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INTRODUCTION

As the human being developed through the Stone Age, he
drifted from the individual to groups for living. Every
group would inevitably throw up a leader. The process
was of evolution of the leader also started to grow more
structured as the societal way of life grew over the time.

It was sometime in ‘80s in the previous century that term
leadership started replacing the more prevalent with the
advent of Industrial Age term ‘management’. By the turn
of the century, the ‘leadership team’ was easily used to
identify everyone from the top management to the front-
line supervisors.

Why is it important to differentiate the roles? 

Because, knowing consciously what is your inherent style
would help in clearly spelling out the course that you
should adopt as you guide your business into the journey
towards a better future.

Before we start more focused discussion on the key
differences between a leader and a manager, let us first
look at the differences in the way the leadership and
management practices have been defined by John Kotter,
the leading authority on the leadership studies. 

He defines the essence of management as, “a set of
processes that keep an organization functioning”, and
leadership as “aligning people to the vision, that means
buy-in and communication, motivation and inspiration”.
Management can, thus, be viewed as an interactive
process of human beings for accomplishing a set of goals
using available resources. Leadership focuses on the
human side of the process.  The leader emphasizes on
creating an environment in which people give their best in
achieving the goals.
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RISK, POWER, MANAGERS  &

LEADERS

Leadership, essentially, would tend to
influence the thoughts of the people so as
to direct their actions towards attainment
of the goals. This, in turn, hands over,
formal and informal, power in the hands
of the leader. 

Such power, in the hands of an individual
poses three potential risks. 

The first risk is equating the power to get
the immediate results, like a magic wand. 

The second risk is that of ignoring the
ways people tend to accumulate
legitimate power. 

The third risk is loss of control over the
self , caused by the ever increasing desire
for more control that the desire for power
usually fuels. 

Organizations, typically, develop their
own conservative mechanism to maintain
a balance, by developing a collective
leadership and the managerial ethic. 

It is this undercurrent of conservatism
that develops the management role,
typically visible in the form of systems.
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PERSONALITY

"Leadership is more a set of soft skills to
direct the people’s efforts towards
achieving the vision." 
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As a problem solver, manager is essentially
rational in directing his/her energies
towards, goals, available resources,
effectively implementing the systems with
the help of the given organizational
structure.

Leadership is more a set of soft skills to
direct the people’s efforts towards
achieving the vision. Leaders inherently
navigate in an environment of creative
chaos, whereas managers establish order as
they set out towards their tasks.
Essentially, they differ in how they think
and act.



ATTITUDE  TOWARDS  GOALS

"Manager derives goals from the
organization’s necessities, leaders
determines objectives that shapes the
direction the business will take in the
future." 
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Managers tend to be impersonal attitude towards achievement of goals, whereas leaders,
normally, adopt more personal and active attitude towards the goals. 

Manager derives goals from the organization’s necessities, leaders determines objectives that
shapes the direction the business will take in the future.

Leader influences the way people think about what is desirable, necessary and possible.



ATTITUDE  TOWARD  WORK

"Leaders tend to look the problems
themselves as opportunities and aim to
seek fresh approaches to the problems."
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Managers view work as an enabling
process, in which the people and ideas are
two resources. They aim to maximise
effectiveness of this process to establish,
implement, maintain and improve the
strategy. 

They take into account risks of current or
potential hurdles that the needs and
expectations of related interested parties
can create. They also plan to leverage the
opportunities that favourable of such needs
and expectations would offer. Managers
strive to shift the balances of power
towards optimum solutions.

Leaders, on the other hands, tend to look
the problems themselves as opportunities
and aim to seek fresh approaches to the
problems. 

They project ideas in a manner that can
excite the team to develop more options,
and newer ways, to solve the problem. In
the process, leaders normally work from
high-risk positions. 

Managers, normally, tend to drift towards
survival path when choosing the levels of
risks.



