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1.0 INTRODUCTION  

Being a manager is the same as being a leader? Although this is a question that the answer might be known, in this essay, a thoroughly analyzation and evaluation of understanding the terms of management and leadership and the difference between will be presented in part one. Part two and three will contain an evaluation of the role and responsibilities of line managers, illustrating the way in which leadership and management style shape the behaviour of employees in different types of organisation. The analyse will be closed with a conclusion concerning everything that was expressed above.
In an organization it can be found that individuals are great leaders but terrible managers, and decent managers but horrible leaders that is because each of them requires a certain set of skills. In the 20th Century, managers are administrators who plan the business, set targets and keep track of progress to achieve success, leaders on the other way are visioners, they lead and influence people to complete set goals. Researching specific literature found a very precise definition of management explained by Naylor (2003, p6) “management is the process of achieving organizational objectives within a changing environment, by balancing efficiency, effectiveness and equity, obtaining the most from limited resources, and working with and through other people”.  In parallel, we have leadership that is based on inspire people to accomplish performance.

2.0 MAIN TOPIC
In main topic will be further analyse and evaluate the difference between management and leadership, explaining the roles and responsibilities of line managers, illustrating the impact of leadership and management styles in meeting the needs of employees and organization.

2.1 The difference between management and leadership 
Northouse (2007) has identified management as a method by which established fixed targets are reached by the effective allocations of resources.  Managers need to be very organised, have the skills and knowledge to understand the challenge and be able to deliver it using resources, people, to plan time effectively and monitor activities off all employees. Important features of management are based on problem solving, technical skills referring to the expertise of a particular type of task using specific tools and methods in order to achieve it, willingness to work with others (Kappa 1991). Managers must have unique attributes, such as fine communication, organisation, negotiation and delegation skills.
Leadership has a clear correlation on organizations and their performance. Leaders describe beliefs, community, ability for innovation and employee's recognition. Leaders “focus on motivation and inspiration” (Kotter 1990), they inspire people to work together, appreciate their values and attributes in achieving a common goal, promoting creativity, trust and integrity, creating a healthy environment within the organization.
 Leaders have vision, while managers have staff and resources to enact daily mission organizational changes to fulfil their leader’s vision. Kreitz continues, “Integrity, good judgment, an ability to listen, people skills, effectiveness in leading change, and self-understanding were ranked as the top competencies that any leader should possess and that individuals – no matter where they are in an organization—would like any leader to possess” (2009, p. 546).  
According to Zaleznik (1997) to be a successful organization, must have both managers and leaders, even though their contribution is different, one cannot collate without the other. While leaders are encouraging progress, new challenges and practice to respect people’s perceptions to obtain their commitments; managers are seeking consistency, having complete control and encourage to get things done. Managers take care of day-to-day work problems, but leaders look at the future of the organization and broader work problems, particularly management responsibilities, division of labour among departments, and so on.
Leaders have vision, while managers have staff and resources to enact daily mission organizational changes to fulfil their leader’s vision. Kreitz continues, “Integrity, good judgment, an ability to listen, people skills, effectiveness in leading change, and self-understanding were ranked as the top competencies that any leader should possess and that individuals – no matter where they are in an organization—would like any leader to possess” (2009, p. 546).
In 2007, Warren Bennis wrote that “managers do things right, while leaders do the right things” (p. 12). The differences between them is that leaders use communication, understands people’s strengths, weaknesses and values their team, motivate and inspire them to achieve goals taking long term risks, leaders have followers who believe in their vision. Whereas managers are more formal, structural, using reward system to do things right, treat people as subordinates, avoids risk and conflict.
A fair point of view is managing the thing that need to be manage but lead the people that are supposed to be lead.

2.2 The roles and responsibilities of line managers 
Line management means that managers are directly responsible of employees who are actively engaged in the development or distribution of products, services or goods. Line managers represent the lowest management level within the organizational hierarchy as it’s the connection between an entity and its front-line employees.
Some of the key responsibilities of line managers include hiring and recruiting talented people for specific jobs, train and motivate his team members to maintain high level of efficiency and productivity. The line managers allocate resources, ensure team performance, assign workloads, maintain quality standards for all processes to achieve specific goals and projects of the organization. The line manager’s responsibility is also to schedule regular meetings to discuss strategies and coordinate when necessary with other managers to increase company’s productivity.
The role of line managers is very important to any organization that they should really be seen as the oil that keeps the wheels in motion. They are the link between employees and senior management. Line managers need to motivate their team, set credible goals, resolve conflicts, solve communication barriers, ensure that work gets done in a certain amount of time, productivity to manage others so that they feel important in the challenge, develop people’s strength to do their job well.
There are many challenges for managers when it comes to decision making responsibilities. Naylor (2003, p275) defined decision making as “the act of choosing from among alternatives”. Decisions comes under the worst circumstances, they require complexity in having to choose the right decision under different criteria, must have long term effects but it can also be risky, for example Bank of England has to ensure that other banks they sustain can cover risks taken, such as bonuses schemes for traders. A manager might have been given insufficient information, have the uncertainty about choices or future outcomes, for that a manager need to analyse and probabilities of the situation and make the right decision who will have an impact in the organization.
By accessing the literature, it was observed that decision making is an organized, inclusive and transparent approach to understanding complex issues and producing and evaluating creative alternatives. Founded on the idea that good decisions are based on the recognition of both values and impacts, managers consider everything presented before them to create a pleasant work environment for their employees but most important, business productivity (Gregory, Failing, Harstone, 2012).

