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                                           Executive Summary     

This report aims to describe the importance of people management in a few pages. The report is designed to critically evaluate the roles and responsibilities required by managers and how businesses are working to manage their organisation’s performance successfully. 
The report also covered the aspects of Maslow`s hierarchy of needs and used the HiPo model, which focuses on the organisation. A manager should ensure that in the business are HiPo employees who will prove a higher performance in their role, who will have the aspirations to improve their skills, the ability to resolve issues and the courage to engage in challenging situations.
Furthermore, the report critically evaluates how organisations manage the performance of their workforce, implementing a clean and transparent system which will ensure that the staff is treated fairly and help to motivate them in their job role. 
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[bookmark: _Toc118927924]Introduction:
Leadership is a complex process involving the ability of an individual or group to guide others within organisations and communities (Bratton, 2020). Leadership is crucial in organisational management and business, as leaders coach teams and individuals toward achieving common goals. At the same time, management is the process of planning, organising, leading, and controlling the work in an organisation. Management is a vital component of any enterprise or business. It is usually mistaken for a leader’s role but is simply one part of the leadership-management relationship (Teece and Linden, 2017). 
Leadership and management are interrelated concepts. Both leadership and management involve influencing and guiding others to achieve goals, but they differ in the specific skills and approaches used to achieve those goals. Leadership is focused on inspiring, motivating, and empowering others to work toward shared goals and objectives. Leaders can motivate teams, inspire innovation and creativity, and create a vision for the organisation’s future. In contrast, management focuses on planning, organising, directing, and controlling processes to ensure that goals are achieved efficiently and effectively. Managers use tools such as budgeting and planning to guide teams toward achieving collective goals (Bratton, 2020). This report evaluates the roles and skills managers require to support effective people management successfully. Moreover, the discussion of organisations for successfully managing the performance of their workforce has been discussed.

[bookmark: _Toc118927925]Critically evaluate the roles and skills managers require to support effective people management.
Leadership and management are critical components of successful organisations, as they enable managers to direct and support employees in a variety of settings effectively. There is some debate as to the precise definition of these terms. Different authors have advanced many different conceptualisations. However, in general, leadership refers to the ability of managers to influence and direct their employees in the desired way. At the same time, management involves the execution of various processes and tasks required to achieve organisational objectives (by way of example, the management of finances, information, and relationships) (Teece and Linden, 2017). The roles and skills expected of effective managers are highly dependent on the context in which they are employed and might include skills such as planning and organisation, communication, negotiation, and facilitation. Identifying and motivating employees to perform at their best is also essential, as is the capacity to collect, analyse, and distribute information in a helpful decision-making way.
Furthermore, managers often face complex and challenging problems, so the ability to think critically, draw on various sources of information, and develop creative solutions to problems is essential. In addition, effective managers must work effectively with other managers and stakeholders, detect interpersonal conflict or misalignment in goals, and mediate to resolve these issues (Cheng et al., 2020). Therefore, managers must be able to lead, manage, and influence others to achieve organisational objectives. This can only be achieved if managers possess a range of skills aligned with the demands of their organisational context.

The followings are the skills and expertise of an effective manager:
1. Planning and organisation. Effective managers are typically highly organised and can develop plans anticipating potential challenges and risks (Cleden, 2017). They can also predict likely outcomes when implementing a project and may make adjustments as necessary if these differ from the anticipated result.
2. Negotiation and facilitation. Effective managers are skilled at working with a range of stakeholders to reach agreements, resolve conflicts, or achieve organisational objectives (by way of example, securing funding or satisfying complex regulatory demands). Such skills can be essential when working collaboratively with other departments or teams.
3. Leadership and motivation. Effective managers can motivate their team members to pursue organisational goals in a way that is aligned with its vision and principles. This might involve providing clear direction, communicating expectations, or offering support and recognition as necessary.
4. Communication. Effective managers are skilled communicators who can collect, analyse, and distribute information in a way that is useful for decision-making or communicating with other stakeholders (e.g., customers or senior management) (Bryson, 2017).
5. Critical thinking and analysis. Effective managers are skilled at identifying the key issues at play in their particular organisational context and developing solutions to problems that are creative and appropriate (Bryson, 2017). They also can think systemically and recognise the linkages between different aspects of organisational functioning.
6. Delegation and teamwork. Effective managers are skilled at managing, motivating, and delegating tasks to other team members. This can involve identifying the skills or knowledge required for a specific job and matching this with the right person to do the task.

