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Individual Essay.
‘’Actions of a leader shape the culture within the organisation’’.

[bookmark: _Toc159873741]1.Introduction:

The goal of this article is to increase our understanding of the topics covered in the Introduction to the Modern Workplace course. 
In addition to helping students understand their duties within organisations with various branches, the analysis will look at the similarities and contrasts between managers and leaders.
As academics and professionals realised how deeply organisational culture affects many facets of an organization's success or failure, the idea of organisational culture rose to prominence. Organisational culture involves more than just the obvious things like clothing regulations and office designs. It also includes the unspoken rules, presumptions, and common practices that influence how its members behave.
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The common values, beliefs, attitudes, and behaviours that define an organisation are referred to as its organisational culture. It is the social glue that unites workers and moulds their interactions with external stakeholders and one another. A company's capacity to accomplish its objectives, staff morale, and general work environment are all greatly impacted by its organisational culture (Newton, 2022). 
Important elements of business culture consist of:
1.Values: The core principles that direct the activities and choices made by the organisation. These ideals frequently represent what the organisation views as significant and deserving.
2.Norms: Unwritten guidelines or expectations on acceptable workplace conduct for staff members. Norms have the power to influence behaviour and foster cohesiveness or compliance.
3.Objects in physical form, words used, customs, and ceremonies that stand for the identity and principles of the organisation are called symbols. These might be mission statements, logos, or backgrounds (Gore, 1999).
4.Heroes are members of the organisation who are praised for being role models and who typify the ideal cultural attributes. These people frequently support the upholding of cultural norms and exemplify the organization's principles.
5.Rituals & Ceremonies: Continual exercises or gatherings that uphold the principles of the group and promote a feeling of community. This might be recognition ceremonies, team-building activities, or yearly celebrations. 
6.Communication Styles: How people exchange information inside a company. A culture that values open and honest communication is more beneficial than one that values secrecy or a lack of communication (Gore, 1999).
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According to (Martin, 1992), organisational cultures fall into a number of categories, including: 
 Clan Culture : Clan cultures, put people at the centre, and provide the impression that the company is a family. In this highly, collective workplace, each individual is respected and communication is highly valued. Clan cultures, are often paired with horizontal organisational structures, that reduce barriers between the C-suite and employees by preparing possibilities for mentorship. Because they are practical and embrace change, these businesses are very adaptive (Martin, 1992).
Adhocracy Culture: Adhocracy cultures, are characterised by their original and flexible principles. These businesses are pioneers in their industries, trying to invent the next big thing, before anybody else has even thought to ask the right inquiries. To achieve this, they have to take several risks. Adhocracy cultures, persuade employees to think artistically and share their ideas, which values individuality. Given that this type of organisational culture fall over under the umbrella of exterior emphasis and variation, new ideas need to be linked to the growth of the market and the firm's performance (Martin, 1992).
 Market Culture: In a commercial culture, success is king. Every choice is made with the base line in mind; management positions and workers are typically separated into many rows, and each job has a specific point that aligns with the structure's overall mission. These are results-oriented businesses that put exterior success ahead of internal performance. In a market culture, experiencing targets, fulfilling quotas, and delivering results are highly interested (B. Schneider, 1996). 
Hierarchy Culture: Organisations with a hierarchical culture, are those that stick to the standard corporate structure. These businesses place a high priority on internal organisation, as seen by their independent management levels and well-defined chain of command that separates employees from the leadership. In addition to understanding a rigid program, workers regularly have to follow a dress code. Individuals in hierarchical cultures tend to be stable and risk-averse since they observe a set route (Lund, 2003).
Active management and cultivation of an organization's culture is vital, given its substantial influence on employee engagement, productivity, and the organization's overall performance. It takes the commitment of the leadership, regular communication, and reinforcement of desirable behaviours to cultivate a healthy and aligned culture.
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,,Management is efficiency in operations, 
but leadership is efficiency in people’’- Tim Cook.
The integration of leadership and management may provide an explosive synergy that promotes team building and operational excellence. A happy and productive work environment may be created by leaders who recognise their managers' skills and use them to motivate their colleagues. In reality, connecting leadership and management, may result in a strong and effective strategy for accomplishing organisational goals (Heracleous, 2013).
Within an organisation, managers and leaders have different responsibilities, but they also have similarities as well:
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				Fig 3.:Managers vs Leaders.
Managers:                                                                           Leaders:
	Work towards objectives as well, although one could concentrate more on encouraging and motivating people to support the organization's larger vision and mission.
Concentrate on accomplishing certain goals and making sure that activities are finished quickly. They are frequently in charge of establishing and keeping track of performance goals.

Goal-Oriented:
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Managers:                                                                           Leaders:
	Encourage and mentor people in making decisions, frequently taking the organization's and its members' long-term effects into account.
Make choices that support the goals and policies of the organization. Decisions are frequently based on facts and analysis.

Decision-Making:
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Managers:                                                                           Leaders:
	Share their inspiring vision and ideals with others. Their communication approach is more inspiring, promoting the greater good and goal.
To guarantee that duties are understood and carried out efficiently, communicate. They often interact in a more directed manner, concentrating on details.