2.3 The impact of leadership and managerial styles in an organisation and its employees

Leadership style is the primary driver behind the strengths or weaknesses of a team leader. Leadership has a direct connexion on organisations and their performance, they set principles, values, ability for innovation and inspiration for employees. Encouraging team members and developing partnerships are key to ensuring the outcome of the project. The leadership style used by the manager directly influences the success and efficiency of team members and motivate them to accomplish the goal of the organization. The types of leadership studied were coaching, diplomatic, non-intervening, hierarchical, autocratic and democratic (Ojokuku, 2012).
 Reflection will be on three leadership and managerial styles and how they affect employee's performance in an organization.
Autocratic Leadership Style
Using autocratic leadership style creates a separation between manager and its employees, as the manager takes all the decision and only instruct employees how to implement those decision without asking opinions or suggestions. If in an organization there are mainly young employees, this style can be extremely successful because it offers instructions, sets different tasks and provides simple and workable expectations. Even so, authoritarian style could also escalate to less innovation and invest-in for the employees because they are not taking part of the decision-making process. 
Since the leaders of this type have so much power, workers can see them as commanding and intransigent, which can impair their morals. This style of leadership forces team members to be faithful and compliant adherents of the policy implemented and might arises retribution if goals are not reached. We often see this style in hospitals, especially when an emergency is occurred, one doctor is dictating the steps needed to care and lifesaving a patient.
 An example of an autocratic leader is Steve Jobs, the founder of Apple. He is the main decision-maker and acts based on his opinions rather than hard evidence. He was ruling over his team members as a dictator rather than a true leader. While his tactics were challenging for all those who worked for him, they were very successful in achieving the success of Apple products. Steve Jobs had an innovative design mind-set. As he saw fit best, he wanted his items to be made.                                                                                               
Democratic Leadership Style
Practicing this style, company owners explore and promote constructive criticism, ideas and reviews from their employees before making decisions. Participating leaders shall speak up only after obtaining the views of management and staff. One big consequence of this form of management is that individual's feel that they are respected and that their feedback matters.
Gultin (2013) describes how team members appreciate when a democratic leader explores the organisation's perception of how essential a development team is to achieve organizational objectives and it helps participants to be innovative, knowledgeable and problem solving. To expand, employees work s work and own the task together and aim for excellence. One potential downside is that democratic leadership can escalate to "analytical paralysis" where decisions are delayed or never taken because leaders choose to satisfy everybody in the team.
Known as a democratic/participative leader, Muhtar Kent in CEO and Chairman of the Coca-Cola Board of Directors. It has a reputation for seeking feedback from others on important decision. He’s style is multicultural, reflecting diversity and inclusion being dedicated to enhancing management processes and production performance as it is to teamwork.

Delegative Leadership Style
Delegative leadership is at the opposite side of scale from and autocratic style, since it is a “laissez-faire” style, defined by Merrian-Webster dictionary as “let people do as they choose” and it’s encouraging employees to make their own choices, set their own priorities. The leader who prefers this style does not make any big changes but takes back this duty to the managers and team members. This style also assigns direction and execution of procedures to staff, with leaders only acting in critical situations. 
A great researcher, Andrew Mellon is an example of the 20th century of “laissez-faire" American leader, whose honour helps develop the American industrial sector, including large oil, steel and aluminium refineries. Mellon is the leader of the laissez-faire, as he believes in resisting government oversight not only in selecting skilled and conscientious individuals to run the business, but also in terms of revenue and other regulations.
In conclusion, autocratic and democratic leadership styles affect the attitude of employees regarding their leaders, their work motivation and their organisation efficiency. On the contrary, leaders who use a passive style of leadership are considered less effective and have a significant effect on the performance and productivity of the followers (Nass and Avolio 1985; Yahya and Ibrahim, 2016).

3. CONCLUSIONS

Any business requires managers and leaders, and their positions can be seen as complementary to each other. The highest efficiency of an organization can only be achieved if the organisation has good leadership and effective participation. In today ’s fast changing workplace, organisations need leaders to address new opportunities and to transform organisations in order to gain a competitive advantage over the market. In addition, organisations require employees to monitor a proper functioning workplace and to allow good use of resources. Successful leaders will positively impact confidence and sense among followers and, in turn, inspire employees to stay willing and feel part of the organisation.
Today's companies prefer leaders who accept change and consider innovatively, while still possessing excellent communication skills and ensuring that each team member has an overview of the process and its role in it. The most significant aspect tends to be the leader's ability to keep his team involved and motivated.
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