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[bookmark: _Toc161597505]Introduction

The paper delves into the argument between managers and leaders in organizational dynamics, concentrating on the intricacies of their responsibilities. It digs into the statement's theoretical foundations and practical ramifications, including an examination of the difficulties of managing and leadership responsibilities. The article also investigates the relationship between managerial and leadership characteristics, as well as how they overlap or diverge in practice. It then concentrates on the personal and job-related abilities required for effective management and leadership. It investigates the skills and characteristics required to manage via action and to lead through motivation and commitment. The essay contends that developing these talents improves not only individual performance but also corporate effectiveness, generating an environment of innovation, collaboration, and growth. This study also adds vital insights to the continuing discussion about organizational performance and the responsibilities of managers and leaders in generating success.
[bookmark: _Toc161597506]
Managers and Leaders

Before getting into the discussion, it's critical to understand the differences between managers and leaders. While they both play important roles in organizational performance, they frequently have distinct traits and priority areas.
[bookmark: _Toc161597507]Managers
Managers are critical in businesses because they oversee operations, plan, organize, direct, and control resources to achieve goals and objectives. They engage in strategic planning, which includes examining present situations, identifying opportunities and risks, and devising plans to capitalize on strengths while mitigating weaknesses. Managers also manage resources, guide staff, and track performance against established objectives. Effective managers are capable of leading, making decisions, communicating effectively, and adapting.

Managers contribute to organizational performance by guaranteeing operational efficiency, turning organizational goals into concrete strategies, promoting staff growth, and assuring stakeholder satisfaction. They turn goals into action plans, offer training and development opportunities, and foster a positive work atmosphere. Managers also contact with stakeholders to ensure that their requirements and expectations are satisfied(Mintzberg, 1975).

[bookmark: _Toc161597508]Leaders
Leaders, on the other hand, aim to inspire, motivate, and influence individuals or teams to work toward a common vision or objective. Effective leaders have a visionary, charismatic, motivating, and compassionate attitude that motivates and directs others to achieve a common goal. They create a compelling vision for the future, use strategic thinking to recognize opportunities and risks, encourage and empower followers to reach their full potential, and drive organizational change through innovation and challenge the status quo.
Leaders significantly impact defining company culture, fostering innovation, and encouraging high performance. They shape the tone of the workplace, encourage collaboration, trust, and accountability, and build a safe atmosphere for innovation and risk-taking. They motivate great performance by establishing difficult goals, providing feedback, and holding individuals and teams accountable for outcomes.

Talent development is another critical component of effective leadership. Leaders invest in their people's development includes opportunities for learning, growth, and advancement. Recognizing the importance of leaders is critical for firms to survive in today's quickly changing business environment (Bass & Riggio, 2006).
[bookmark: _Toc161597509]Difference between manager and leaders
Managers and leaders serve critical roles in the company, managing operations, planning, and controlling resources to reach objectives. They engage in strategic planning, which entails examining present events, identifying opportunities and risks, and devising plans to capitalize on strengths while minimizing weaknesses. Managers help to improve organizational performance by guaranteeing operational efficiency, translating goals into executable plans, encouraging staff development, and assuring stakeholder satisfaction. Leaders inspire, encourage, and influence individuals or teams to work together toward a same goal, while also creating organizational culture, encouraging innovation, and promoting peak performance. They also engage in talent development, giving employees opportunity to learn and advance. Recognizing their value is critical for firms to succeed in today's business environment (Bass & Riggio, 2006).

Theory and practice
[bookmark: _Toc161597510]Trait Theory

According to trait theory, certain natural attributes predispose people to become great leaders or managers. While some characteristics, such as ability to communicate and integrity, are common to both managerial and leadership roles, other traits, such as vision and strategic thinking, are more closely related to leadership. For example, Apple Inc. co-founder Steve Jobs displayed innovative management by inspiring creativity by challenging the existing quo (Isaacson, 2011).
[bookmark: _Toc161597511]
Contingency theory
According to Fiedler's (1967) contingency theory, effective leadership or management styles are determined by situational conditions. Individuals in managerial roles may need to adopt leadership characteristics in particular settings to obtain desired results (Fiedler, 1967). For example, in times of crisis, CEOs may need to demonstrate transformational leadership skills in order to inspire staff confidence and resilience (Graen & Uhl-Bien, 1995).

Mintzberg's Managerial Roles framework offers ten roles for managers, encompassing interpersonal, informational, and decisional responsibilities. While Mintzberg's framework is largely concerned with managerial operations, it also recognizes the interpersonal side of management. For example, front-line supervisors frequently engage in Coaching and mentoring jobs involve displaying leadership behaviours to support their teams (Daft, 2018).
[bookmark: _Toc161597512]House's Path-Goal Theory
According to House's Path-Goal Theory (1971), leaders should connect their behaviours with their followers' requirements to help them reach their goals (House, 1971). While this theory focuses on leadership actions, it also recognizes the significance of adjusting styles of leadership in order to manage and inspire followers. Successful managers, for example, may adapt their leadership style based on their team member' competency and motivation levels (Northouse, 2018).
The saying "A manager can be a leader, but a leader cannot be a manager" implies that, while managers can have leadership traits, leaders may lack technical abilities and focus on administrative activities commonly associated with managerial responsibilities.

