search engine optimization and email services. The company's control of the Internet, computer software and hardware can be attributed to its goods and services. One of the most successful companies in the world today is Google since it provides the best services to its international clients (Ghasabeh, Soosay and Reaiche, 2015). Google is considered one of the few tech-based organizations maintaining the world's fastest growth rates. Around half of all worldwide search engines are managed by Google.
Moreover, according to Brickley, Burgess and Noy (2019) the general search engine and one of the best five websites on the Internet, with 28 billion monthly visits, 380 million users and more than 50% of accesses outside the United States. The knowledge used by Google is exceptional, as it can examine millions of users' and advertisers' data. Then, in less than a second, it links them with millions of potential advertisements and provides advertising messages closest to the search queries (Nyagadza, 2020). Google has a market share of over 70% for sponsored advertisements and a greater user click-through rate on commercials than Yahoo, ranging from 50% to 100%. Google changed its management techniques, reorganized, and retrained its team leaders to move away from business standards and achieve more leadership success. This led to lower employee turnover, satisfied workers, and improved output. This causes increased organizational performance and higher employee productivity (Zgrzywa-Ziemak, 2016). These leadership and management techniques used by Google still follow the basic principles of team management, though with a different goal. Both internally and externally, the positive and effective results of Google are related to the transformational leadership style of its CEO, Sundar Pichai.
[bookmark: _Toc122543019]Critical Evaluation
Effective cultural behaviours have arisen from the leadership style practised at Google. For example, leadership plays a major role in motivating employees to focus on their aims. They are also motivated to adopt the objectives and principles of the organization. Culture and leadership are two sides of the same coin and cannot be understood separately. In reality, a CEO greatly impacts Google’s organizational culture. The CEO of Google is more concerned about the demands and needs of every employee, their behaviour, and an appreciation of their employees. The CEO of Google considered that developing a friendly work environment and effective leadership could motivate more employees. It is correct that their emphasis is on creating an environment where employees can work easily, freely, and creatively (Mohiuddin, 2017). To help people become capable of displaying specific skills and talents, Sundar Pichai encourages the rule of diversification and the addition of several beliefs into the workplace.
Moreover, it may enable them to work well as skilled professionals. However, the co-workers of Sundar Pichai sometimes found themselves impromptu to meet the requirements related to their abilities based on performance-based standards worldwide. This will create a conflict between the leader and their followers because its employees might need to meet the set expectations. Therefore, a successful company cannot be attributed to a single star alone; it requires the intelligence of all employees. It greatly depends on the ability and skills to combine the minds of experienced employees. The basis of organizational culture is the way the leader manages these skills (Agarwal and Sisodia, 2021). Nobody can argue that an effective leader must establish a company culture to allow employees to reach their full potential. In a nutshell, I think that from the perspective of Google's organizational culture and transformational leadership style, Sundar Pichai should develop and create substitute creativity and innovation programs based on exceptional organizational goals because organizational culture is not only able to build an environment, but it also adjusts to different changing conditions.
[bookmark: _Toc122543020]Leadership experience and areas for development
A well-prepared plan is essential for a successful leader. It includes a plan for personal development as well as a plan for professional improvement (Rupprecht et al., 2019). In this part, I will identify a leader who will help me identify my leadership strengths and weaknesses, point out any areas that need improvement, and describe the skills and strategies I will use to become a better leader (Rahardja, Moein, and Lutfiani, 2018). In this part, you will also find a breakdown of the goals that need to be accomplished and the development for accomplishing them. The result will be a comprehensive leadership development plan that I can use to promote myself and the company or organizations I will be working in. The assessments in the book gave me a crystal-clear knowledge of the areas in which my leadership skills required improvement (Woods et al., 2020). Every exam made me stop, think, and evaluate how I manage different situations and how I might manage them in the future. Each scenario focuses on real-world applications that demonstrate the kind of leader I aspire to be and how I can become one. Highlighting the areas of strength and weakness in my leadership skills allows me to reach this goal.
