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1. Introduction 

We explore the complex relationship between organizational culture and leadership actions in 

this essay. Leaders have a significant and varied impact on how an organization's culture is 

shaped. Leaders set the standards for the organization's norms, values, and behaviors by 

example. On the other hand, managers are vital to the implementation and upkeep of the 

culture that leaders have created. The purpose of this essay is to examine how managers and 

leaders behave, emphasizing the parallels and discrepancies as well as the effects on 

organizational culture. 
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2. Comprehending Management and Leadership: 

 Although the terms management and leadership are frequently used synonymously, they refer 

to different positions and responsibilities inside an organization. Leading entails encouraging, 

inspiring, and directing people towards a shared objective. Leaders' priorities innovation, long-

term planning, and creating a happy workplace.  

On the other hand, management entails organizing, planning, and directing resources to 

accomplish particular goals. It is the duty of managers to allocate resources, put strategies into 

action, and guarantee productivity and efficiency. 

3. Actions of Leaders: Shaping Organizational Culture: 

A. Creation of Vision and Goals: ** A leader sets challenging but attainable objectives and 

presents a convincing future vision. Leaders motivate individuals and coordinate their efforts 

towards shared goals by providing a clear and concise direction. 

B. transparency and Communication: ** Transparent and open communication is a top priority 

for effective leaders. By exchanging information, asking for opinions, and paying attention to the 

worries of staff members, they cultivate a culture of trust. 

C. Making Decisions and Solving Issues: ** In addressing complicated problems, leaders show 

good judgement and decisiveness. In order to promote a culture of experimentation and 

ongoing improvement, they support creativity and give employees the freedom to take 

measured risks. 

d. Ethics and Role Modelling: ** Leaders in an organization set the standard for moral conduct 

and honesty. Through modelling moral behavior and taking responsibility for their actions, 

leaders foster trust and advance an environment of honesty and morality. 

Leadership Actions and Organizational Culture: 

e. Individuals in positions of authority within an organization can engage in a broad range of 

behaviors and decisions that are categorized as leadership actions. By establishing norms, 

values, and expectations, these behaviors set the tone for the culture of the organization. For 

example, transformational leaders encourage and inspire their team members by presenting a 

compelling vision and encouraging creativity and innovation. Their actions foster a culture of 



4 
 
 
 
 

   
 

trust, risk-taking, and adaptability by emphasizing empowerment, collaboration, and continuous 

improvement. 

 Contrarily, transactional leaders place more of an emphasis on goal achievement and 

compliance while concentrating on contingent rewards and performance management. 

Transactional leadership can be useful in reaching short-term goals, but it can also encourage a 

rigid, micromanaged, and extrinsically driven culture. The organizational climate, which in turn 

affects employee engagement, satisfaction, and morale, is greatly impacted by the choice of 

leadership style.  

Comparing Leadership and Management Actions: 

f. It's common to see management and leadership as two separate but complementary roles in 

an organization. In contrast to management, which focuses on organizing, planning, and 

controlling resources to accomplish predetermined objectives, leadership is concerned with 

motivating and bringing people together around a shared vision. Different facets of 

organizational culture are shaped by managers' and leaders' actions. 

Setting strategic direction, encouraging innovation, and enabling staff members to reach their 

full potential are the main goals of leadership actions. Leaders foster an atmosphere that is 

favorable to learning and development by promoting independence, teamwork, and 

experimentation. Management actions, on the other hand, place a strong emphasis on 

accountability, coordination, and efficiency. To make sure that goals are met within 

predetermined parameters, managers set procedures, distribute resources, and keep an eye on 

employee performance. 

Notwithstanding these differences, a balance of abilities and dispositions is necessary for both 

management and leadership to be successful. Effective leaders need to demonstrate 

managerial proficiency in areas like resource allocation, communication, and decision-making. 

Similarly, in order to effectively engage and motivate their teams, managers must exhibit 

leadership traits like vision, inspiration, and empathy. 

4. Actions of Managers: Implementing Organizational Culture: 

a. Planning and Coordination: In order to carry out organizational strategies, managers create 

comprehensive plans and organize resources. They guarantee congruence between personal 

and collective objectives, thereby expediting the establishment of the intended culture. 
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b. Impact on Organizational Culture: Since they establish the tone, values, and conventions that 

direct workers' behavior and decision-making, leadership actions have a significant impact on 

the culture of the organization. Schein (2010) asserts that leaders create the rituals, symbols, 

and beliefs that characterize the culture of their organizations. They act as cultural architects. A 

leader who places a high value on openness and collaboration, for example, creates a culture of 

trust, while one who places a high value on hierarchy and control, on the other hand, may 

create a culture of resistance and fear. 

In addition, how leaders behave has a significant influence on how organizational culture 

changes, particularly in times of crisis or transition. Leaders can instill confidence and 

commitment in their staff by exhibiting resilience, empathy, and adaptability. This will help to 

create a culture that values creativity, learning, and development. (Cameron & Quinn, 2011). 

c. Influence on Planning: Visionary leadership that harmonizes organizational objectives with 

strategic targets and resource distribution is necessary for effective planning. When it comes to 

crafting a compelling vision, establishing precise goals, and organizing resources to reach them, 

leaders are essential. According to Kotter (2012), in order to make sure that planning efforts are 

both thorough and sensitive to shifting market conditions, leaders need to convey a sense of 

urgency and mobilize support for strategic initiatives. 

