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Executive Summary

This report shall examine and evaluate the roles and skills required by manager to successfully support effective people management. Then analyse and evaluate how the organisation can successfully manage the performance in the workplace. There are many of tools and theories discussed in this report and argument taken by researchers in the main subject related to the discussion include. This report has identified set of tools that can be used by managers and decision-making in the business and organisational management. Clarifying the importance of Maslow’s hierarchy of needs theory to help the management identify the opportunities ahead by having a good understanding of the environment internal and external. But in this report the focus will be internally. Assessing and exploring the relation between the organisations and its type of managers as a director, then examine the relation between the leaders the employees in aspect of developing and performance in other hand.  Further, what skills set and tools  leaders must apply effectively to influence the performance. These skills will include practical and delay bases routine which need a good handling in certain aspect such as teamwork, motivation, flexibility, diversity, and equalisation, and how these skills will enhance management performance.
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3.0 Introduction.

The purpose of this report is to evaluate the different skills set and roles involved to successfully support effective people management. By having an ability that influence personality behaviour and performance as a manager, enhance personal skills sets effectively and efficiently, to apply roles of the organisation with normative ethics (Rees, 2015). These skills set requires leaders and managers to have an ability of understanding people’s needs and motivation, perception, expectation, and culture. With applying interpersonal skills, essential knowledge, and decision making skills, to achieve effective people management in the workplace. To identify its impact on businesses’ success in terms of human resources. A manager or leader should have Interpersonal skills (Ryan 2017) such as work in team, motivating, directing employee, and communicate with people, flexible working, and equality and diversity in workplace environments.
There are many tools and theories must be considered in supporting organisation to successfully perform, according to Christian (2020) Maslow’s hierarchy of need is one of the important theories that help the organisation to identify how to motivate its employees  in relation to the people management. Then analysing the internal and external impact to avoid complex. These tools refers to, Political analyse, organisation should be aware of what going on and what low and regulation updated by the government to keep operations on track. environmental analyse means that, organisations must know everything related direct or indirect to the business in regard of environment around. Social analyse is significant important because, related to the wide range of business activities. Technological analyse has become essential nowadays all activities and movements are connected to devices and the internet. The last one is the legal analysis which present the practices and policies applicable by the organization and the legislation acts nationally and internationally.

 


4.0 Main Findings.

When member of a team achieves geals planned by organisation, that could prove an individual productivity as a human resource for the business. For example, element of appropriate individual’s skills set like personal and employability skills, can present the qualities that being applied within a team, and there are many other elements such as respect differences, trust on other team members and open communication because, in the workplace such as employees, employers, customer, and workforce.  mean, an individual influence other to achieve a common goal (Northouse, 2016) regarding teamwork and motivational environment in the organisations.