[bookmark: _Toc122543021]Strengths 
A good leader should be able to direct their followers more effectively by using their skills. Many areas where I excel are obvious to me. I am quite organized, for example. Being well-organized is essential to a successful leader (Gilbert, 2020). Having a to-do list that I adhere to makes it much simpler to organize my day. It shows me the chores I need to perform for the day, so I can get them done. An otherwise disorganized circumstance is turned into some semblance of order thanks to the use of the list. They can rely on me to deliver crystal clear directions regarding the chores that need to be completed for the day. Sending out agendas for meetings, setting personal goals, and sending follow-up emails are all examples of this practice.
Because of this structure, we can keep track of our goals and responsibilities (Fransen et al., 2018). I will employ a structure like this in the business I am running. A team will perform better under a leader who delivers clear instructions. It can entail anything from providing meeting dates to sending out follow-up emails that tie together all the provided content. Having readily available, practical materials might motivate others to work toward the same goals (Hernandez, Khattab, and Hoopes, 2021). My subordinates and I shall work together to create and achieve each other's personal goals. In addition, I am well-organized, responsible, eloquent, task-oriented, decisive, confident, an effective planner, and a visionary, and I can effectively manage resources. These are just some of the many other strengths I possess. Since I am structured, I can create rules everyone can adhere to achieve the corporate objectives. In the workplace, structure fosters ties and a sense of cohesion. This kind of cohesiveness will be required for the group to be successful. If everyone has clear goals, we can all work together to achieve them. All of the other assets will complement one another.
Combining these skills will enable me to draw knowledgeable supporters eager to embark on the company's goals' road. I will also have to apply my resource management skills for this successfully. Simply put, this means making the most of my resources intelligently. Each person has something unique to offer, and I should value and celebrate these distinctions to help everyone feel important. These positive characteristics will strengthen our working connection since my subordinates will see that I am someone they can turn to for leadership and learn from. I want the people I lead to demonstrate the same traits as me to secure the success of the organization we represent.
[bookmark: _Toc122543022]Weaknesses 
I discovered my limitations by reading the literature and completing the exams. Knowing and accepting my shortcomings will only help me to become more effective in my role. I can see the areas I want to improve to lead successfully. The desire for improvement can be seen in several areas, including developing administrative abilities, enhancing interpersonal skills, and boosting self-confidence. I need help to win my subordinates' trust because I tend to focus more on my responsibilities than relationships. I need your assistance establishing a personal connection with them beyond our professional ties. It has historically been challenging to maintain those limits and that position of authority without compromising the ability to get to know individuals on a more personal level. I will make an effort to perform better here. The text emphasizes a distinctive, relationship-focused writing style. It refers to interacting with people instead of looking for tasks (Northouse 2012). Being less knowledgeable in some areas can lead to a lack of confidence. I become anxious when I believe others have more education or training than I do. My anxiousness shows up as a lower degree of self-esteem. This preconceived idea that sometimes others are better than me and vice versa may also affect my interpersonal skills.
[bookmark: _Toc122543023]Areas for Improvement 
Any effective leader should be able to identify areas for improvement. I will use this to concentrate on developing myself as a better leader. To be a successful and effective leader, I have determined the number of areas where change is required. Technical competence, interpersonal skills, communication skills, confidence, and an emphasis on people rather than just tasks are some areas that need improvement. Any effective leader should be able to identify areas for improvement. I will use this to concentrate on developing myself as a better leader. To be a successful and effective leader, I have determined the number of areas where change is required. To reduce confusion and ensure everyone on the team is on the same page, communication should be concise and well-considered, regardless of the medium.