Transactional leadership theory
Transactional leadership theory supports this idea by emphasizing managers' roles in transactional interactions with subordinates. According to this idea, managers engage in contingent reward behaviours by offering prizes or incentives in exchange for desired performance (Bass, 1985). Transactional leaders prioritize task completion and performance monitoring, which aligns with traditional managerial responsibilities.
[bookmark: _Toc161597513]Transformational leadership theory
According to Bass and Riggio (2006), transformational leadership theory focuses on motivating and inspiring followers to achieve organizational goals. Transformational leaders are charismatic, visionary, and emotionally intelligent, allowing them to inspire positive change. Nelson Mandela, the former President of South Africa, exemplified transformative leadership by bringing people together across racial lines and advocating for reconciliation (Mandela, 1994).
However, transformational leadership theory questions the notion that leaders cannot be managers. Transformational leaders motivate and inspire their people through visionary leadership, intellectual stimulation, personalized consideration, and inspirational motivation (Bass, 1985). While transformational leaders focus inspiring others and promoting organizational change, they can also perform administrative functions by efficiently managing resources and aligning organizational goals with the vision.

Examples from the business world
[bookmark: _Toc161597514]Steve Jobs (Apple Inc.)
Steve Jobs (Apple Inc.) is seen as an example of a leader who had both managerial and leadership skills. As co-founder and CEO of Apple Inc., Jobs displayed visionary leadership by introducing game-changing devices such as the iPhone and iPad, which transformed the technology industry. His charisma, passion, and ability to motivate staff were critical to Apple's success. However, Jobs demonstrated exceptional managerial skills, supervising product development, marketing tactics, and operational operations processes to secure the company's expansion and profitability (Isaacson, 2011).
Elon Musk, CEO of Tesla
Elon Musk, CEO of Tesla, Inc., is a visionary leader with strong managerial skills. Musk's lofty ambitions, such as the development of electric vehicles and renewable energy solutions, demonstrate his visionary leadership style. He motivates employees and stakeholders with his bold vision for the future of sustainable transportation. At the same time, Musk actively participates in administrative activities such as strategic decision-making, resource allocation, and operational management to fuel Tesla's innovation and growth.
[bookmark: _Toc161597515]Indra Nooyi (former CEO of PepsiCo
Indra Nooyi (former CEO of PepsiCo)
Indra Nooyi, PepsiCo's former CEO, is another example of a leader who effectively switched from managerial to leadership responsibilities. Nooyi's strategic outlook and dedication to sustainability helped convert PepsiCo into a worldwide food and beverage powerhouse. She underlined the significance of corporate responsibility and environmental sustainability in promoting innovation and market expansion. As a manager, Nooyi successfully managed PepsiCo's diversified portfolio, operational issues, and worldwide supply chain, showcasing her leadership and managerial skills.
[bookmark: _Toc161597516]
JEFF BEZOS, FOUNDER AND FORMER CEO OF AMAZON.COM
Jeff Bezos, founder, and former CEO of Amazon.com, is known for his visionary leadership and inventive approach to business. Bezos helped transform Amazon from a small online bookstore into one of the world's top e-commerce and technology enterprises. His unwavering commitment to customer satisfaction, long-term growth, and disruptive innovation characterizes transformative leadership. Despite his creative leadership style, Bezos had good managerial skills, managing Amazon's day-to-day operations, logistics, and strategic investments are intended to foster long-term growth and profitability.
[bookmark: _Toc161597517]Personal and employability skills 
[bookmark: _Toc161597518]manage
Effective management is a multifaceted process that requires a combination of personal and employability skills. Communication skills are crucial for managers to effectively organize, coordinate, and motivate their teams, ultimately leading to the achievement of organizational goals. These skills include clear and effective communication, leadership, organizational skills, problem-solving, decision-making, empathy, and conflict resolution.
Communication skills involve expressing expectations, instructions, and feedback to team members, actively listening to their viewpoints and concerns, and fostering a collaborative and transparent work environment. Leadership skills involve inspiring and inspiring team members, giving direction, and nurturing a positive work atmosphere. Organizational skills involve planning, prioritizing, and resource allocation, which involves developing timetables, establishing goals, and ensuring efficient execution.
Problem-solving skills are essential for managers to identify problems, examine core causes, and devise effective solutions. They can resolve challenges swiftly and proactively, avoiding disruptions in workflow. Emotional intelligence is also vital for effective leadership, as it helps managers develop trust, settle problems, and foster a supportive and inclusive work environment (Mintzberg, 1975).
Also, adaptability, delegation, and conflict resolution skills are essential for managers to thrive in today's competitive corporate environment. Adaptability promotes resilience, innovation, and negotiation of uncertainty, while delegation skills involve recognizing team members' skills and limitations, assigning work appropriately, and providing necessary support. Conflict resolution skills are crucial for maintaining team cohesion and productivity, reducing interruptions, and fostering a positive workplace environment (Graen & Uhl-Bien, 1995).
In summary, managers with personal and employability skills can effectively manage people, assign tasks, resolve conflicts, and achieve objectives, improving team performance, and employee engagement, and driving corporate success.
[bookmark: _Toc161597519]lead
On the other hand, to effectively lead people and motivate them to reach Leadership is a crucial skill that involves motivating, directing, and influencing individuals or teams to achieve a single vision or goal. It requires a combination of personal and employable skills, as opposed to management skills. Effective leaders have a clear vision of their organization and can persuasively explain it, persuading others to support it. They also need to inspire and motivate others to perform to their full potential, identifying individual abilities, offering encouragement, and instilling a feeling of purpose and dedication in team members.

