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[bookmark: _Toc118213460]Executive Summary
This report aims to demonstrate the benefits of effective people management for both employees and companies in the workplace. For this purpose, a variety of theories will be defined and discussed for a better understanding of what is the role of management, and how can be improved. This report includes resources from a mix of sources that will come as evidence for the subject of the report. The report will mainly focus on the duties of managers, the problem that they can face, and find solutions to them. The report outcome is the importance of teamwork, leadership, and being up to date with the low regarding flexi working. 
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1.0 [bookmark: _Toc118213461]Terms of Reference

This report was requested by the University of Wales Trinity Saint David institute to prove the knowledge achieved during the first term of the Level 5 module, People Management. The report has been officially requested on 3/10/2022 and the deadline for submission is due on 11/11/2022. This report is compiled by Andrei Selaru, student HR assistant, and its purpose is to critically evaluate the role and skills required by managers to successfully support effective people management as well as how organizations manage the performance of their workforce. 

2.0 [bookmark: _Toc118213462]Procedure

The information presented in this report has been mostly collected from secondary research and includes a variety of books, journals, or/and credible websites.  All sources have been verified to be trustworthy, up-to-date, and related to the subject of the report. 


3.0 [bookmark: _Toc118213463]Main findings
3.1 [bookmark: _Toc118213464]Introduction 

On the course of history, a manager skills and duties has become more and more demanding along with the progression and changes in the workforce’s needs and mentality. A modern manager requires possession of a variety of attributes in a business for it to be successful. In a survey conducted by Hoffman and Tadelis (2010) they identified that a successful manager understands the job expectations and communicates them clearly, assists in improving performance by providing coaching and guidance, develops careers actively, makes decisions in consultation with others, when necessary, ensures that team members adopt a positive attitude despite difficult circumstances and nevertheless, is a trusty person. 
In this report, the skills above will be discussed more detail, it will present how an effective manager will help and improve people as individuals but also on a group level, both in theory and practical. 


3.1.1 [bookmark: _Toc118213465]Team

What defines a team? Tannenbaum and Salas (2020) describe a team as a group of two or more people, interacting with each other whenever some team members must rely at least in part on other team members, being driven by a common purpose and others and/or themselves perceive them as a unit. It is not sufficient to have a group of individuals in the same room to be called a team, working together doesn't make them a team, even if you share a workspace or do similar tasks. In teams, each member has an established role, a task well defined, and a goal shared by the rest of the team. As an example, an affective team that achieved a milestone for humanity can be named as Neil Armstrong and Buzz Aldrin, with the help of NASA became the first men to land on the moon. 
For many people, solving problems and working with others to accomplish common goals is a regular experience. In addition to making outstanding achievements, teams can also become unproductive and restrained as a result of frustration and inefficiency. A group develops its identity and purpose as it progresses through a predictable developmental process through its members building trust and joining together. The ability to facilitate growth can be achieved by team leaders who are aware of those stages (Griffith & Dunham, 2015).
Kanaga and Kossler (2001) define a team by identifying 5 typical characteristics that can be found in it. Team members have to work together to complete a complex task, despite having different skill sets, the members complement one another, and work is managed by teams within organizational boundaries, The communication, conflict resolution, problem-solving, decision-making, and goal-setting processes within a team are all part of the internal process, and a team can be bounded or dissolved over short periods of time. 

3.1.2 [bookmark: _Toc118213466]Leadership

A leader is someone who is able to convince others to act in a different way. Leaders influence others to do their best for the achievement of best result. In order to accomplish this goal, it is important to develop and communicate an idea for the time to come, to motivate and engage people, and to secure their support (Armstrong, 2012).
There are many definitions for leadership and what a leader is for different domains but focusing on leadership in a workplace, it becomes evident that leadership is one of the most important tools am organisation have for its wellbeing and employee satisfaction. Trough leadership can be communicated goals along with clear instructions on how to be fulfilled. Leading a company and its employees involves managing and supervising them. Furthermore, it refers to showing others how to do their tasks to the best of their abilities, resulting in the company’s success (Indeed Career Guide, 2020). 
How do leaders differ from managers? Command and control principles were at the core of the theory of management that developed in the nineteenth century (CIPD, 2021). Planning and implementing strategies, tactics, and policies from the top was, and remains, an essential component of managing. An essential aspect of management is implementing a strategy. A manager's role included influencing people (leadership) to achieve goals, a function distinguished from managing tasks and managing people. In leadership research, management and leadership are often considered synonymous due to the initial focus on senior managers. The role of management involves guiding the actions and behaviours of a team in order to translate the vision into reality, while leadership involves developing an initial vision and inspiring others to achieve it. 
Effective leadership in a workplace will include a good level of communication from leaders as they are seen as the voice of the company therefore communication with the employees is vital. Empathy is also effective if leadership can display a good understanding of other people’s needs and concerns. A positive attitude from leaders can boost morale and maintain good mental health. For the company’s well-being, a good leadership will show confidence and responsibility in their decisions regardless of the outcome.