4.1 Teamwork and Motivation.

Teamwork is collaboration of deferent culture and various possibilities  in which increasing competitiveness and efficiency in people management (Jacobsson and Hollertz, 2021), by improving productivity, quality, employee’s commitment and motivation. According to Armstrong (2016), leader must have an emotional intelligence to motivate others. therefore, motivation skills are very important for a manager to have that ability of understanding ‘employees needs’. To understand what motivate the human especially in the workplace, there is a theory identified people’s need, and described as that: biological and psychological need, safety need, belongingness need, esteem need, and self- actualisation. When using Maslow’s hierarchy of need theory, can be helpful to examine leader and manager’s skills required in support of effective people management in term of motivation and performance, to address variety of employee’s motivation for engaging in such behaviour (Nguyen, et al 2021), the concept of motivation is driving an individual to achieve some goal, as Mullis said to fulfil some need or expectations. The basic needs of employees will be payment that can cover the cost of living at least, basic facilities such as breaks and refreshment, lighting, comfortable seats, when workers have this, then new desire will show up in second stage things like, a safe workplace environment, sick payment, permit contract, and treating in same way. for example, no discrimination against gender, age, colour, and religion. employee will feel physically safe and pursue higher needs.
Any manager leading a team should make all members feel belonging, which means feeling part of the team, connected with others, and valued (Davis, et al. 2022). According to Lerov (2021) to motivate workers, must have the power that consistency drives the employees directions by intensity of rivalry, to influence the performance with providing induction and more information about the organisation through regular meeting and other activity related. Therefore, employees will trust the organisation and performance will increase accordingly. When employees behave and perform in high manner their expectation on the organisation will increase and will look for feedback and recognition as a reward for what have been done, in this step manger must understand each stage of need and control the management effectively, because of esteem needs. The last stage of the Maslow’s hierarchy means, mangers must be aware of their self-actualisation. in which attract and encourage the employees for achieving highest potential through self-discovery and personal benefit and growth (Schoofs, et al, 2022) so, employees should be able to have opportunities to grow and develop in aspect of specialisation and creativity, in this stage manager must be supportive and encouraging heir staff to achieve effective use of appraisal. Highlighting, according to Van De (2014) appraisal is strategic measuring interview between leaders and the current employees focus on the performance and personal development. There is a significant benefit when using these strategies in the workplace and management to help the organisation successfully support its performance. Because it is easy to flow, and it provide a useful base for the evaluation for motivation at the work environment.
In the other hand, there is limitation for the application to be applied in the term of motivation, people do not necessarily satisfy their needs through the work situation, different values placed on each need depends on the person perception, job satisfaction does not necessarily lead to improved job performance (Hudson, et al, 2017). But still there are same factors in the work environment that cause job satisfaction, while a separate set of factors cause dissatisfaction, managers should closely look at the balance between work life and the job satisfaction, to identify what motivate their employees the most (Oktosatrio, 2020). These factors related to the organisation and they called Herzberg’s theory, which include hygiene and motivational factors, the argument of this theory according to Sobaih and others (2020) is not applicable to all kind of organisation.  when looking at the examples of hygiene in particular, job satisfactions are policies, quality, and working conditions, while motivational factors related more to achievement, recognition, responsibility toward employees. As a result, a manger easy can link between satisfaction and performance, but not job satisfaction and motivation. Therefore, high performing individuals influences decision making and enhances the development of the organisations if uses effective motivational strategy, by providing training and development, good working conditions, suitable tools for the job. leaders must encourage management to anticipate and satisfy various motivational needs.



4.2 Flexible Working and Equalisation.

Flexible working, according to Chung (2020) is the employee’s control over where and when they work. Flexible working has become increasingly one of a factor that facing management in the workforce, organisations have become flatter and leaner in recent times. Flexible working is term of using a wide range of workstyle related to both employees and the employers, it’s a way of increasing employees’ engagement in the workplace (Stich, 2021). Therefore, identifying the advantages and disadvantages discussion. And types of flexible working are important to be consider in term of the benefit of using course of categories like, working-time, working-location, and working-contract flexibilities. For example, working-time flexibilities used for working family/parents’ circumstances including, part time work, term time working, and job-sharing working in purpose of providing opportunity of where, when, and how to take tasks (Xiang, et al. 2022). Moreover,  allowing employees to choose within certain set limits in regard of starting and finishing the work.
Working-location flexibilities, indicates to employees working from home especially when pandemic happened, those who are working in customer service and calling centre are likely to have opportunities of working from any location. Therefore, (Haynes and Suckley, 2019) argued that location flexibility is well supported environment as office workers. Furthermore, Mobile working would allow employees to work part of their tasks or all their work at the location identified by the employers at the agreement. Working-contract flexibilities, this includes stakeholders, shareholders, and temporary contract workers which allow employees Shift from the normal hours worked a week to 12 hours/ year contracts to deliver reasonable results (Dictionary of Human Resource Management, 2017).
Flexible working has advantages as its impowering employees’ motivation, feels of being accepted and belonging to an organisation and teamwork in which achieving common goals. Flexible workers do feel part of the organisation which helps them to be committed and loyal (cook et al, 2021). Also, in aspect of the organisation it helps to increase employee’s morale, engagement, and commitment to the organisation by increasing staff value, reducing staff cost, which result productive employees. In the other hand there is disadvantages in flexible working. However, Heejung (2020) argued that, flexible working for care purpose for example are less productive and less committed. where employees will not attend in certain time which result continuing necessary cover and vice versa, employees could stay late which will increase the cost of operations such as lighting and heating. According to Tsunoda (2017) if the working time of the employees is unknown, then the operation cost will increase ultimately.
Equality and Diversity.
	
