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Introduction
Leadership dynamics greatly impact company culture. "Actions of a leader shape the culture within the organisation" captures leadership's importance in shaping a workplace, values, and customs. This essay will examine how leaders' actions and choices shape a workplace's identity and culture.  Effective leaders inspire, guide, and define a vision that resonates across the organisation, not just manage duties. Leadership shapes workplace culture by influencing common ideas, attitudes, and behaviours (Venus, Stam and Van Knippenberg, 2013). As explored, leadership and management are both important, but leadership may shape organisational culture. This essay will examine leadership's many facets and compare it to management to show how leaders shape culture. To demonstrate how leadership activities affect organisational culture, practical examples and academic research will be used. The purpose of this essay is to reveal major distinctions and similarities, revealing the suitability of various leadership styles in certain settings. This analysis will help us understand how leadership activities affect organisational culture.
Main Body
Effective companies depend on organisational culture, which is the shared values, beliefs, and conventions that govern how employees work together. It affects employee behaviour, decision-making, and company performance. Leadership shapes organisational culture. Leaders' actions, behaviours, and choices shape company culture. This essay will discuss how leaders' activities build an organisational culture and why leaders must understand and actively promote a healthy culture (Martínez‐Caro, Cegarra‐Navarro and Alfonso-Ruiz, 2020). An organisation's culture includes its beliefs, values, behaviours, and standards. The "personality" of an organisation affects how workers work, interact, and see the company's aims. Mission, values, leadership style, workforce demographics, industry conventions, and external influences form organisational culture.
Leadership Shapes Organisational Culture, Organisational culture is shaped by leadership. Leaders set the tone for staff behaviour and are role models. Their actions, choices, and communication affect employee morale, drive, and engagement (Szczepańska-Woszczyna, 2015). Effective executives realise the necessity of creating a healthy, inclusive culture that supports the company's goals. Actions that Shape Organisational Culture, example-setting leaders promote employee trust and credibility. Leaders who model the company's values integrity, openness, and accountability set an example. A CEO who constantly acts ethically and respects workers creates a culture of trust and integrity (Teece, 2012). 

Communication, Organisational culture depends on communication. Open, transparent, and consistent leaders foster openness and cooperation. They update workers on company objectives, changes, and advancements, encouraging belonging and purpose. Leaders who can't communicate or hide information might foster distrust and uncertainty. Empowerment and Autonomy, Leaders who empower and enable workers encourage innovation, creativity, and accountability. Empowering workers to make choices and own their work fosters pride in their efforts (Gobby and Niesche, 2019). Empowering people to take chances and try new things fosters a culture of continual learning and development. Recognition and Rewards, Leaders who acknowledge and reward workers foster a culture of gratitude. Feeling acknowledged for work boosts morale, motivation, and job satisfaction. Verbal praise, money, promotions, and professional growth are all types of recognition. Leaders who ignore employee contributions risk demotivating workers and fostering indifference. Conflict Resolution, Leaders' handling of workplace disputes may shape culture. Leaders who resolve problems quickly, constructively, and equitably promote a pleasant workplace. They promote respect and cooperation via open communication, active listening, and empathy. Leaders who ignore or mishandle confrontations may foster animosity, mistrust, and disorder (Miall, Ramsbotham and Woodhouse, 2017). 
Differences and similarities between leaders and managers 
Leadership and management are different but linked positions that contribute to an organisation's success. Both jobs entail leading people and attaining organisational goals, but their methodologies, priorities, and duties vary. This will compare leaders and managers, highlighting their responsibilities in the organisation (Nie and Lämsä, 2013).
