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With reference to theories and practice to what extent do you agree with the statement “A Manager can be a leader but a leader cannot be a manager”
Leaders and managers play fundamental role in directing an organisation towards the right directions. However, in the managerial department, managers and leaders, although they play different roles in an organisation, they might sometime portray some similar skills and abilities for the purpose of ensuring that employees engage fully to their tasks and ensuring that processes and activities of an organisation are well managed. This essay is therefore going to undertake two tasks. The first task will be evaluating the extent to which I agree with the statement “A Manager can be a leader but a leader cannot be a manager”. Under this task, I will use various theories including … while incorporating four business examples to support my argument. In the second task, this essay will describe various personal and employability skills I would deploy to manage, by getting people to do what needs to be done, and lead, by getting people to want to do what needs to be done.
Task One
The statement “A Manager can be a leader but a leader cannot be a manager”, Portrays the different roles through which a manager and a leader play which are not interchangeable. The statement describes that a manager can engage in managerial roles and at the same time be a leader. On the other hand, the statement does not agree with the concept of a leader becoming a manager. A manager is basically an individual whose main role is to control resources and optimise processes. A manager is responsible for ensuring that everything in an organisatiion works smoothly (Luthans et al., 2019). On the other hand, a leader is an individual who naturally, inspires and empowers people to work together and harder towards a common objective (Sivarat et al., 2021). It is clear that being a manager is something that people go to school to get and therefore get jobs aligning to that specific role. However, being a leader comes naturally (Sivarat et al., 2021). The statement therefore insinuates that a manager can have the managerial skills and competence achieved from school among other places but at the same time they can have natural leadership abilities of motivating individuals to work towards the same goal. With this knowledge I concur with this statement because of reasons described below. 
Transformational leadership theory concurs with the statement “A Manager can be a leader but a leader cannot be a manager”, in that it helps organisation leaders and management to adapt to changes by inspiring and motivating employees to reach a specific goal (Siangchokyoo et al., 2020). This theory is basically directed to the managers and the top officials of organisations who are responsible for ensuring that the organisation moves in the right direction through planning, organising, and controlling resources to achieve organisational objectives, focusing on tasks and processes. However, transformation leadership theory advocates change in the organisation where by although managers should stick to the managerial roles, they should be able to have the leadership skills which mostly involves motivating and inspiring employees in order to reach a certain organisation goal (Kwan, 2020). 
An example is Elon Musk, the CEO of Tesla Motors and SpaceX. Although Musk is more of a manager, he also exhibits leadership skills. The main role of Musk is to manage the day-to-day operations in his organisations as well as overseeing strategies and decision making in resource allocation in these companies (Khan, 2021). However, Elon Musk as transformation leadership suggest, Musk does not stick to the managerial duties alone but changes to a visionary leader who is known to inspire his teams to work towards the goals and objectives of the organisation (Khan, 2021). 
The second example of how transformational leadership theory helps managers to change to leaders is the case of Indra Nooyi, the former CEO of PepsiCo. Indra Nooyi exhibited both leadership and managerial skills (Harriott et al., 2023). Through his leadership skills, Indra Nooyi was able to transform PepsCo through expanding its product portfolio and focusing on healthier options. This was achieved through motivating and inspiring his teams as well as idealised influence which helped the team to achieve this goal. Additionally, Indra Nooyi exhibited strong managerial skills whereby she was able to efficiently run the company, optimise supply chain and at the end achieve positive organisation performance (Harriott et al., 2023). 
Another theory that can be used to describe the statement is the authentic leadership theory. Authentic leadership theory is a leadership theory which advocates for managers to act real, genuine and in a sincere way in order to be able to inspire employees through installing trust, loyalty and therefore strong performance (Gardner et al., 2021). This theory therefore integrates the behaviors of a leader in a manager whereby, a manager should portray some leadership behaviors like being trustworthy and loyalty, which in turn motivates and inspires employees to perform better (Einola and Alvesson, 2021). 
For instance, Satya Nadella became the CEO of Microsoft in 2014 and brought authentic leadership style with him. Although he is still the overall manager of Microsoft, Nadella has been able to build a cultivated environment of trust and empowerment which in turn promotes collaboration, inclusion and openness (Prakash et al., 2021). Through the emphasised culture of trust by Nadella, the leadership approach has been critical in encouraging employees to have a growing mindset which helps them to take risks and learn from failures. Through this, Microsoft has been able to perform even better (Prakash et al., 2021).
Another example of how authentic leadership transforms managers to leaders is the case of Mary Barra the CEO of General Motors (GM). Mary Barra has been a successful authentic leader at General Motors. Mary Barra studied MBA and this makes her a manager by profession (Leavy, 2023). However, she does not want to stick on managing the process among other managerial duties at General Motors but wanted to be part of change in the organisation (Leavy, 2023). Through her authentic leadership style, Barra was able to instill transparency and accountability in the organisaiton following the ignition crisis at General Motors. Through her authentic leadership style, the company started to practice open communication and employee engagement was enhanced. This therefore enhanced the performance of the company through good management and leadership portrayed by Mary Barra (Leavy, 2023). 