According to Dobbs (1996), diversity refers to any perceived difference among individuals. For example, discrimination against sexual orientation, geographic origin, lifestyle, profession, functional specialty, and position. But the argument continues regardless of meaning and many researchers still working on and measuring it in aspect of management. However, Thomson and Swallow, (2019) has mentioned that in an article diversity is differing from one another, also means difference from what is normal or expected. 
Equality is simple as equal rights and treatment to all individuals. In management and leadership aspect it means, influence and appearing the right to be different, to be free from discrimination in the workplace (Colella and King, 2015), to have free choice, belonging, dignity and to be valued as an individual, with a right to others beliefs and values. When inequality happens organisation must pay more effort to deal with discrimination issues, employment recruiting, services, facilities, must be available for all employees. Legislation should be practically included in the organisation policies see (UK legislation website).
Diversity is about valuing the wide-different of individual and employees’ differences in the organisation. It also creating workforce’ cultures, environmental and practices which respect and value differences for the benefit of employees, organisations performance, and individuals’ development (Kharroubi, 2021). Maintaining a positive workplace and practice integration is essential for the companies to build their brand on as an employer.
Equality and Diversity are slightly similar connected, according to The Equality Act (2010) companies must treat every employee equality and avoid all kinds of discrimination such as gender, sex, disability, race, pay. However, in element of gender and sex, Employers must give males and females same treatment and payment, reward and recognitions, access to all other facilities, and handle parasails professionally.  
Disabled employers, must not be treated as disabled person in regard of their disability. In the workplace the organisation’s treating disabled people equally and encourage the aspirations might be effective way to increase their workforce and performance (Hemphill et al, 2017). To avoid discrimination and entitled them to all the benefits of equal pay to promote and develop themselves. In the Act (2010), it is against the low to treat anyone according to their disabilities, colour, nation language, religion, or beliefs. 
When equality and diversity put in place even customers will recognise how the organisation behave toward their employees therefore, this could affect its customer relationship positively or negatively depending on the action that has been taken or practicing certain behaviour, which mean increasing sales so more profit or declined. According to Dardas (2021) employee’s work experience is evaluation of work environment and performance. However other researcher argued that high and excellent performance in aspect of leadership and management ethically to demonstrate lower level of surface acting toward their leaders (Shenjiang, 2017). Which is exceedingly difficult for the organisation to manage performance especially in long term operation. However, managers and leaders must identify some practical tools and guidance to sustain performance regarding equality and diversity. Mallory (2018) has introduced a management system which include, implementing continue development in people management and leadership departments such as quality control, judgement, governance, strategic planning, and management programme to help organisations perform effectively and efficiently.


5.0 Conclusion.

Managers and leaders must be aware of using and practicing all theories and tools that could help and support the business success. More, interpersonal skills and the knowledge should be considered in any and every action and activities supported tactical participation. 
Employees working together must feel secure and belonging to increase productivity therefore profit, which enhances to sustain performance in the workforce, 
When everyone is treated same in the workplace the relationship will connect, then the communication will be stronger which introduces trust and satisfaction within the work environment.
Organisation must apply and practices measurement tools and analysis internally and externally to identify the strengths, opportunities and weaknesses of the project and activities accurately. Because, the work environment contain individuals of different cultures and beliefs. Which makes controlling behaviour difficult. But when applying theories and using distinguished leaders who understand the goals of the organisation and they work to improve performance and increase the benefit. Then, problems will decrease and employee’s confident will increase. So, the desire result will be possible achieved. 
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