Similarities 
Goal-Oriented, Leaders and managers prioritise organisational goals. While leaders determine the organisation's direction and vision, managers connect individual and team efforts to achieve them. Yukl (2013) states that both positions match individual and team efforts with organisational goals. Example: A software business wants to create a new product. The CEO leads the way in producing industry-changing software solutions. Project managers assign resources, break down this vision into tasks, and monitor progress to assure project success (Baktır, Özgövde and Ersoy, 2017). Decision-making, Leaders and managers make organisational decisions. While leaders make long-term strategic choices that influence the direction of the company, managers make daily operational decisions to keep it running smoothly. According to Mintzberg (1973), managers make operational choices about resource allocation and day-to-day operations, whereas leaders make strategic decisions about the organisation's direction and vision. Example: A retail company's CEO, working as a leader, chooses to add sustainable and eco-friendly items to fit changing market trends. As managers, store managers make inventory, pricing, and promotional choices to support this strategic decision. Communication, Leaders and managers must communicate expectations, criticism, and cooperation. Both jobs demand clear and honest communication to ensure workers understand their tasks and fit with the organisation's objectives (Satiani et al., 2014). A case study by Kotter (1999) showed how leaders and managers' excellent communication throughout a company-wide restructuring project helped workers grasp the changes and feel aligned with the organisation's aims. Example: A school administrator leads by communicating the school's goal of creating a supportive and inclusive atmosphere for learning to teachers. As managers, department heads convey this vision to their staff, guiding curriculum, student evaluations, and classroom management. People Management, Hiring, training, and managing employee performance fall to leaders and managers. Both positions entail supporting, coaching, and guiding workers to help them thrive and help the company prosper. Luthans et al. (2008) emphasised people management in both positions (Zhang et al., 2015). Example: Leading a charity, the executive director establishes the aim of giving education to impoverished children. As managers, program managers recruit volunteers, arrange training, and assess volunteer performance to guarantee educational program meme success.
Problem-Solving, Managers and leaders are good at detecting and solving organisational issues. They analyse, solve, and execute ways to overcome challenges and achieve organisational objectives. Example: A retail company's CEO, acting as a leader, decides to diversify the company's products to attract new consumers due to dwindling sales. Sales managers handle new product launches by creating marketing campaigns, working with suppliers, and monitoring consumer response. Judge et al. (2004) found that technology company managers focused on feasible and based on data solutions to immediate problems, while leaders were more visionary and innovative.
Differences
Vision vs. Execution, Leaders establish a compelling vision and inspire others to accomplish it, while managers execute it. Visionary leadership motivates and unites workers, according to Kouzes and Posner (2002). Example: Steve Jobs, Apple Inc.'s co-founder and former CEO, is lauded for his visionary leadership, which made Apple one of the world's most inventive and successful firms. Jobs' replacement as CEO, Tim Cook, is noted for his operational acumen and concentration on implementing Jobs' vision, propelling Apple's development and success. Innovation vs. Efficiency, Leaders promote creativity and innovation, while managers target efficiency and optimisation. Drucker (2006) emphasises managers' responsibility for optimising processes and resources for efficiency and productivity (Hienerth, Von Hippel and Jensen, 2014). Example: Elon Musk, Tesla and SpaceX CEO, is recognised for his creative leadership and tireless pursuit of innovation in electric automobiles and space exploration. SpaceX's president and COO, Gwynne Shotwell, manages the company's daily operations to achieve Musk's lofty goals.
Control vs. Inspiration, Leaders excite people with their vision, passion, and charm, while managers enforce standards and deadlines. According to Avolio et al. (1999), leaders who transformed into financial services businesses motivated colleagues with their passion and excitement, promoting commitment and engagement (Boaz et al., 2018). Example: The "I Have a Dream" speech by Martin Luther King Jr. motivated millions of people to support the civil rights movement and fight for racial equality. Managers, civil rights organisers, and activists organised demonstrations, managed logistics, and mobilised resources to support King's vision and advance civil rights. Long-Term vs. Short-Term Focus, Managers concentrate on daily operations and urgent goals, whereas leaders focus on the organisation's long-term goals and ambitions. Drucker (1999) found that industrial managers develop short-term action plans and allocate resources to meet urgent goals. For instance, Amazon founder and former CEO Jeff Bezos is recognised for his long-term vision and willingness to invest in creative enterprises with growth and profit potential. Bezos' successor as Amazon CEO, Andy Jassy, manages the company's daily operations and ensures Bezos' long-term vision is implemented. Change vs. Stability, Leaders embrace shifts and alter the organisation, whereas managers want stability and continuity. Burnes (2004) found that healthcare transformational leaders led change projects and mobilised people towards a common vision of organisational transformation. In contrast, Kotter and Schlesinger (1979) found that managers reduce change resistance and preserve stability amid uncertainty (Segarra and Ribeiro, 2016). For instance, former PepsiCo CEO Indra Nooyi changed the company's product line and culture to react to market developments. Laguarta, Nooyi's successor as PepsiCo CEO, must maintain operational stability and pursue Nooyi's strategic ambitions.