Charismatic leaders have the inherent capacity to attract and influence others due to their personality, confidence, and communication abilities. They use their influence to create good change, empower colleagues, and foster a culture of collaboration and invention. Strategic thinking is essential for leaders to forecast future trends, identify opportunities and risks, and devise inventive solutions to issues. They take a proactive approach to issue-solving and decision-making, focusing on long-term goals and outcomes (Graen & Uhl-Bien, 1995).

Emotional intelligence is critical for good leadership, as leaders with high emotional intelligence can understand and regulate their own emotions while empathizing with others' feelings and views. This knowledge allows leaders to strengthen connections, handle disagreements, and promote teamwork. Effective communication promotes trust and transparency, while strong relationships encourage loyalty, commitment, and teamwork (Bass, 1985).

Bravery and resilience are essential for leaders to take chances, question the status quo, and make difficult decisions in the face of uncertainty. Leaders with courage and resilience can handle adversity, inspire confidence in their teams, and drive positive change even in difficult circumstances.

Continuous learning and growth are also essential for effective leaders. They prioritize their own personal and professional development, actively pursuing opportunities to learn, grow, and adapt to changing situations. This fosters a culture of innovation, cooperation, and continuous development, preparing firms for long-term success and sustainability in today's competitive business climate.
[bookmark: _Toc161597520]Developing skills to improve individual and organisational 
[bookmark: _Toc161597521]performance
Communication, leadership, organizational, problem-solving, decision-making, and emotional intelligence abilities must all be developed in order to improve individual and organizational performance. Effective communication promotes clarity, collaboration, and alignment among teams, resulting in increased productivity and performance. Transparent communication fosters trust and avoids misconceptions, resulting in a healthy work atmosphere. For example, Google's open communication culture enables employees to openly discuss ideas, resulting in novel solutions and enhanced performance.
Leadership qualities enable people to inspire and motivate others, resulting in increased engagement and commitment. Organizations with good leadership frequently outperform their competition by responding rapidly to changes and driving innovation. For example, Satya Nadella's change at Microsoft prioritizes innovation and client attention (Northouse, 2018).
Individuals with organizational skills can better manage their time, prioritize projects, and allocate resources. This leads to increased productivity and performance, since firms that prioritize these talents can achieve operational excellence while maintaining a competitive advantage. Toyota, for example, prioritizes efficiency and waste minimization, allowing the corporation to produce high-quality products at a low cost.

Individuals with problem-solving skills are better able to detect issues, examine root causes, and generate inventive solutions. Proactive problem solvers can quickly overcome obstacles, avoid repeated problems, and promote continuous development. Organizations that create a problem-solving culture are better able to adapt to change and capitalize on opportunities (Mintzberg, 1975).
Individuals with decision-making abilities can examine options, assess risks, and make informed decisions that are consistent with company goals. Decision-makers may confidently handle uncertainty, seize opportunities, and mitigate potential hazards. For example, Netflix's data-driven decision-making strategy has allowed the company to disrupt the entertainment industry and grow rapidly.
Emotional intelligence improves people's ability to comprehend and control emotions, both in themselves and in others. Emotionally intelligent people may form strong bonds, resolve issues successfully, and establish a healthy work environment. Organizations that prioritize emotional intelligence can create a supportive environment in which people feel valued and inspired to perform to their full potential (Northouse, 2018).
To summarize, developing communication, leadership, organizational, problem-solving, decision-making, and emotional intelligence abilities is critical for increasing individual and organizational performance. In today's changing business world, businesses that cultivate these skills can adapt to change, promote innovation, and achieve long-term success.
[bookmark: _Toc161597522]Conclusion

The dispute over whether a manager may be a leader is multifaceted, with theories such as trait theory, contingency theory, Mintzberg's framework, and House's Path-Goal Theory offering insights. Real-world examples of effective transitions between roles include Steve Jobs, Elon Musk, and Indra Nooyi. Personal and employability skills such as communication, leadership, and emotional intelligence are critical for successful management and leadership. Recognizing this complement is critical to long-term organizational performance.
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