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[bookmark: _Toc148779012]Introduction

In this essay, I will delve into the distinctions between managers and leaders, exploring their unique styles and approaches in shaping organizational culture. By examining their roles, behaviours and impacts on the culture of an organization, we can gain a deeper understanding of how effective leadership and management contribute to the overall success and growth of a company. According to Hao and Yazdanifard (2015) ‘effective leadership is one of the most essential parts for an organization to sustain their business’.
Understanding how organizations function and succeed requires a thorough understanding of the complex relationships among organizational structure, culture, people, and performance. An organization's success is influenced by this interconnection, which serves as its structural support.
We will examine the crucial elements of this relationship in this analysis to clarify how these components are related to one another.
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The framework that establishes the relationships, hierarchy, and roles within a company is referred to as the organizational structure. The structure chosen has a big impact on how work is coordinated and organized.
 
Functional, divisional, matrix, and network structures are among the different types of structural organization.

The structure's impact on people is determined by the levels of authority, job roles, and reporting lines, it is ‘a way responsibility and power are allocated’ as said by Tran and Tian (2013). Within the organization, it influences how people communicate, work together, and make decisions. A decentralized structure empowers employees at various levels, whereas a centralized structure may result in more top-down decision-making.
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The organizational structure determines the culture's tone.
 
While a highly hierarchical structure might encourage a more formal and controlled culture, a flat and decentralized structure might foster an environment where people feel empowered and encouraged to innovate.


[bookmark: _Toc148779016]Impact on Performance
Efficient structure that supports organizational goals can improve performance.
 
Ineffective structures can cause confusion, bottlenecks, and inefficiency, which can have a negative impact on performance.
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The shared values, beliefs, and norms that influence behaviour and decision-making within an organization are represented by organizational culture.
 
It's an organization's overall personality.
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Employee behaviour is significantly influenced by culture, Szczepańska-Woszczyna (2015) says ‘corporate culture plays the main role in motivating and shaping behaviour in organizations.
 
Their interactions with coworkers, how they handle difficulties, and how they approach their work are all influenced by it.
For example, employees are encouraged to collaborate and share ideas in an environment that values open communication.
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Flatter organizational structures that support cross-functional teams and speedy decision-making may be adopted by businesses that value innovation.
 
More hierarchical structures may be preferred in traditional organizations.
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By fostering employee engagement, motivation, and alignment with the organization's objectives, a strong and positive culture can improve performance.
 
Performance, on the other hand, can be hampered by a toxic or dysfunctional culture.
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An important factor in the relationship between structure, culture, and performance is the individual employees within an organization, including their abilities, attitudes, and behaviours.
[bookmark: _Toc148779022]
Impact on structure
An organization's structure may be determined by the skills and traits of its workforce. A highly skilled and autonomous workforce might thrive in a decentralized structure, whereas a less skilled workforce might need more direction within a hierarchical structure.
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People both consume and create culture.
Over time, the culture is shaped by their attitudes and behaviours.
The establishment and reaffirmation of cultural norms are jointly accomplished by leaders and workers.
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No matter the structure or culture, competent, motivated, and engaged employees typically perform better.
Achieving high performance is heavily influenced by people's abilities and how well they fit into the organizational culture.
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Financial results, efficiency, innovation, employee satisfaction, and customer service are just a few examples of the various components that make up an organization's performance. It shows how successfully an organization accomplishes its objectives.
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There is a dynamic and cyclical relationship between people, structure, and culture.
 
The effectiveness of these components is evaluated by an organization's performance.
 	
Poor performance, for instance, might suggest that the culture or structure in place is ineffective for achieving objectives and that changes are therefore required. 
Performance is impacted by the structure and culture of an organization, which in turn affects how people behave and interact. The competency and alignment of the workforce also affect the culture and structure.
 
To create a harmonious, effective, and flexible environment that reflects their mission and goals, organizations must carefully manage and align these elements.
In conclusion, there is a complex and interdependent relationship between organizational performance and structure, culture, and people.
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Leaders and managers have distinct but complementary roles in organizations. 
[bookmark: _Toc148779028]The behavioural approach 

Also called the behavioural science approach, is concerned with establishing theories that can be tested scientifically and is cantered on the analysis of organizational behaviour. 
To analyse different facets of organizational behaviour, it heavily incorporates ideas from psychology and sociology.
Wheldall and Merrett (2017) talk about behavioural approach and say, ‘human beings learn best when they respond to problems actively’. Therefore, motivating others, showing leadership, communicating effectively, fostering group dynamics, and participatory management are key components of the behavioural science approach.
To comprehend and control human behaviour in organizations, these factors are thought to be crucial.
[bookmark: _Toc148779029]Social factors
Human beings and technical elements interact to shape behaviour in organizations.
Several factors affect how people behave in groups and as individuals, such as social, psychological, and organizational aspects of a person's position, that can affect how they behave as an individual or as a group within an organization.
The organization's needs and goals must be in harmony, to achieve peak performance and efficiency, there should be a harmonious alignment between the needs and goals of the individual and the organization. ‘An increasing number of firms have attempted to define their goals in terms that acknowledge the concerns of employees’ says Shetty (1979), this is because of organizations realizing the benefits of aligning individual goals with company goals.

[bookmark: _Toc148779030]A difference in values, perceptions, and attitudes
The attitudes, perceptions, and values that different employees hold can affect how they behave and perform in the workplace.
	
