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Introduction
By appropriately using both management and leadership, enterprises can develop effective tactics and strategies for implementing change and achieving success. The role of the manager is focused on bringing organisation as well as predictability to intricate settings. In contrast, the leader's role is to ensure that the organisation can navigate and successfully cope with change and other hard circumstances. Based on the opinion of Brown (2022), managers are accountable for setting budgets as well as developing strategic plans; however, leaders emphasise directing the organisation in the appropriate direction. The role of leaders and managers in the development of organisational culture is undeniable. Leaders set the business agenda, manage, lead, delegate and prioritise work. Managers play an important role in the proper promotion of a positive work culture in the professional environment (Whitley, 2019). This article focused on critically reviewing and analysing various management and leadership styles and their utility in developing organisational culture.
Main Text Body
Assess the Roles of Leaders and Managers behind Developing Organisational Culture
Even though managers and leaders both emphasise precarious tasks in the organisation, they are never the same. The influence of leaders on organisational culture is always derived from the procedure of social influence. Further, organisational culture consists of unwritten and implicit rules that the employees are anticipated to be well aware of applying in their day-to-day work routine (Suprapti et al., 2020). The managers gain their influence on others through formal power, which is approved by them by the enterprise. One of the crucial tasks prioritised by the leaders has been establishing a proper direction for strategic planning and budgets. Another task connected with leadership has been the capability of aligning people, yet the managers are focused on the organisation and human resources.
Another important task for which leaders are always held responsible is the capability of motivating people, whereas managers stay focused on resolving complicated issues and management controls. The role imparted by the topmost leadership in appropriately defining organisational culture is fostering a strong mission, communicating an unambiguous vision and modelling core values, which put staff over profits (Tenney, 2023). By appropriately defining organisational culture, the leaders unite employees with a shared sense of purpose, which motivates them and provides meaning to their work. The focus of the management is setting and achieving goals in the enterprise. However, based on the opinion of Nabella et al. (2022) this can be argued that organisational culture, values of organisational members, situational factors, etc. affect the efficiency of the management of the enterprise. Managers are accomplishing these goals by accurate use of tools that include forecasting, evaluation, training, monitoring, organisation and coordination.
Managers influence organisational culture through management, monitoring performance, delegation and communication. The managers prioritise solidifying corporate culture by convincingly ensuring that their words and activities adhere to the vision and values of the enterprise. Indeed, managers set a perfect example for their teammates to inspire the adoption of the culture. If the company focuses on positive work-life balance as well as working together, then the leaders must show that through their activities. For instance, Adobe stands as a picture-perfect example of a good organisational culture. Being focused on promoting good corporate culture, the Company is offering subsidised gym membership, paid sabbaticals, reimbursements for tuition and ways for people requiring travelling to work to get subsidised transport. Adobe reimburses around $600 yearly for bike-sharing memberships, gym memberships, nutritional counselling, massages, fitness classes, etc. (Adobebenefits, 2023). Precisely, to the managers of Adobe, employees' well-being is considered a topmost priority to create a good organisational culture.
The managers are strengthening their organisational culture by prominently ensuring that their activities are properly aligned with the organisational values. By setting good standards, the managers encourage teams to adopt the organisational culture to behave likewise (Lam et al., 2021). To develop a culture focused on accomplishments and growth, this is crucial to encourage and motivate the workforce. For instance, Netflix is focused on the attitude of people rather than processes and the management is focused on the strong logic of ownership and loyalty. Netflix inspires decision-making by staff, sharing information deliberately, widely and openly, communicating directly and candidly, keeping highly effective employees and evading rules (Netflixjobs, 2023). Netflix culture is pivoted on valued behaviours that include selflessness, judgement, courage, integrity, etc. The managers’ priority is pervading the entire workforce with their philosophies and values for motivating as well as urging employees to extend their support towards innovation for accomplishing higher business growth. This reveals that to promote a good organisational culture, the managers ask their staff for their input and facilitate them in making their own decisions whereby listening to their viewpoints and being extensively involved with them. Evidentially, providing responsibility and freedom to staff fosters an autonomous culture. 
Managers while working with the workers involve them daily and inspire them to be involved in open conversations and give honest feedback on time whereby generates effectual communication with the teammates. As stated by McCosker (2022), this is crucial for a manager to stay clear regarding communication of which behaviours staff must demonstrate in case they are living the business values and culture. However, in this respect, the leadership styles or the way of leading the team appreciably encourage all to behave in those specific ways. As stated by Brown (2022), inspirational motivation is such type of motivation that stimulates the desire of followers to accomplish organisational targets; however, this happens while transformational leaders influence the workforce to engage in appropriate behaviour. The managers are accountable for recruiting new staff; henceforth, they might influence who must be brought into the organisation and accordingly discard the rest. However, recruiting new staff can help develop as well as improve organisational culture. 
