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[bookmark: _Toc154065939]Introduction
	In the 21st Century, organisations continue to leverage leadership and management to transform the workplace and increase the performance of individuals and organisations (Robbins and Judge, 2016). Leadership and management literature share theories and principles, which have created a dilemma on the differences between the two functions of an organisation (Armstrong, 2012). Therefore, first, to differentiate management from leadership, this discussion analyses the statement, ‘A manager can be a leader, but a leader cannot be a manager’ through practical application in the business world. Secondly, the discussion explores my personal and employability skills deployable in managing and leading people in an organisation. Finally, it is imperative to highlight how the skills identified influence individual and organisational performance. Critically, a manager can be a leader, but a leader cannot be a manager based on management power and authority to lead, transformation of competencies and traits to fit leadership needs, and easy acquisition and honing of leadership through training and development. Furthermore, this essay would deploy selected technical, human, and conceptual skills (Robbins and Judge, 2016). Examples of these can be effective communication and interpersonal skills, teamwork and problem-solving, strong leadership, creativity and innovation, and factual knowledge to manage and lead people to accomplish tasks. The skills selected above improve individual and organisational performance through motivation, forming relationships, and positive influence, increased trust and collaboration, and enhanced efficiency of processes for productivity.






[bookmark: _Toc154065940]Task 1: A Manager can be a leader, but a leader cannot be a manager
	Based on the theories and principles of leadership and management, the statement, ‘A Manager can be a leader, but a leader cannot be a manager’ is true based on several grounds. Markedly, increasing competition and volatile business environments have transformed management to focus keenly on areas that promote productivity and sustainable growth. According to Azad et al. (2017), Abraham Zaleznik first attempted to differentiate management and leadership in the 1970s. Critically, all managers can be leaders but not all leaders can be managers by power and authority to lead, possession of leadership competencies and traits in management, and managers can easily acquire and hone leadership skills (Azad et al., 2017).
[bookmark: _Toc154065941]Managers as Leaders by Power and Authority
	All managers can be leaders by virtue of power and authority but not all leaders can be managers on the same premise. Managers have the power and authority to plan, organise, coordinate, do staffing, lead, and control an organisation (Armstrong, 2012). By virtue of formal rights and positional power and authority to lead while managing, managers employ leadership skills such as innovation for success. Peyton et al. (2019) and Armstrong (2012) explain that leaders who do not hold managerial positions derive their power from the internalised values of their followers (soft power) to motivate and inspire followers. As businesses today focus on the role of management function in leading organisational overall goals and objectives, the manager's power and authority must implement projects that inspire self-determination in employees. In light of the self-development theory studied by Peyton et al. (2019), managers can also utilise their authority and power for leading to meet the psychological needs of employees and motivate them. However, leaders are not managers because the core elements of leadership are; communication, inspiration, motivation, guidance, and encouraging others, which lack management concepts. Additionally, managers can be leaders through the power and authority to support and develop their staff to be leaders as they deliver other management functions in an organisation.
[bookmark: _Toc154065942]Managers can be Leaders through the Transformation of Competencies and Traits
	In the modern business environment, the effectiveness of management forms the most crucial ingredient of success. Therefore, this supports the statement, ‘A Manager can be a leader, but a leader cannot be a manager’ sufficiently as modern organisations pursue management processes as specialised leadership functions. Sobocka-Szczapa (2019) posits that management trait shifts from corporate capital to reputation, increasing social and cultural diversity, growing loyalty through managers' personality engagement, and other emerging management competencies have increased today. Critically, for efficient planning, organisation, leading, and coordination, managers can transform management roles into leadership by incorporating the emerging competencies that enable them to share powers, delegate responsibilities, and recognise employees as partners to stimulate innovation and increase productivity. Succinctly, management personality characteristics can turn managers into leaders based on the trait approach theory (Armstrong, 2012; Cortellazzo et al. 2019). When managers utilise emerging managerial competencies for teamwork, they stimulate employees' motivation and inspiration which makes them the manager-leader. For instance, modern manager-leaders such as Richard Branson started as a manager with intellectual stimulation and a clear vision that transformed him into a leader (Rubin, 2013). Similarly, based on the competence and trait theory, former CEO of Amgen Inc., Kevin Sharer started as a manager who emphasised inclusive consultations and interactions between employees and managers to increase productivity, which transformed him into an exemplary servant leader (Leavy, 2021). From this we can deduce that a leader cannot be a manager due to a lack of proper professional knowledge and the skills to transform leadership competencies and traits into management.
[bookmark: _Toc154065943]Managers can become leaders through easy acquisition and honing of leadership skills
	All managers can be leaders through managerial experiences that promote the acquisition and honing of leadership skills. The management makes decisions on all the activities in an organisation; hence, managers have interpersonal, conceptual, and technical skills that enable them to make decisions (Armstrong, 2012). Critically, managers today must develop a behavioural focus based on the goals and objectives of individuals and the organisation, which leads to the easy acquisition of relevant leadership skills. For example, according to Bailey (2022), the best managers today seek to acquire interpersonal skills that influence the motivational outlook of subordinates, which makes it leadership. Moreover, based on the management and leadership philosophy of Warren Bennis, managers can easily acquire and hone leadership skills through the capacity to translate organisational vision into reality (Armstrong, 2012). For example, Jeff Bezos, the founder of Amazon, started in management as the CEO before developing into a global transformational leader (Rubin, 2013). Noteworthy, to acquire and gain leadership skills in management, organisations such as Google and IBM have online training programs that transform managers into global leaders (Robbins and Judge, 2016).
Leadership needs and voids enable management to develop leaders through assigned or emergent approaches as envisioned by the great man and trait theory (Benmira & Agboola, 2021). In the emergent leadership approach, an influential member in management can exercise leadership skills and traits and then perfect them based on how the team reacts. From the above discussion, we can conclude that managers can transform into assigned leaders through appointment, for instance, plant managers and executive directors of non-profit organisations who acquire and gain leadership skills during management.