ATTITUDE  TOWARDS  OTHERS

"For them the relationships are more
meaningful to build the core of
competence that evolves from the
natural talents of the people."
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Managers tend to build network of people
to collaborate with the team, but have
lower emotional involvement with these
people. In the process, they may appear
less empathetic and sensitive to the
people’s beliefs and emotions. To the
leaders, empathy is not only caring about
others, because by giving due space to the
ideas of others, they create space for their
own ideas too. For them the relationships
are more meaningful to build the core of
competence that evolves from the natural
talents of the people.  Managers relate the
people to the role that they play in the
team, leaders look to the ideas that people
can bring on the table. While maintain a
balance between differences in the people,
managers strive to convert a win-lose
situation to a win-win situation.

Leaders tend to be more imaginative, and
therefore act as catalysts, in firing up
imaginations of the people. They also,
naturally, would prefer win-win situations,
but would gamely look at the loss as an
opportunity to seek more options and
newer ways. Managers get their teams
deeply engrossed in the process of how to
take a decision, whereas leaders would
want his /her team to focus on what to
decide. Leaders attract very strong sense of
identity and feelings of love, or hatred.



ATTITUDE  TOWARDS  SELF

"Leaders feel separate from their
environment and therefore play an
active role in shaping the organization"
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Mangers view themselves as an integral component of the operational environment, and
therefore focus their energies in optimising the results within the given constraints. Leaders
feel separate from their environment and therefore play an active role in shaping the
organization that would redefine the influence of the constraints, by seeking more options
of opportunities for change. Managers thus manage the change, whereas leaders act as
prime-movers of change. The methods to bring the change may be technological, social or
ideological but the leaders, invariably, aim to deeply rewrite the human, social or ideological
relationships.



SUMMARY

It also does not mean that those in the
middle or front-line management position
should always have a say in the strategy
formulation.  In its simplest form, this
means that everyone in the organization,
within their own sphere of responsibility,
should step beyond their own areas of
present routine performance and actively
contribute to manage the tomorrow.

Managers, customarily known as ‘leaders’,
must be willing to discard the fear of failure
and be willing to experiment with new
thinking. They should help create and
maintain an environment of empowerment
where not only powers, commensurate
with the responsibility, are delegated, but
also people also remain competent to
discharge their future responsibilities. The
managers should, also, strive to become
role models that help others to think and
act without fear and be learning-oriented. 

Organizations need both managers and
leaders to succeed, but developing both
requires a reduced focus on logic and
strategic exercises in favour of an
environment where creativity and
imagination are permitted to flourish.The
organizations do not need to strike a
balance between long-term issues and the
short-term goals, customer-orientation
and inward-looking gaze.

The traditional view of management was
based on organizational structure and
processes. Managerial development, at the
time of inception and growth of the
Industrial Age, focused exclusively on
building competence, control, and the
appropriate balance of power. That view,
omitted the essential leadershipelements of
inspiration, vision, and human passion—
which drive corporate success.

The difference between managers and
leaders lies in the conceptions they hold,
deep in their psyches, of chaos and order.
Managers embrace process, seek stability
and control, and instinctively try to resolve
problems quickly—sometimes before they
fully understand a problem’s significance.
Leaders, in contrast, tolerate chaos and
lack of structure and are willing to delay
the closure, in order to understand the
issues more fully.

The underlying assumption is that the
leadership is what we do to other people.
However, leadership be better viewed as
something we do with other people.

The point being driven home here is that
every manager has to play the role of
strategic and supervisory leadership. This
managerial leadership role is not confined
only to the top management who normally
shape the long term strategy for the
organization. 
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Such, dual view – of emphasis in one over the other - essentially rests on the foundation of
distorted belief of leadership and the associated fears. By practicing the strengthening the
weak side and moderating the over-used side as self-correcting exercise, managers can
put them into stronger position wider-based versatility and enhanced effectiveness. 
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