[bookmark: _Toc148779031]Conflict is inevitable and desirable.
Because it can result in better decision-making and innovation, some conflict is seen as inevitable in organizations and even beneficial, and managers ‘must learn how and when to stimulate conflict to increase the performance of project team members’ according to Verma (1998).
The development of management thinking has greatly benefited from the behavioural approach. It highlights the value of appreciating the human element in organizations and the part played by leadership, individual psychology, and group dynamics in fostering organizational effectiveness.
 
[bookmark: _Toc148779032]Analysing leadership versus management

[bookmark: _Toc148779033]Focus and vision.
Leaders focus on a long-term vision and strategic direction and managers focus on short-term goals and operational details. According to Perrin (2010) ‘a manager is a leader with many vital things missing’, in essence a manager focuses on business whereas a leader also has to do that but also more.
[bookmark: _Toc148779034]Innovations
Leaders promote innovation and creativity managers help apply the existing methods.
Managers tend to focus on task, control, and risk avoidance, while leaders emphasize people, influence, and calculated risk taking.
It is essential to realize that both roles are needed in an organization and that the appropriate combination of management and leadership depends on the context and stage of development of the organization.
A healthy balance between these roles can foster a dynamic organizational culture that is both effective and adaptable, ultimately leading to long-term success.

[bookmark: _Toc148779035]Apple under different leaders
The example of Apple Inc. provides a real-world example of these distinctions. Steve Jobs was a dynamic leader who greatly influenced Apple's culture of innovation and taking calculated risks. His capacity to motivate staff members and shape the organization's course has been internationally recognised. 
But Apple has also prospered under the current CEO Tim Cook's direction, thanks to a more administrative strategy that emphasises productivity, supply chain control, and product delivery.
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Similarities: 

· Both focus on success 
· Steve Jobs and Tim Cook have the same goal, success for apple.
· Despite their different leadership styles, their commitment to the well-being of the business is clear.
· Both leaders are effective communicators, although their styles are different.
· Steve Jobs is famous for his engaging and inspirational presentations, while Tim Cook's communication style is more calculated and strategic.
· Both recognized the importance of clear communication to convey their vision.




Differences: 

· Steve Jobs was a charismatic and visionary leader; he is known for taking risks and inspiring innovation. His approach is more transformational and focuses on shaping company culture through personal influence.
· Tim Cook is a more managerial leader. He focuses on efficiency, supply chain management, and product distribution, his approach is transactional, focusing on maintaining stability and optimizing processes.
· Steve Jobs was known for his willingness to take significant risks, pushing the boundaries of technology and design, this fostered a culture of innovation and creativity, leading to revolutionary products like the iPhone and iPad.
· Tim Cook is more risk averse and prioritizes operational efficiency and supply chain stability to ensure consistent product delivery.
· Steve Jobs' influence on Apple culture was deeply personal, as he was often directly involved in product design and development, his vision and values ​​are embedded in the organizational structure.
· Tim Cook, while still influential, has a more decentralized approach, allowing diverse teams and leaders to contribute to Apple's culture.
· Steve Jobs often focused on the long-term impact and transformation of industries, leading to breakthrough product innovations.
· Tim Cook's approach is more focused on the short and medium term, ensuring Apple continues to perform well in the current market and maintains a strong financial position.

In summary, Steve Jobs, and Tim Cook, while sharing a similar commitment to Apple's success, use very different leadership styles, Jooste (2004) argues that since the world is evolving, ‘a different kind of leader should emerge to lead in a new way’, so it is hard to say whether one leader was better than the other as their circumstances were also different.
Jobs was a visionary, risk-taking leader who shaped company culture through personal influence and innovation, while Cook's more managerial approach emphasized efficiency and stability in product delivery.
These differences illustrate how leadership style can have a significant impact on organizational culture and company direction.
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In summary, this essay looked at the differences between leaders and managers and highlighted their unique styles and approaches in shaping organizational culture. 
By examining their roles, behaviours, and their impact on organizational culture, we gain a deeper understanding of how effective leadership and management contribute to overall success and growth. 
In addition, this analysis highlighted the complex relationship between organizational structure, culture, people, and performance. These elements are interconnected and form the main pillars of the organization's activity and their effectiveness can significantly affect an organization's ability to achieve its goals and succeed in a competitive environment. 
Leaders and managers have distinct but complementary roles in organizations. The differences in these responsibilities and approaches are well documented in the scientific literature and understanding and acknowledging these differences is essential to optimizing organizational effectiveness and fostering a dynamic culture that is both effective and adaptive. 
A behavioural model based on psychology and sociology provides valuable insights for understanding and managing organizational behaviour. It emphasizes the importance of human factors, leadership, individual psychology, and group dynamics in achieving organizational effectiveness. 
This approach emphasizes the importance of the human element in organizations. Practical examples such as Apple Inc. case, illuminated the similarities and differences between leaders such as Steve Jobs and Tim Cook. 
Both leaders strive for success, albeit in different styles. Steve Jobs, a charismatic visionary, thrived on risk-taking and innovation, which greatly influenced Apple's culture. On the other hand, Tim Cook's management approach emphasized efficiency and stability, which allowed the company to thrive in its own way. 
These differences highlight how leadership styles can have a significant impact on organizational culture and company direction. Essentially, this essay has highlighted the diversity of organizations and how the interplay of structure, culture, people, and leadership styles has a profound impact on their effectiveness and success. 
Organizations that carefully manage and align these elements can create a harmonious, efficient, and adaptive environment that reflects their mission and goals, ultimately leading to long-term success in a dynamic business environment.
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