The positive impact of these skills and expertise is that they allow managers to achieve organisational objectives, whether this involves leading and inspiring teams, managing finances effectively, or ensuring compliance with the organisation’s legal framework. In addition, the ability to execute can help managers adapt to changing conditions and circumstances within the organisation. Finally, it is essential to note that managers are role models for their team members or other stakeholders, so leading and inspiring others is also necessary.
The negative impact of lacking these skills and expertise is that managers may struggle to effectively lead teams, manage their finances, or effectively address organisational changes or challenges. In addition, there is a risk that managers’ actions and decisions may be inconsistent with the organisation’s stated values or vision, undermining trust in Management (Brunson, 2019). Given the importance of effective managers, it can be argued that organisations need to invest in developing and supporting their managers in these areas. Professional development, mentoring or coaching, and training programs may benefit managers at all levels of an organisation. At the same time, flexible working arrangements and work-life balance initiatives may be valuable for managerial positions. Lastly, it is also essential for managers to be encouraged to reflect on their strengths and weaknesses to identify areas for improvement.

[bookmark: _Toc118927926]Discuss theories and models that managers can use for effective leadership, effective teamwork, motivation of employees, flexible working, and treating staff equally.

Theories and models for effective leadership can vary depending on the context of the situation. One practical approach is based on Abraham Maslow’s hierarchy of needs, which suggests that people’s motivation is influenced by their basic physiological and psychological needs ( Abulof, 2017). For example, when employees are provided with basic needs such as food, shelter, and safety, they are more likely to be motivated to meet higher-order needs like achievement, belongingness, and self-actualisation. Other models for effective leadership focus on the role of trust in facilitating communication, collaboration, and teamwork within a company. For example, the HiPo model focuses on how managers can build trust with their subordinates to improve communication and produce higher levels of performance and satisfaction (Malik et al., 2017). Similarly, the transformational leadership model seeks to create a shared vision among employees and build their trust by providing clear guidance and feedback, inspiring them to achieve higher performance levels, and developing them to their full potential. 
In addition to effective leadership, managers can use various strategies to motivate their employees. One standard method is providing incentives and rewards, such as bonuses or other financial compensation, to meet specific performance goals. Another motivation strategy is to give recognition and appreciation for a job well done, which can be especially effective in motivating employees who aspire to achieve higher levels of self-actualisation. Another vital strategy for motivating employees is to provide opportunities for flexible working arrangements, such as the ability to work remotely or to set their hours. Finally, effective management requires treating all employees equally and promoting diversity and inclusion within the company (Brunsson, 2019). For example, managers can ensure equal representation of all groups within the organisation and provide resources to support employees from underrepresented groups. Overall, effective leadership and management require developing various skills and strategies for overcoming the challenges managers face in today’s workplaces.


[bookmark: _Toc118927927]Critically evaluate how organisations successfully manage the performance of their workforce
Organisations that successfully manage the performance of their workforce should,
· Be proactive in communicating with staff regularly; this helps keep everyone informed and in sync with what is happening within the organisation. It also allows staff members to voice any concerns they may have.
· Implement performance management systems and processes that are clear, transparent, and consistently applied across the organisation; this helps to ensure that all staff are treated fairly and will help to motivate them to perform at their best (Makram et al., 2017). 
· Organisations that successfully manage the performance of their workforce must also focus on the development of their staff members.
·  Giving them opportunities to continue learning and develop new skills will help keep employees engaged and ensure that the organisation can stay ahead of any competition by being prepared for new challenges.
· Another critical factor in managing workforce performance successfully is ensuring effective communication at all levels within the organisation; this will help build trust between employees and management and allow everyone to work together towards the same goal.
· Performance management is, therefore, a critical factor in ensuring that an organisation can effectively and efficiently manage its workforce and achieve its goals.

Following are the challenges faced by organisations in implementing effective performance of their workforce:

· Ineffective communication between management and staff: Poor communication can lead to confusion, frustration, and lower employee morale, resulting in poor performance and a lack of engagement (DeNisi and Murphy, 2017). 
· Inconsistent application of performance management processes: This can undermine trust and lead to feelings of unfairness and dissatisfaction among staff, which can result in lower performance levels.
· Lack of focus on employee development: Organisations that fail to support the ongoing development of their staff may experience higher levels of employee turnover, which can be costly and disruptive to productivity.
· Difficulty in measuring and evaluating performance: This can make it challenging to identify areas of strength and gaps or weaknesses that need to be addressed to improve performance (Vigna et al., 2018).

Overall, effectively managing the performance of an organisation’s workforce requires a clear and consistent approach to communication, development, and measurement that is aligned with the organisation’s business goals and objectives. By doing so, organisations can help to ensure that their workforce is engaged, motivated, and performing at their best.
[bookmark: _Toc118927928]Conclusion:
Hence, in conclusion, it is stated that leadership and management are vital components of organisational success. Effective leadership is crucial in improving employee performance, inspiring innovation, enhancing efficiency, and achieving strategic goals. Additionally, the management team is vital in nurturing and developing employees with their organisational skills and knowledge. For an organisation to be truly effective, it is crucial to have strong leadership and management styles that support each other and coordinate with organisational goals. Moreover, organisations must also focus on effective communication, employee development, and performance measurement to maintain high levels of engagement and productivity throughout their workforce. By doing so, they can ensure continued success and growth in a competitive business environment.
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