To conclude, it is clear from this essay that, all top managers in the globe must at some point exhibit leadership abilities in order to enhance the performance of the employees and the organisation. The examples described in this essay describe that effective managers must possess leadership skills. It is therefore clear, that the statement “A Manager can be a leader but a leader cannot be a manager” is as a result of the situation whereby managers can naturally be born as leaders or be forced by situations like the desire to improve the performance of the employees. In this instance, managers are forced to become leaders in order to achieve these goals.
Task Two
As a leader or a manager, there are various employability skills that are required in order to achieve a certain goal. These skills and abilities dictate how one is able to handle employees, motivate them and therefore inspire them to work towards reaching specific organisation objectives. This section is therefore going to describe personal and employability skills I would deploy to: Manage, by getting people to do what needs to be done, and Lead, by getting people to want to do what needs to be done.
A. Personal and employability skills I would deploy to manage, by getting people to do what needs to be done
Communication skills are vital skills which I would deploy to manage, by getting people to do what needs to be done. Communication skills are important managerial skills when it comes to managing and controlling people to ensure tasks are done in the right way. Effective communication will include listening to employees, clearly stating the expected outcomes, goals and thereafter providing constructive feedback to the employees (Coffelt et al., 2019). I can therefore deploy the effective communication skills to get people to do what needs to be done through motivating and inspiring my team to fulfil their responsibilities. For instance, when in a team meeting, I would make sure I communicate the desired outcome of a given project, assign specific tasks to specific people, and effectively address any question raised by team members. Through the open and transparent communication, my team would be able to understand their basic roles and responsibilities and therefore reduce any chances of misunderstandings and misinterpretations. 
On the other hand, leadership skills play a fundamental role in ensuring that managers get people to do what needs to be done. First, as a manager, it is important to lead a team by example in order build and inspire confidence and trust within the team (Zheng et al., 2020). In my case, I can practice leadership skills to get people to do what need to be done through first, being approachable and supportive. Through adopting to these two aspects of leadership, I can be able to create a positive working environment whereby each member of the team feels valuable and motivated to perform their best. Consequently, I would utilise my leadership skills to divide tasks appropriately by considering strengths and weaknesses of the team members. Lastly, in a specific task, I would offer assistance in order to provide additional human resource to the project. Though this, my team will do what needs to be done because of my investment in the project and my sense of companionship within the team.
Another skill that I would deploy to manage by getting people to do what needs to be done is problem solving skills.  Problem solving skills help managers to find solutions to uncertainties which might arise when working on a project. These uncertainties or challenges might come as a result of conflict among team members or other strategic problems within a project (Rahman, 2019). Using my problem-solving skills, I can be able to identify any impending challenge or obstacle that might prevent my team from reaching the objective of a project. I can therefore solve the challenge before it erupts causing more damage to the project. Through my proactive and strategic problem-solving abilities, I can be able to reduce any destruction that can prevent my team from achieving their projects goals. For instance, if a team member is not able to meet the deadline because of unavoidable circumstances, I can distribute the remaining work to other team members to solve the problem. Through this, my team will do what needs to be done as a result of my ability to adapt in various challenges and coming up with decisive decisions.
A. Personal and employability skills I would deploy to Lead, by getting people to want to do what needs to be done.
I can utilise emotional intelligence to lead by getting people to want to do what needs to be done by understanding the emotional needs of my team, and recognising their strengths and weaknesses (Görgens-Ekermans and Roux et al., 2021). Through emotional intelligence, I can be able to emphasise to my team the importance of the project not only to the organistion but also to them. For instance, in a project where a company is shifting towards sustainability, I can emphasise to my team that sustainability is not only going to help the company get more customers but also going to enhance their health. Therefore, by understanding emotions and motivation of my team, I can be able to inspire them to want to do what needs to be done.  
Being a team player on the other hand is a skill that can help me to lead by getting people to want to do what needs to be done. Basically, being a team player entails having the ability to interact with other members in an organisation in order to achieve a specific goal (Calanca et al., 2019). For instance, I can utilise my team playing abilities in an instance when I am leading a project and one of my team members is overwhelmed and lacks motivation. In this instance, I can utilise my team playing skills to interact with the team member, motivate and inspire him or her as well as helping them where they find difficulties. Through this concern, the members can be inspired to want to do what need to be done in that particular project. 
How the development of these skills would improve individual and organisational performance
The development of these skills would lead to individual and organization performance. For individuals like managers, the development of these skills means that they would be able to get work done in a smooth and more efficient manner. For instance, by using effective communication to assign duties to employees, and motivating them to do the work to achieve a certain goal, then the managers can achieve their managerial performance goals. On the other hand, the development of these skills helps employees to work while motivated and inspired and therefore the quality of work they deliver is always top-notch. With managers and employee’s performance improved, it therefore insinuates that the overall organisation performance is also boosted since employees and managers performances are directly proportional to organisation performance. 
Conclusion
This essay has evaluated the statement, “A Manager can be a leader but a leader cannot be a manager” and concurred with it because in most cases, managers are either born as leaders or they are forced to become leaders for the purpose of inspiring employees to reach specific organisation goals. On the other hand, various employability skills that can be used to manage, by getting people to do what needs to be done include; problem solving, leadership and effective communication skills. Lastly, various employability skills that can be used to Lead, by getting people to want to do what needs to be done include; emotional intelligence and team playing skills. 
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