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Within organisations, managers and leaders have unique but complementary functions, and when it comes to creating and influencing organisational culture, they frequently use various techniques and styles. Shared values, beliefs, customs, and behaviours inside an organisation are called its "organisational culture" and help form its personality and identity. It affects how staff members interact, make choices, and cooperate to achieve shared objectives. In this introduction, we'll discuss the variations in management and leadership styles and methods for shaping organisational culture. Managers often concentrate on preserving and improving current systems and procedures in an organisation. Planning, organising, and regulating resources to accomplish particular goals and efficiently deliver outcomes are their main duties. Managers frequently place a strong emphasis on consistency, stability, and adherence to protocols. On the other hand, leaders are more focused on motivating and directing individuals and teams towards a common purpose and vision. In response to changing possibilities and challenges, they encourage innovation, change, and adaptability. Often, leaders give priority to the organization's long-term growth and development, motivation, and empowerment. The following are some significant variations between managers'
 and leaders' approaches to organisational culture development: Focus on Execution vs. Vision: Managers are primarily concerned with carrying out the present plan of the organisation and making sure that daily operations go without a hitch. Leaders, however, are more concerned with persuading others to connect their efforts with a compelling vision for the future. Risk-taking vs. Risk-Aversion: Managers are often risk-averse because their main goals are to minimise disruptions and uphold stability. Leaders are frequently more willing to welcome change as a way of growth and advancement. Managers often give specific guidance and oversight to make sure activities are accomplished by established protocols. This is known as the directive vs. inspirational debate. On the other hand, leaders encourage and inspire their team members to take initiative, think creatively, and solve challenges.
In conclusion, managers and leaders both play significant roles in defining the culture of an organisation, while having different styles and philosophies.

                                                         MAIN BODY
Managers and leaders frequently use a variety of tactics and display a variety of styles when it comes to shaping and influencing organisational culture. The culture inside an organisation can be strongly impacted by these variances in their responsibilities and approaches. Let's delve more into these distinctions: To accomplish specified goals and objectives, managers' primary responsibility is to plan, organise, and manage tasks and resources. Managers prioritise upholding operational effectiveness and making sure that daily operations go without a hitch. Leaders are in charge of creating a vision, motivating staff members, and enacting organisational change. Leaders prioritise growth, innovation, and long-term objectives. Managers: Base your judgements on facts and accepted practises. They frequently take a more organised and analytical method to make decisions. Leaders: Put your faith in your vision, your gut, and your ability to take calculated dangers. Their choices are frequently influenced by an awareness of direction and long-term objectives. Managers: They frequently communicate in a more official, directive manner while outlining their expectations and giving precise instructions. Employ motivational and inspiring language while communicating with staff members. They put a lot of effort into telling a gripping story and promoting innovation. Involvement with Employees:

Managers: Retain a supervisory position, monitoring the work and performance of staff members daily. Their interactions might be purely transactional. The culture development Fostering a more intimate and motivating relationship with your team will help you prepare for their future leadership positions. Typically, managers are essential to the daily functioning of an organisation. Planning, organising, and regulating resources to effectively accomplish particular goals is central to their duties. Managers play a crucial role in preserving stability, Within the organisation, established procedures are followed with consistency. They often base their strategy for culture formation on the following ideas:
Concentrating on Execution: Managers are excellent at carrying out current strategies and upholding operational effectiveness. They guarantee that procedures have been followed and that workers achieve their immediate goals. Risk avoidance: Managers frequently put stability first and are reluctant to make big changes that could upset established practices. They want to keep things as they are and create predictability. Their communication approach is often formal and directive, giving employees specific instructions and expectations. Short-term orientation: Managers frequently have a short-term outlook, concentrating on current objectives and operational effectively implementing policies, procedures, and standards, managers help to shape the culture of the company. They place a strong focus on effectiveness, regularity, and adherence to acceptable. On the other hand, leaders add a new perspective to the formation of organisational culture. They are in charge of establishing a compelling vision, encouraging staff members, and advancing organisational transformation. The organization's for a long time growth and development is the main concern. Leadership has the following effects on culture:

Visionary leadership is the ability to motivate and persuade people to focus their efforts on a common future vision. In response to changing possibilities and challenges, they encourage innovation, change, and adaptability. On the other hand, leaders add a new perspective to the formation of an organisational. Risk-taking: Leaders are more willing to take measured risks and accept change as a method of development. They support employees' initiative, problem-solving skills, and creative thinking.

Inspirational Communication: They communicate in an inspirational and imaginative way that engages and motivates staff members while also fostering creativity. Long-Term Orientation: Leaders have a longer-term perspective and concentrate on the future growth, sustainability, and direction of the organisation.
An example cited by Hunt, J.G., Hosking, D.M. and Schrieshei, C.A. eds., 2013. Leaders and managers: International perspectives on managerial behaviour and leadership. Elsevier.

Through their actions, leaders help to create a culture that is consistent with their organization's goal. They promote a collaborative, flexible, and unwavering dedication to the objectives of the company. Even while managers and leaders each have their styles and strategies, the most successful organisations frequently require a mix of both traits. To ensure that daily operations are successful and that organisational procedures are followed, managers give stability and structure. At the same time, leaders provide motivation and direction, inspiring workers, encouraging innovation, and guiding the company towards its long-term objectives. Motivation and team morale, Managers: Managers are concerned with encouraging team members by providing performance feedback and monitoring the effectiveness of task completion. They care about each person's performance and may utilise incentives or penalties to inspire the group.