In addition, by encouraging a culture of experimentation and innovation, leadership actions have 

an impact on the planning process. Leaders can foster organizational agility and adaptability by 

incentivizing risk-taking, learning from mistakes, and rewarding creative thinking. These 

attributes are crucial in the quickly changing business environment of today. (Amabile & Khaire, 

2008). 

d. Impact on Coordination: Coordination in an organization is dependent on efficient 

communication, teamwork, and effort alignment between departments and teams. Leaders are 

essential in enabling coordination through the establishment of goals, roles, and responsibilities 

that are clear. They can also reduce silos, improve information exchange, and expedite 

decision-making processes by cultivating a culture of mutual accountability and teamwork. 

(Katzenbach & Smith, 1993). 

By exhibiting cooperative behavior and mediating disputes in a positive way, leadership actions also 

have an impact on coordination. In an atmosphere where different viewpoints are respected and 

group objectives supersede personal interests, leaders who place a high priority on consensus-
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building, active listening, and conflict resolution foster a culture of mutual respect. (De Dreu & 

Weingart, 2003). 

e.  Supervision and Control: In addition to keeping an eye on performance and enforcing rules 

and regulations, managers are in charge of daily operations. Assuring adherence to 

organizational norms and standards, they offer guidance and support to employees. 

f. Resource Allocation: Effective resource allocation by managers aids in the accomplishment of 

organizational goals. They priorities investments and maximize the use of resources in a way 

that is consistent with the strategic priorities and organizational culture. 

g.  Performance Evaluation: Supervisors evaluate the work of their staff, offer constructive 

criticism, and honor accomplishments. By performance management procedures, they reinforce 

desired behaviors and deal with departures from the corporate culture. 

5. Comparing Leadership and Management Actions: 

Although they both have important roles to play in forming an organization's culture, managers 

and leaders handle their duties in separate ways. Managers place more emphasis on efficiency, 

consistency, and control; leaders, on the other hand, concentrate on motivating and 

empowering people and encouraging creativity and adaptability. Nonetheless, prosperous 

companies understand that management and leadership are complimentary and use each 

other's advantages to build a dynamic and well-balanced culture. 

Leadership Actions: 

Empowering vision, stimulating creativity, and developing talent are all examples of leadership 

behaviors. People are inspired and motivated to work towards shared objectives by leaders who 

effectively convey their compelling vision (Northouse, 2019). A sense of purpose and alignment 

within the organization is created by leaders who provide a clear direction. Furthermore, as 

noted by Amabile and Khaire (2008), productive leaders foster innovation by giving their staff 

members the freedom to experiment, think creatively, and question the status quo. Their efforts 

stimulate organizational agility and adaptability by cultivating a culture of experimentation and 

learning.  

Management Actions: 
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Planning, allocating, and regulating resources are all part of management actions, which are 

meant to accomplish predetermined goals. To guarantee effective operations, managers create 

processes, assign resources, and create strategic plans (Koontz & Weihrich, 2020). Managers 

can optimize workflow and boost productivity by coordinating the efforts of both individuals and 

teams through effective organization. Additionally, managers put control mechanisms in place to 

keep an eye on performance, spot deviations, and take appropriate corrective action when 

needed (Robbins & Coulter, 2019). This promotes ongoing improvement and guarantees 

adherence to standards. 

Comparing Leadership and Management Actions: 

The success of an organization depends on both management and leadership, but their 

methods and points of emphasis are different. Controlling and organizing resources is the 

domain of management; inspiring and influencing others is the focus of leadership. Managers 

put short-term objectives and operational effectiveness first, while leaders place more emphasis 

on long-term vision and strategic direction (Kotter, 1990). It is also common knowledge that 

management preserves stability and order within the organization, while leadership is linked to 

change and adaptation (Yukl, 2012). 

6. Conclusion: 

Finally, it should be noted that an organization's culture is greatly shaped by the behaviors, 

norms, and values of its leaders. Leaders lay the groundwork for a positive and productive work 

environment by clearly communicating their vision, encouraging open communication, and 

modelling ethical behavior. In order to achieve alignment between individual and organizational 

goals, managers are essential in putting leaders' established culture into practice and 

maintaining it. In the end, developing an organizational culture that is resilient and adaptive and 

promotes long-term success requires a symbiotic relationship between management and 

leadership.  Through their impact on the attitudes, behaviors, and interactions of individuals 

within the organization, leadership actions play a critical role in shaping organizational culture. 

The ultimate objective is to establish an atmosphere that encourages engagement, creativity, 

and high performance, even though different leadership philosophies and techniques may have 

differing impacts on work cultures. Organizations can create an environment that is favorable to 

long-term success and sustainability by comparing management and leadership practices and 

understanding how actions taken by leaders affect culture. 
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