Communication:
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Managers:                                                                           Leaders:
	People Skills:
Create connections, inspire and drive groups. They frequently care more about the growth and welfare of specific members of the organisation.
Handle personnel management and daily operations. Their main objectives are to arrange, plan, and guarantee that work is done effectively.
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Managers:                                                                           Leaders:
	Adaptability:
Accept change and frequently encourage creativity. Their inclination is to question the existing quo and promote a flexible society.
Inclination to concentrate on preserving efficiency and stability. They make certain that protocols and guidelines are adhered to in order to attain uniformity.
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Managers:                                                                           Leaders:
	Authority:
May obtain power from their capacity to sway, uplift, and mentor others. Leadership is frequently acquired by respect and trust.
Usually obtain power from their official standing in the company hierarchy. Depending on their function, they have the authority to assign tasks and make decisions.
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	Despite these contrasts, it's crucial to remember that people frequently need to demonstrate both management and leadership abilities. To effectively traverse complex organisational difficulties, effective leadership frequently combines managerial and visionary abilities (Adeniyi, 2007).
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Fig.4:Leadership vs Management.
Concentrating on outcomes, but in a different manner: 

Leaders are concerned with team member growth, task delegation, and the evolution of outcomes, whereas managers are more concerned with processes and procedures (i.e., what must be done to obtain the results) (McManus, 2006). 
An organisation needs a manager in order to be managed because the manager has a broad understanding of the company. But a team need a leader in order to be handled effectively. The team will fail without a leader, and it is very clear why: there won't be a shared goal, no drive, and no atmosphere that encourages constant improvement. 
Here are the next six key distinctions between a genuine leader and a performing manager: 
1.The primary difference between a manager and a leader is: a manager primarily oversees teams, finances, schedules, and personnel. In fact, this is evident from the examination of the duties performed by managers. And there are 5 managerial functions : Planning; Organising; Popularization (Staffing); Leadership (Directing) ; Control.
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But a leader does just that—he guides others! A leader's primary responsibility is to get everyone moving, manage the team's energy as effectively as possible, and communicate the team's vision, motivation, and momentum. Said another way, your job as a leader is to guide the team (McManus, 2006).
You can argue, but what leader doesn't oversee projects? Yes, they manage, but leaders see the broad picture from within the team, whereas managers see it as a process in and of itself.
2.The second difference between a manager and a leader is:
A management reports to their subordinates depending on the function. You don't truly feel connected to someone because of this in general.
Nonetheless, a leader interacts with their followers on a man-to-man basis. In this instance, you sense intimacy. It has to do with the emotional side of leadership. Managers are not as connected to the team members as leaders are.

3. The third difference between a manager and a leader is:
A manager's ability to influence others is second in importance to his management position inside the company. But a leader is more defined by his ability to influence the team than by his position inside the company. Leaders employ influence—that is, the capacity to identify and inspire team members to participate in completing tasks—while managers use position.

4. The fourth difference between a manager and a leader is:
Following the creation of action plans, a manager keeps an eye on the progression of outcomes throughout time or directly oversees the end result. On the other hand, a leader oversees the team's duties, participates gradually, and bears accountability for the outcomes.
It's likely that you've noticed that the leaders are far more involved in leading the team and the actual activity.
5. The fifth difference between a manager and a leader is :
A manager communicates power and, if required, applies coercive techniques. However, a leader communicates with team members and expresses empathy. It has come to my attention that there is a trap that leaders frequently fall into. And I recall that a student brought up the following issue at a workshop I was doing with the aim of converting technical specialists into technical trainers: to what extent should a leader be devoted to those under his direction? How long should we pursue this relationship?
 	The relationship needs to progress to the point where you ensure it doesn't entirely devolve into a friendship. That is to say, it shouldn't go to the point where he views you as his best buddy, with whom he can talk about everything, but rather as a leader. Naturally, you will have a unique bond with the individuals you manage, and this is typical. But you also have to keep everything under control! And in order to stay in control, I advise you to concentrate on these four areas: team members' growth; their leadership via influence rather than position; their maximum degree of engagement; and the optimisation of the outcomes they produce under your direction.
It's a good idea to keep in mind these four elements since you'll need them frequently to keep everything under control: Growth - Involvement - Leadership - Optimising Outcomes.
This, in my opinion, is the best approach to lead your team while maintaining positive working relationships. People will follow you because you will be a just leader who is unbiased towards everyone.
6. The sixth difference between a manager and a leader is:
A manager is aware of the primary tasks that must be completed during the process, from creating instructions to achieving the desired outcome. However, a leader guides the team members through the necessary steps and knows what has to be done (Boone, 2007).
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In summary, each organization's potential to succeed and last depends heavily on its management. A broad variety of abilities, from communication and leadership to strategic planning and decision-making, are included in the art and science of management. I have covered a number of important topics related to management and leadership in this article, such as its definition, roles, and the value of effective leadership.
When it comes to allocating resources, leading people, and accomplishing organisational objectives, management is essential. In the ever-evolving and dynamic world of business, managers must be flexible and creative in their thinking. Understanding an organization's internal operations is simply one aspect of successful management; another is maintaining awareness of outside variables that may have an influence on the operation of the company.
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