Constant monitoring and reviewing of teams has been an effective way for managers to estimate and stay on top of the organisational culture. While any employee lacks motivation or feels disengaged in their work, this is essential for the managers to be involved in one-to-one meetings such that issues can be easily identified and accordingly resolved. McCosker (2022) stated that in the case of a hybrid professional environment, performance must be measured on results and outputs. Further, rewards and recognition have been another crucial management duty and a crucial part of managing performance (Yusliza et al., 2019). For instance, Google gives numerous reward systems for motivating employees and perhaps the most noted is the peer-to-peer recognition program. This strategy has been comprehensively favourable to Google employees in proactively recognising their peers for performing something small or big which goes far surpassing the usual duty. Black (2023) mentioned numerous other brands such as Zappos, Intuit, etc., which applied a peer recognition system which facilitated employees in recognising others in the organisation for their accomplishments and support. 
To develop organisational culture, the leaders focus on workplace transparency. Workplace transparency depends on open communication between staff and leadership. Leadership stay committed to sharing expectations, setbacks, revenue, feedback, mistakes and other metrics openly. In return, the workers express their commitment to ask questions and share feedback, ideas and challenges. For instance, organisations like Buffer are sharing diversity, revenue and pay, which are amazingly high levels of workplace transparency (Lee, 2022). The leaders of Buffer have adopted workplace transparency as a crucial workplace value and in consequence, they are enjoying a high level of trust with both their team and their clients. However, an organisation never requires such a level of transparency to build trust among employees. Just sharing growth plans, conveying mistakes, and inviting queries goes a long way. The video conferencing technology brand Zoom prioritises people with a good reason for showing amazing culture. Zoom inspires staff to bring their loved ones to the workplace such that colleagues meet individuals who are working behind the scenes, for whom they are working and who are inspiring them. 
Leadership styles contribute immensely to shaping organisational culture. Autocratic leaders who make decisions independently prioritise creating a top-down and hierarchical organisational culture in which employees have the least possible input or sovereignty. While this seems effective in circumstances, which require fast decision-making, this might contribute to low morale and resentment among employees who feel powerless and undervalued. Furthermore, democratic leaders prioritise involving staff in decision-making processes as well as value their ideas and inputs. Based on the opinion of Chandrasekar (2023), the democratic leadership style prioritises fostering an inclusive and collaborative organisational culture in which staff feel valued and heard. Yet, this makes the decision-making process slow and clear direction is compromised because the opinion of all is taken confusing. Following the transformational leadership style, the leaders foster an innovative and positive organisational culture in which staff feel supported as well as empowered to achieve their targets. Moreover, the transactional leadership style focuses on creating a result oriented as well as productive organisational culture. Transactional leaders motivate employees to accomplish their goals. The employees must best know what is expected from them.
Comparative Analysis of What Leaders Do and What Managers Do
Even though management is well concerned about the career position, the leaders are known well for leading. The employees follow their leaders out of their free willingness as well as accord. Contrarily, the manager is in such a position of power that requires the fullest obedience from their subordinates. Even though the managers most often emerge to power through performance, time and loyalty to the organisation; however, this never indicates their strong leadership potential. As opined by Brown (2022), leaders might lack management skills; however, they can still earn success in case they possess the capability of uniting followers behind their vision statement. Even though numerous people are utilising the words leaders and managers synchronously; yet, they are indistinctly differing aspects. 
The truth about management is that the managers are result-oriented and in parallel prioritise the development of each worker. They intentionally provide employees with the essential voice for decision-making. Certainly, the managers ensure people feel connected as well as know the ways by which their strategic endeavours contribute to the enterprise and the entire team. The managers prefer nurturing employees to make them feel appreciated and valued besides deeply caring for their well-being. Managers seem centrally crucial to creating a healthy professional environment in which staff feel valued, heard and competent to deliver their best possible work (Gambill, 2022). Yet, in reality, excellent leaders necessitate being proficient managers and expert managers require being good leaders. Moreover, in the rapidly changing and complex world, managers are required to exhibit both management and leadership skills to earn success. Undeniably, leadership traits are required at almost all levels. The leadership model must be aligned with the values and vision and must be customisable, accessible, and practical for leaders. 
The culture and code of conduct are crucial aspects of estimating the effectiveness of leadership. For example, several teammates in the team are taking leaves most often or disgruntled and disengaged. In such cases, the leader gives the impression of ineptness. In such a professional environment, the leaders are required to articulate business objectives and show a sincere level of commitment to the cause (Brown, 2022). In the same way, in case any of the colleagues feel demotivated and not properly progressing in their career, then the leader requires reviewing their leadership skills or styles. On the contrary, the efficacy of management is best measured with quality and quantity of output besides staying adhered to budget. In case the team is falling short of generating desired outcomes consistently, then this is high time to bring changes in the managerial approach. This seems important to work with teammates to understand the loopholes and make changes accordingly. 
Conclusion
While drawing the inferences, this seems vital to mention that leadership and management styles must be exclusive. To cope perfectly with the contemporary dynamic and competitive business settings, this seems essential for the managers and leaders to apply a combination of approaches being dependent on the circumstances. Yet, by fostering a culture of innovation, empowerment and collaboration, the leaders and the manager require inspiring workforces to reach their fullest potential and drive the organisation to achieve success. 
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