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The term "management" refers to the process of assigning work to other people to be completed in a predetermined manner. Once more, management style refers to the way work is carried out by different styles of carrying out people. The management style ensures that all activities are carried out in a highly successful manner (Hutu, 2002). It accomplishes this by utilizing a variety of approaches to managerial styles to make the work manageable for the leaders. Different management styles offer a variety of benefits, including the ability to carry out work in an effective manner through the utilization of prospective employees and employers. First, let's talk about autocratic management, which simply means that the leader has the authority to make decisions and then imposes those decisions on the subordinates. Because workers under this system don't feel like they have any say in the decisions that affect them, they may become dissatisfied with their jobs and less motivated to do their best work. It is not currently following to the organization as well as for their flaws and making the working environment friendlier to the employees. The next type of management is known as democratic management, and it refers to the process in which decisions are made jointly with the assistance of employees, subordinates, and the manager, all of whom are given the full authority to participate in the activity of decision making. It is highly managed in a variety of organizations because it gives employees faith in their work and also ensures that outstanding decisions may be reached through group means (Hutu, 2002). Laissez-faire management is an additional form of management, and it entails that leaders give the approach and the authority to make decisions to the employees, and they also encourage the employees to take steps toward completing any assignment. However, the most significant flaws of this system are that it does not provide the workers with clear instructions and that it is unable to complete the work correctly, on time, and creatively.
The discussion will now turn to the collaborative management style of work. It is a reference to the work that has been done not just by the leaders of the team but also by the other employees in the process of collaboratively making decisions. It places a primary emphasis on open communication and collaboration among the members of the team, with the goal of improving the work environment and making it more productive (Hutu, 2002). If we are talking about the transformational management style, which refers to leaders who urge their staff to execute their work in a different way so that they may more effectively reach their goals, then this is an example of transformational management. The primary emphasis is placed on achieving personal goals, developing one's potential, enhancing one's culture, and performing one's task to the highest possible standard. When an activity is carried out with the utmost precision with the intention of enhancing the workers' level of performance and bringing the organization closer to realizing its objectives, it adds value to the job that needs to be done and makes the work itself desirable.
The term "transactional management" refers to a style of leadership in which managers evaluate the performance of their staff by determining whether they should be rewarded or punished for their efforts. It provides reward if any work is done flawlessly, and it may provide punishment to them if the activity is unsuccessful. It can either stimulate workers to their task or demotivate them, depending on how it is used, and it has both positive and negative sides. It can occasionally supply workers with increased working efficiency, and it can significantly motivate them if their work is excellent if it does so (Harste, 1994). In addition, talking about a management style called cross-cultural management, which means accommodating different cultural norms and ways of thinking and accepting them with respect in an efficient manner that helps to diversify the operations of the firm. Its primary focus is on maintaining a harmonious atmosphere in the workplace, one that is warm and welcoming to employees and in which workers can communicate effectively with one another and with their superiors to the organization. The term "bureaucratic management style" refers to a management approach that places an emphasis on ways to coerce workers into performing their duties in an orderly fashion. It focuses mostly on instructing workers on how to complete their work without allowing them to make any decisions. The management here threatens them and works in a very harsh manner to get their task done. They are completely preoccupied with their work (Harste, 1994). The workers have no decision-making authority and are required to always submit to the manager’s directives. Because of its many drawbacks, employees may experience a decrease in their motivation to work.
