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Introduction
Managers and leaders are distinct roles in an organization. Managers focus on the organization's success and stability, making decisions based on rational judgments. They believe that strategies and decisions are the source of the organization's success. Leaders, on the other hand, produce complex ideas that initiate changes, often involving communication and negotiation with followers. Both roles are essential but are achieved differently. Emergent leaders, who are not recognized by formal status, often fail to implement their ideas.
Task I
Leadership vs Management
Leadership is seen in the critical literature as an interpersonal activity that relies on social ties and interactions. Effective leadership is a multifaceted role that sets direction, builds a vision, and adapts to circumstances, enabling followers to succeed in a dynamic, exciting, and inspiring environment. (Western,2008).

Collinson (2006) and Senge (1990) both emphasize the importance of community leadership, stating that it is the collective capacity to create useful things. Individuals with leadership qualities, such as Nelson Mandela, Ghandi, Margaret Thatcher, and Steve Jobs, can be elected and given authority to make decisions. Leadership can be consciously displayed as a collective act, such as a government demonstrating leadership to other nations over contested issues like world debt relief.
Our approach emphasizes leadership that is collective, less individualized, and diverse, focusing on challenges rather than individuals.
Leadership formation is a holistic process that focuses on collective leadership rather than individual development. It involves individuals and teams taking responsibility for their formation, guided by mentors or coaches. Radical inclusivity is also necessary, with the religious concept of charism referring to an individual's unique gifts and an organization's contribution to the world. Charism should replace charisma, which is limited to elite individuals with special qualities. Successful organizations should create a context for holistic leadership formation ( Senge et. all, 2004).

Management involves the efficient and effective distribution of resources within an organization to achieve its goals (kotter,1990).


Accordingly with  Kotter, (1990), a manager is responsible for managing the work performance of subordinates and obtaining results through others. They administer first line managers and are responsible for the work of all those with a direct or indirect impact on the organization. A manager's job involves directing others, making decisions about work, people, and efficiency, and utilizing human effort to achieve this. Management is always decisional in nature, ensuring the effectiveness of higher-ups' work .
This involves designing, directing, and shaping organizational processes, influencing decision-making context, implementing strategies, leading learning initiatives, and managing change in diverse organizations.
To illustrate, I will briefly present the model of the leader of 20th century, Mahatma Ghandi, a visionary leader who focused on four intertwined challenges for India's success: freeing India from British occupation, ending untouchability, improving Hindu-Muslim relations, and becoming a self-reliant nation. He aligned social movements around these goals, starting in South Africa and continuing until his death. Gandhi's lifelong commitment to these goals, which included freedom, inclusion, harmony, diversity, and empowerment, remained a significant aspect of his leadership (Ramchandra Guha,  “Gandhi, The Years That Changed The World).
Effective leadership involves setting direction, creating an inspiring vision, motivating others, managing delivery, and building and coaching teams. It's not limited by management roles, personality traits, or hierarchy; good leaders embody expert power, credibility, trust, and authenticity, making it an exciting journey.
Differences between Leadership and  Management
Process vs. Vision, a vision to direct change is at the heart of effective leadership. Leaders focus more on the future and seizing chances, whereas managers aim to fulfil organisational goals through processes including staffing, organisational structuring, and budgeting.
Organizing vs. Aligning, a manager's pursuit of an objective is characterised by tactical processes, which consist of a series of interconnected tasks and activities designed to produce a predetermined result. When they oversee a crucial meeting or trying to figure out how to get the word out about a company change, for instance, they may use a decision-making process. When it comes to getting things done, leaders care less about organising their teams and more about aligning and influencing them. 
This involves designing, directing, and shaping organizational processes, influencing decision-making context, implementing strategies, leading learning initiatives, and managing change in diverse organizations.
Position vs. Quality, the title "manager" typically signifies a specific position within an organization's hierarchy, while "leader" has a more flexible meaning.
A manager is a title with specific roles and responsibilities. Managerial positions do not equate to leadership; leadership is the result of action, inspiring, encouraging, or engaging others, regardless of title or position. Leadership is a skill that can be developed through emotional intelligence and self-awareness, enabling professionals to bring out their best in themselves and others.
Management roles
Henry Mintzberg,(1989), a renowned management expert, proposed ten primary roles or behaviours to categorize a manager's various functions.
Interpersonal Management Roles
This category's managerial roles involve providing valuable information and ideas.