[bookmark: _Toc154065944]Task 2: Personal and Employability Skills I Would Deploy to Manage and Lead People
Leadership and management knowledge and skills focus on developing individuals and groups for better individual and organisational performance. Managing and leading people to do what needs to be done would necessitate my deployment of personal (human) and employability (technical and conceptual) skills. Critically, the skills developed through management and leadership enhance individual and organisational performance in different ways as discussed.
[bookmark: _Toc154065945]Personal and Employability Skills to Manage People
	Personal and employability skills are important in the workplace as they enhance relationships, improve productivity, foster career growth, and enable individuals and managers to thrive in professional settings by improving job performance. Managerial skills in the organisation can be broadly classified into human, technical, design, and conceptual skills (CIPD, 2023). 
The most important personal and employability skills I would deploy to manage and get people to accomplish necessary roles include personal management and adaptability skills, effective communication and interpersonal skills, strong leadership qualities, resources management, teamwork and problem-solving, and creativity and innovative skills.  First, I would deploy interpersonal skills because they are critical in managing people and determining the quality of relationships between the manager and subordinates. For instance, I would utilise personal management creativity and innovation to remain impactful when determining the individual roles and practices, and regulations that guide people on what to do. Furthermore, based on Kenayathulla et al. (2019), combining personal skills with employability skills such as strong leadership, teamwork, and problem-solving helps to determine the engagement and performance of the employees. Based on the contingency theories of management, the planning phase requires adaptability skills to enable managers to keep events under control and pursue alternative options when necessary (Armstrong, 2012). Failed planning can fail in the management role to get people to accomplish what needs to be done. Additionally, based on the management principle of cooperation, strong teamwork, and leadership qualities are essential to accommodate the feedback of employees rather than act in isolation as an individual. Therefore, since management is all about authority and responsibility, for me to get the people to do what needs to be done, I would deploy personal management, strong leadership, and the capacity to coordinate employees as a team. Overall, the deployment of the personal and employability skills discussed above would enable me to perform my interpersonal, informational, and decisional responsibilities successfully to get people to do what needs to be done for organisational success.
[bookmark: _Toc154065946]Personal and Employability Skills to Lead People
	Based on the trait theory, leaders must uphold personal and employability skills to lead people by getting them to do what needs to be done. The follower’s theory of leadership suggests that leadership's ability to lead people and get things done depends on the follower. However, the theory clarifies that, for the followers to follow someone’s leadership they must see certain skills and qualities, especially how the leader can fulfil their needs to follow the leader. Armstrong (2012) categorised personal and employability skills in leadership into three categories technical, conceptual, and interpersonal skills. As a leader, I would deploy technical skills of leadership knowledge about aspects such as processes, management systems, structures, and products and services to lead the people to accomplish set goals. Additionally, I would deploy interpersonal skills of effective communication and effective cooperative relationships to guide the people on how to work as a functional unit. Some of the essential conceptual employability skills for me to lead my followers include analytical skills, negotiation and conflict management, critical thinking, and creativity and innovation among others. These leadership skills communicate what needs to be done and then motivate, guide, and inspire the followers to do what needs to be done. Nevertheless, the behavioural theory of leadership necessitates that, as a leader, I must uphold ideal behaviour (ethical) to be acceptable to my followers. Thus, as a negotiator, motivator, communicator, creator, and innovator, I would strive to remain an ideal example to followers to lead them and get what to be accomplished.
[bookmark: _Toc154065947]How the Development of Skills would Improve Individual and Organisational Performance
[bookmark: _Toc154065948]	Leadership and management skills employed to manage and lead by getting people to do what needs to be done improve both individual and organisational performance in multiple ways such as motivation and positive influence of employees, and collaboration at the workplace, which leads to increased efficiency and productivity of the organisation (Robbins and Judge, 2016). First, developing both managerial and leadership skills promotes individual engagement and commitment to individual tasks (what needs to be done). For example, the skills employed enhance leadership and management trust among employees; hence, promoting individual motivation and growth. Brown (2023) studied that at least 63% of individuals lack trust in their leaders; thus, decimal performance. Noteworthy, the skills employed to lead, for example, effective communication and cooperative relationships lead to effective leadership approaches such as democratic, transformational, and participative leadership, which encourage individual performance through delegation of tasks (Robbins and Judge, 2016). Furthermore, the development of management and leadership skills leads to better organisational processes, high efficiency, and productivity, which improve overall performance. Markedly, skill development and employability lead to stronger, efficient, and effective technical, social, and conceptual systems. Moreover, the development of skills such as problem-solving, conflict management, and creativity and innovation address emerging strategic issues and establish a sustainable competitive advantage for long-term organisational performance (Armstrong, 2012).
	
[bookmark: _Toc154065949]Conclusion
	Overall, studies on management and leadership have established important insights for employees/followers, managers, and leaders. Noteworthy, extensive research supports the statement, ‘A manager can be a leader but not all leaders can be managers’ by discussing how managers can become leaders through exercising their power and authority, deploying management competencies and traits, and acquiring and honing leadership skills through practice. Furthermore, to manage and lead people to do what needs to be done, both leaders and managers deploy some essential personal and employability skills that enhance relationships, organise and coordinate tasks, and increase collaboration to achieve set goals individually and as an organisation (Robbins and Judge, 2016). Markedly, the development of skills for management and leadership functions influences the performance of individuals and the organisation positively through increased efficiency, trust, planning, organisation, and productivity (Armstrong, 2012).
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