When a corporation adopts a top-down approach, its executives shape its culture. Their actions, decisions, and behaviors shape the culture because they construct it. If a company's primary value is "innovation," leaders must actively encourage and acknowledge innovative thinking and acting (Hutu, 2002). They may host regular brainstorming meetings, promote experimentation, and give tools for new project ideas. When workers believe their leaders support innovation, they are more likely to adopt it as a company culture. The top-down approach is generally modeled after Steve Jobs' Apple Inc. leadership. Jobs was certain that design quality and innovation went together. His dedication to these ideas was reflected in Apple's revolutionary products, such the iPhone and MacBook, which became industry standards. Apple's culture is nearly synonymous with design and innovation, inspiring employees to uphold them. Strategic cultural transformation programs aim to change or reinforce a company's culture. Leadership development, diversity and inclusion initiatives, and value-based training are used to align employees with the culture (Du Plessis, 2006). Consider a huge, well-established manufacturing company that wants to promote a more imaginative, customer-focused culture. They may implement a cultural transformation initiative to achieve this. This program may include leadership development workshops to help leaders foster innovation and customer focus. To broaden the culture's notion of inclusion and make it more open to other perspectives, diversity and inclusion initiatives may be used. Values-based training should also teach personnel about customer-centricity and innovation, promoting the desired culture. IBM's "Think 40" initiative is a real-world cultural transformation effort (Du Plessis, 2006). IBM wanted to overhaul its culture by encouraging employees to think and act like entrepreneurs and improve their speed and agility. The program stressed leadership, design thinking, and cross-functional collaboration. IBM wanted to foster an entrepreneurial, open-minded culture with these activities. These examples show how top-down strategy and cultural change may shape a business's culture. Successful application of some strategies may lead to a more cohesive and unified corporate culture that supports the company's goals and values.
The grassroots approach to corporate culture development involves people actively defining and influencing the culture. This concept lets workers define and develop the culture, unlike a hierarchical approach where bosses set the tone. A culture committee or similar forum is used to accomplish this concept (Du Plessis, 2006). These committees bring together employees from different departments and functions to discuss and propose ways to improve business culture. Staff may suggest changes to rules, communication protocols, or cooperation efforts that align with the organization's values and aims. Businesses may use workers' diverse experiences and viewpoints to create a more inclusive and meaningful culture by actively including them in culture decisions. Google demonstrates bottom-up technique (Harste, 1994). Google's "Googlegeist" polls encourage employee participation in company culture improvement. Employees may anonymously share their opinions on workplace issues like culture via these polls. Google transforms culture based on feedback and well-informed judgments. This openness helps Google maintain a culture of employee contentment, cooperation, and innovation. Employee reward and recognition programs reinforce expected behavior and concepts across an organization. Recognizing and rewarding workers for their efforts enhances the probability that they will continue such actions and follow the business culture. In a company that values cooperation and teamwork, an employee appreciation program may recognize and reward outstanding performance. Awards, incentives, public recognition, and professional advancement opportunities are examples of recognition (Barrett, 2011). By recognizing and rewarding individuals who embody the desired culture, the firm reinforces the importance of those behaviors and encourages others to mimic them. Cisco Systems' "You Make a Difference" program uses effective recognition and awards. This initiative helps staff recognize colleagues' outstanding efforts. Nominations may get other benefits than money and vacation days. Cisco encourages happy and engaged employees by recognising and rewarding outstanding performance and promoting business values and objectives.
Open and transparent communication channels are vital to a strong workplace culture. Organizational citizenship involves creating platforms and norms that encourage employee participation by fostering concern, idea sharing, and understanding of the organization's goals and progress (Nahavandi, 2006). This technique is often implemented via town hall or all-hands meetings, when leadership reports on operations, future initiatives, and personnel concerns. These sessions build an open, inclusive atmosphere that helps employees identify with the organization's objective and vision (Thomas and Rowland, 2014). The online store Zappos, known for its strong culture, has an open and transparent communication culture. "Ask Anything" events allow workers to directly address CEO and leadership team questions, fostering openness and approachability. This approach gives workers a feeling of significance and appreciation, promoting a happy and engaged workplace. Positive workplace culture requires effective feedback and dispute resolution. They settle workplace problems, especially cultural ones, quickly and productively. These systems allow workers to express issues, make ideas, and get feedback. Regular performance reviews and individual feedback between subordinates and staff are examples of feedback mechanisms. These meetings allow workers to get performance evaluation, resolve problems, and set goals to improve (Thomas and Rowland, 2014). Maintaining a culture of responsibility and continuous improvement requires constructive feedback to discover opportunities for improvement. Another example is online feedback forms or anonymous suggestion boxes. Employees may voice concerns without fear of reprisal using these avenues. Organizations may use this input to develop informed cultural initiatives and improvements. The "Voice of the Employee" project at General Electric (GE) provides input. Employees are encouraged to provide comments on corporate culture and management methods. In response to this input, GE makes positive organizational adjustments, promoting adaptation and improvement (Barrett, 2011). Open communication, constructive dispute resolution, and feedback may create a positive, prosperous, and transparent workplace. They may build trust by doing so.
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