People skills are interpersonal skills (Vasanthakumari, 2019). It merely refers to how I communicate with other people. I need to stretch myself to improve these abilities. A serious effort must be made to emphasize the individual more than the work. Make sure that each team member feels valued and valuable. It results from being aware of my emotions so that I may also understand how others are experiencing them. This understanding is referred to in the book as social perceptiveness. Being socially sensitive means understanding what matters to others, how they are driven, what challenges they encounter, and how they respond to change (Moldoveanu and Narayandas, 2019). Technical proficiency entails an in-depth understanding of tasks that require others to perform (Larjovuori, Bordi, and Heikkilä-Tammi, 2018). Being an effective leader requires this. Before visualizing change and creating objectives for followers, I must fully grasp the company. My ability to adapt and expand my knowledge will help me get better in this area.
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[bookmark: _Toc122543026]Sundar Pichai’s Leadership Style
Sundar Pichai, the CEO of Google, is known for his charisma as a leader. He is the CEO of Google, a company with a strong focus on its employee’s satisfaction and well-being. He has no doubts about interacting with his followers. Pichai manages Google in a way that inspires and instigates the employees. He is a leader whom the respect of his subordinates and has friendly, welcoming behaviour. One of his best leadership skills has always been his ability to motivate others and make them feel valued (Korejan and Shahbazi, 2016). His personality and modest behaviour have aided his career. The trait of a leader that motivates their followers to make them inspirational models is known as an idealized influence. Idealized influence develops values and principles that stimulate, make an impact, and give employees a sense of purpose. This type of leadership effect has an interesting personality trait. It promotes beliefs about what is essential in life.
Ramsey et al. (2017) identifies that transformational and charismatic leadership go side by side with each other. Charismatic leaders inspire others to feel assertive. Their assertion of a follower's enthusiasm to make noble choices and ability to achieve unexpected aims is an inspiring factor for transformational leaders and behavioural role-modelling. Leaders like Pichai, who believe in their team members, can accomplish huge targets. Those working under such successful leaders like Sundar Pichai possess a positive feeling of self-determination. His success has grown significantly. His effective leadership style motivated and counselled young people to aim higher in life to achieve big life goals. The best part of his leadership style is that he enjoys criticism and looks for suggestions to make those criticisms into positive acts.
Consequently, Google's team is controlled and managed by a confident leader who sincerely values their followers. In other words, he thinks that a good leader cares deeply about the people he leads and manages (Zoccoli, 2020). He is a fantastic team player because he inspires and empowers others. He believes in organizational growth and his growth. His plans for Google are very comprehensive and clear. The way he changes business performance and employee productivity determines how successful his style of leadership is. Hence, the best leader in the world is undeniably the CEO of Google, Sundar Pichai. He works as a brilliant teammate too. He values fostering a devoted workforce. Not just this, but he has created an innovative management approach. According to Shane (2018) the vision Sundar Pichai has for Google is inspiring. He thinks that a company's success is mostly dependent on its employees. He is a leading person in gaining the respect of his team, whether they are workers, partners, or clients. Thus, he is now a leader because of his keen passion for Google and believes that success depends on building and sustaining relationships. 
Transformational leadership allows its followers to meet high requirements like self-actualization and self-esteem needs and directly encourages employees to prioritize the demands of the company's goals rather than the individual ones (Cetin and Kinik, 2015). Leaders with ideal influence show increased care and concern for their subordinates and knowledge of the demands of their employees and develop a sense of spirit in taking group risks. While the motivational drive encourages followers to be more innovative and unique in their problem-solving methods, the stimulating drive provides a source of motivation to its subordinates and challenges them to achieve the desired aims. As discussed in Hansbrough and Schyns (2018) Transformational leaders prioritize their connections with their employees and demonstrate personalized care while fulfilling their requirements for empowerment, high self-efficacy, personal growth, and success. This will give the employees a sense of motivation and self-confidence, resulting in high performance. Though, not all of the traits that influence innovation are used by leadership styles. Regardless of their chosen leadership style, transformational leaders produced higher-quality results than autocratic leaders.