Leaders: By creating a supportive and exciting work environment, leaders concentrate on inspiring the team as a whole. They encourage a common sense of mission and vision and emphasise the importance of the team's combined efforts. Another important difference between managers and leaders is how they can handle conflict resolution, Managers: Managers frequently resolve conflicts in a more formal and structured way. To ensure operational effectiveness, they strive to maintain a peaceful workplace and find solutions to disputes.

An example cited by Gent, R. and Kempster, G., 2002. Leadership and management. Building a Successful Customer-service Culture: a guide for library and information managers. London: Facet Publishing, pp.53-73.
Leaders: Leaders take a more comprehensive approach to dispute resolution by addressing underlying issues and promoting honest and productive communication. They seek to settle disputes while encouraging group harmony and individual development. The vision and purpose are very important Managers: Managers frequently carry out a vision and purpose set forth by the organisation. Their primary concern is effectively carrying out tasks and processes that support these goals.
An example cited by George, J.M., 1995. Leader positive mood and group performance: The case of customer service. Journal of Applied Social Psychology, 25(9), pp.778-794.

Leaders: By inspiring the team to work towards a common goal, leaders can help create the team's vision and purpose. They direct the group towards achieving a bigger goal, frequently by encouraging originality and inventive problem-solving. In group settings, it's crucial to strike a balance between management and leadership. The team's short-term goals are accomplished by the manager's structure and oversight. On the other side, leaders motivate people to innovate and adjust to change by inspiring and empowering team members, creating a sense of shared purpose. Effective cooperation frequently necessitates the harmonious interaction of managerial and leadership traits, each of which contributes to the success of the team as a whole. In terms of customer service, managers and leaders have separate but related roles. They do the following to help provide first-rate customer service:

Customer service managers:

Defining and establishing service standards and norms are the responsibility of managers. They set standards for the calibre and regularity of client contacts. Managers are in charge of the training and professional growth of their team members who provide customer care. They guarantee that staff members have the abilities and information to deliver superior service.

Resource Allocation: To support customer service efforts, managers deploy resources including employees, technology, and funding. To effectively address client needs, they decide on staffing levels and technological expenditures.

Performance Review: To make sure that staff members uphold service standards, managers review staff performance and keep an eye on customer service data. Team members receive coaching and feedback to help them perform better. Managers deal frequently with client complaints and situations that have escalated and need higher-level action and resolution. Managers look for ways to improve customer service procedures, organise work, and boost productivity. To enhance service delivery, they could make use of instruments like process mapping and lean concepts customer service pioneers:

Leaders in Customer Service:



 An example cited by Gent, R. and Kempster, G., 2002. Leadership and management. Building a Successful Customer-service Culture: a guide for library and information managers. London: Facet Publishing, pp.53-73.
Inspiration and Vision: Leaders in customer service inspire their teams by communicating a compelling vision of excellent customer service. They instil a sense of purpose and the importance of customer-centric values. Empowerment: Leaders provide customer service staff the freedom to decide what to do and how to do it. They value autonomy in resolving client issues and trust the judgement of their team.

Leaders inspire their teams to think creatively and come up with solutions to problems. To improve the client experience, they encourage experimentation and the creation of novel strategies. Cultural Influence: Organisational leaders help to create a customer-focused culture. They set an example for their staff to follow and are a living representation of what excellent customer service is all about.

Long-Term Strategy: Leaders concentrate on the long-term strategy for customer service, taking into account how the success of the organisation as a whole is impacted by service quality. They make choices that support the long-term objectives of the business. Leaders encourage a culture of continual learning and growth, encouraging customer service agents to keep abreast of market developments, client expectations, and best practices.

In reality, a department's ability to provide good customer service depends on both effective management and leadership. The department's managers are responsible for ensuring efficiency, standardisation, and performance goals. The team is inspired by leaders to provide great service, invent, and cultivate a customer-centric culture that goes above and beyond the norm. A well-rounded customer service operation depends on the interaction between management and leadership.

                                                          CONCLUSION
Understanding how managers and leaders differ in terms of their philosophies and methods for creating organisational culture is essential for comprehending how organisations work and develop. Managers often concentrate on upholding operational effectiveness, enforcing protocols, and making sure that daily duties are carried out without incident. They provide a culture of consistency, stability, and adherence to accepted norms.

On the other side, leaders are in charge of establishing a visionary course, motivating and inspiring their teams, and promoting innovation and adaptation. They provide an environment that values autonomy, innovation, and a unifying commitment to an inspiring goal. Organisations must successfully balance these many methods and styles if they want to succeed. To provide operational stability and a forward-thinking, adaptive culture, effective organisations frequently need both management and leadership skills. To foster a healthy and resilient organisational culture, managers and leaders must both be acknowledged for their skills and accomplishments. Together, managers and leaders can foster an environment where productivity and creativity coexist, ultimately resulting in an organisation's sustained success and expansion.
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