Despite their similarities, leaders and managers have different methods, goals, and duties in the organisation. To exploit the talents of managers as well as leaders and establish a dynamic and effective team of leaders that drives organisational success, organisations must understand these differences. Recognising the complementary nature of management and leadership helps organisations develop, innovate, and succeed (Doran and Ryan, 2017). 
Comparison of Leaders and Managers
Leaders
Vision, leaders motivate people to achieve the organisation's vision. They inspire and guide the organisation's strategic objectives with a clear future vision. Innovation, Leaders promote experimentation and risk-taking by encouraging creativity and innovation. They encourage workers to experiment and try new things (Choo, 2013). Inspiration, Leaders encourage others with passion, enthusiasm, and charm. They inspire followers by setting an example and helping them reach their potential. Leaders concentrate on the organisation's long-term objectives and ambitions. They predict trends and obstacles to help the company succeed. Change Management, Leaders guide organisational transformation and inspire staff to adopt new methods.


Managers
Execution, Managers turn leaders' visions into action items. Through resource allocation and coordination, they accomplish organisational goals. Efficiency, Managers streamline procedures and maximise resources to achieve excellence in operation. Productivity and cost-effectiveness are prioritised for short-term goals (Koenig et al., 2014). Control, Managers supervise tasks to ensure they meet standards and deadlines. To provide operational control and uniformity, they implement organisational rules. Short-Term Focus, Management focuses on daily operations and immediate goals. To achieve internal deadlines, they prioritise short-term outcomes and performance indicators. Stability, managing change resistance, and providing stability amid uncertainty. They monitor risks and disruptions to ensure operational continuity and organisational resilience.
Detailed Discussion
Vision, Leaders create a compelling vision for the organisation, such as innovating the industry or leading in sustainability. Employees are guided by this vision to achieve long-term strategic objectives. However, managers create concrete plans and tactics to implement leaders' vision. To execute the vision, they set goals and assign resources (Svensson et al., 2013). Innovation, Leaders encourage imagination, experimentation, and risk-taking in personnel. They encourage fresh ideas and enable people to find creative solutions. In contrast, managers prioritise efficiency and optimisation to maintain smooth operations. To meet short-term goals, they maximise output and minimise waste. Inspiration, leadership inspires people with their passion, enthusiasm, and charm. They model the company's ideals and ambitions. These traits help leaders gain followers' trust and motivate them to perform well. Managers oversee projects to guarantee quality and timeliness. Their job is to enforce company regulations and keep operations running smoothly. Long-Term concentration, Leaders concentrate on the organisation's long-term objectives. They foresee future trends and difficulties, directing the company to success. Managers prioritise daily operations and short-term goals. Prioritising short-term achievements and performance measures helps them fulfil organisational deadlines. Change Management, Leaders inspire staff to adopt new ways of thinking and functioning. To rally workers behind a common future, they emphasise change and urgency. In uncertain times, managers manage change opposition and preserve stability (Hayes, 2018). For organisational stability and resilience, they manage risks and disturbances and maintain operations. Managers and leaders contribute to an organisation's success in several ways. Managers prioritise efficiency, stability, and execution, whereas leaders inspire, innovate, and define a compelling vision. Understand these distinctions and use the abilities of both leaders and managers to develop a dynamic and effective leadership team that drives organisational success and fosters excellence (Anitha, 2014).
Conclusion
Leaders and managers demonstrate the delicate balance between visionary leadership and operational execution. Both jobs focus on goals and managing people, but their choices, communication, and problem-solving styles vary. Leaders inspire change and transformation with their vision, ingenuity, and charm. Leaders establish the vision, while managers prioritise efficiency and stability in daily operations. Organisations must understand and use the capabilities of leaders and managers to solve difficult problems, succeed, and promote excellence. Recognising the complementary nature of management and leadership allows organisations to develop a dynamic leadership team that can guide the organisation towards its strategic objectives while managing daily operations (Longo, Nicoletti and Padovano, 2017). Good leadership and management create a good workplace, boost employee engagement, and help the company develop and succeed.
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