As a manager, you have social, ceremonial, and legal responsibilities, and are expected to inspire and be regarded as an authority figurehead.
A leader is responsible for providing leadership to a team, department, or entire organization, managing the performance and responsibilities of all members.
Managers must effectively communicate with both internal and external contacts to ensure smooth operations within their organization.
Informational Management Roles

This category of managerial roles entails the processing of information.
The role involves regularly monitoring your organization and industry, identifying relevant changes, and ensuring the productivity and well-being of your team.
As a disseminator, you are responsible for sharing potentially beneficial information with your colleagues and team.
Managers serve as spokespersons, representing and speaking for their organization, responsible for transmitting information about its goals to external stakeholders.
Decisional Management Roles
This category of managerial roles involves the utilization of information.
As a manager, you are responsible for fostering and managing change within an organization by addressing issues, generating new ideas, and implementing them.
The manager is responsible for handling unexpected roadblocks within an organization or team and mediating disputes within it.
The role of a resource allocator involves determining the optimal allocation of organizational resources, including funding and staff.
As a negotiator, you may be responsible for participating and directing significant negotiations within your team, department, or organization.
Task II
Starting from the example 'a leader can be a manager, but a manager cannot be a leader', I will consider the skills that I would implement in the following situation:
1.

c) Manage, by getting people to do what needs to be done, and
d) Lead, by getting people to want to do what needs to be done
2. How would the development of these skills improve individual and organisational performance?
a) People management involves training, motivating, and directing employees to enhance workplace productivity and professional growth, overseen by workplace leaders such as team leaders, managers, and department heads. Managers and employees in leadership positions play a crucial role in resolving interpersonal conflicts. Directing employees involves assigning tasks and setting achievable goals, building rapport with them, and allowing them to provide feedback on their company culture. Effective people management involves being flexible, proving patience, clear communication, trust, and organization. Flexibility in management style involves accommodating individual employee needs, such as adjustable schedules or remote work options (Kotter,1990). Patience is essential for overcoming obstacles and improving work quality. Clear communication involves using simple language and avoiding common barriers. Trust is built by relying on someone's abilities, aid, or advice, and can be built by reliably performing tasks and providing constructive feedback. Organization is crucial for tracking and keeping team productivity. Signs of effective organization include prompt responses to emails, keeping a calendar, running meetings efficiently, and properly assigning tasks to team members.

To develop people management skills, show strengths and areas for improvement. Strategies to develop specific skills include choosing individual skills to focus on, enrolling in professional development courses, finding a mentor or business coach, and asking other managers for feedback or advice. By focusing on these skills, individuals can become a stronger candidate for future leadership roles.
b) Leadership is the art of getting people to agree with you, especially in business. It involves rallying and directing others to achieve a common goal. Learning to motivate others to take specific actions is fascinating and can be achieved through various methods. As a leader, it is crucial to prioritize the needs and desires of  people, focusing on helping them achieve their goals. Building authentic emotional connections with  people is essential for effective communication and understanding. Positioning your people to win involves consistently focusing on their strengths, removing roadblocks, and developing a clear vision. Building trust is crucial for maintaining relationships and performance in the workplace. Positive emotional experiences anchor relationships and motivate people to give their best, engendering intense loyalty. 
Good leaders use assertiveness calmly and positively, promoting positivity and support to their team members, while some may become aggressive, ensuring constructive discipline and support (Sage,1990).People follow you not because they must, but because they choose to.
2.How would the development of these skills improve individual and organisational performance?
Listen and offer guidance, be available to employees, assist in ethical decision-making, and avoid creating an environment where employees feel they can only bring concerns to local management.
Create an environment of business ethics, encourages open communication, and encourages employees to ask questions and express concerns.
Consider compliance, prioritize compliance and employee commitment, emphasizing that ethical conduct and policy compliance are more important than business results.
Working smarter together involves respecting and protecting employees, performing duties safely, following company rules, and understanding job hazards.
We are dedicated to fostering a culture of inclusivity and diversity, recognizing its role in gaining a competitive advantage and fostering a positive, productive, and collaborative work environment, demonstrating respect and dignity towards all employees.
Our environment is our responsibility, and we and our neighbours must understand and adhere to our environmental responsibilities when conducting our jobs and conducting business.
Conclusion
Leadership and management play a crucial role in developing an organization, with leadership building a systems-based structure and management relying on it. Both are independent and dependent on each other, especially in learning organizations. Leadership styles must relate to inherent beliefs, which are shaped and cultivated throughout life. Leaders should find their own icebergs and self-reflect on their beliefs to develop effective management strategies. Cultivating a personal leadership style is essential for success in a future society.
Leadership development is often seen as beneficial for employees, but poorly matched programs can be harmful and create negative experiences. Participants may distance themselves from their organization due to a simplified "one-fits-all" solution, leading to a "greater good" of increased productivity (Larsson, et al.,2020).
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