3.1.3 [bookmark: _Toc118213467]Motivation
Taking a direct measure of motivation is challenging in the workplace since it is such a broad and abstract concept. At origins, the term motivation derives from the Latin word ‘Motus’ which means motion or movement and is often used as the effort an individual makes into a task, but it can have a more complex meaning. Lock and Latham (2004, cited in Hutchinson, 2013) define motivation as the  ‘internal forces that impel action and the external factors that can act as inducements to action, where a person's internal forces include their needs and motivations, along with external factors like rewards and work performed. Motivating individuals is a form of internal, hypothetical construct that is difficult to measure and interpret since it is invisible and internal. According to Shields (2007), the challenge for management is that there are no direct indicators of this state of mind, but can only be inferred through observations, normally after the event has occurred, from observed behaviour that could be observed during the event. As a result, motivation is not simply a behaviour or even a performance, but rather it is a process. Persons' choices are influenced by the forces influencing them as well as by their actions. It originates from within them. Taking this definition as a whole, it becomes apparent that managers are only capable of influencing the reasons that determine the behaviour of their employees. It is not possible for managers to alter motivation at will (Rollinson, 2008).
Motivation is another complex construct, similar in its nature to commitment, which is difficult to evaluate or define simply. Motivating individuals in the work context as well as in a general context has been examined from various perspectives (Gagne, 2014). According to Pinder (1998), work motivation is a complex construct that reflects diverse theoretical perspectives. According to him, the motivation to work is the act of initiating and controlling work-related behaviours through energy forces that originate both within and outside the individual. While commitment and motivation differ, Meyer (et al. 2004) observed that they share many similarities. One of the most notable characteristics of both is their potential to energize and influence behaviour.
As the 20th and 21st century research on motivation in work reveals, organizations benefit greatly from motivated employees. An organization's success is dependent on motivated employees; motivation is intangible, very difficult to evaluate, and very difficult to monitor, but it can be facilitated if handled properly. Seeing a team member actively engaged and happy at work has a contagious effect on the morale and motivation of a team. 
 


3.1.4 [bookmark: _Toc118213468]Equality and diversity
There is immense diversity among people, and among clients of social work. Different people and groups can be discriminated against unfairly if they are seen as 'different' and handled less seriously as a result. Practice of anti-discrimination should encompass all forms of discrimination that can be seen to lead to disadvantage, disempowerment, and oppression – it shouldn't just focus on those well-publicized instances of discrimination and oppression that get much attention (Thomson, 2020). Equal employment opportunities and fair treatment of job applicants and employees are the principles of equality in the workplace.
Diverse workforces reflect a range of cultures and backgrounds. There might be people from different cultures, religions, races, and sexes involved, as well as men and women of different ages and genders. Besides valuing differences, it also means recognizing them. It is essential to take gender equality and diversity seriously in the workplace. Business ethics and effective people management require treating employees fairly regardless of their characteristics. Employees who have been discriminated against or who believe they have witnessed discrimination can raise the issue with their employer and be assured that it will be taken seriously, thanks to an equality and diversity policy. It serves as a platform for employees that have experienced discrimination, or who believe they have witnessed discrimination (People Point HR, 2017).  The equality act from 2010 mentions that the workplace should be supportive, safe, and inclusive, regardless of an employee's identity or background. Poor handling of equality and diversity in a workplace can lead to conflicts within the team, along with low productivity and low morale.

3.1.5 [bookmark: _Toc118213469]Training
An employee training program is a set of actions designed to impart knowledge to employees, leading to the development of the job skills needed to support the growth of an organization. There are many types of skills, including technical, vocational, and managerial ones (BasuMallick, 2020).
Workplace training helps employees improve their performance by providing them with knowledge and skills. Various types of training can be involved, including practical on-the-job lessons, online courses, and classroom instruction. It will depend on the needs of the workforce as to what methods are most suitable (Malec, 2022). For a business to grow and succeed sustainably, talent development is essential. Business leaders often ignore the importance of developing their employees and nurturing their potential, as they go through lengthy processes to recruit and onboard qualified and suitable employees. Over the past few years, workforce training has been accelerated to develop by the pandemic. 
For companies to progress and develop training, it is recommended to follow the 6 steps of training cycle. There is a long period of time between the start of a training program and the completion of the program in which the training cycle begins. In the training cycle, planning, developing, and reviewing are just as important as the training events themselves. The 6 steps are: identify the training needs, design the training, develop training, deliver, apply training, and evaluate the program.  



3.1.6 [bookmark: _Toc118213470]Flexi working

In order to better reflect the levels of demand, firms are increasingly adjusting the number of workers or work hours. Depending on the workload, employers may increase, decrease, or change the distribution of workers' hours as necessary (Atkinson, 1988). To adapt to changing competitive conditions, firms must be flexible, it is argued. Companies with flexibility can adapt production and employment practices in response to market demands and innovate, introduce new technology, and implement new technologies.
From the concept of flexi working can benefit both employer and employee as it can be agreed a shift pattern to satisfy both parties. Example of flexi working includes par time working, shift swapping, work from home or annual hours. This kind of shifts better suit parents and students or people who want to develop a new skill, but it can also be useful for companies in periods of low work volume or unexpectedly high volume. For example, Amazon offers convenient work times for their employee to accommodate their commitments such as students or new parents. 


3.1.7 [bookmark: _Toc118213471]Performance Management   
   
Performance management encompasses a range of management initiatives that aim to make performance more 'manageable,' but in essence, it relates to improving performance. Strategy, organizational behaviour, operations management, economics, and accounting are some of the perspectives that can be used to understand it (Hutchinson, 2013).
The AMO (ability, motivation, opportunity) theory it has been widely accepted as a framework to explain how human resource policies might work and assists in determining which HR policies need to be developed and implemented. This model was initially proposed by Bailey (1993), then developed by Appelbaum et al. (2000). Many studies on high-performance working practices rely on either the explicit or implicit use of the AMO framework, as stated by Macky and Boxall (2007).
When companies set targets and evaluate their success, they use tools to measure them so-called Key Performance Indicators. The 4 KPIs refer to the targets on sales, the number of workers absent, the number of workers who resigned or left the company, and the footfall of customers. Performance management monitors closely these indicators to identify and fix issues but also to help develop new strategies.



[bookmark: _Toc118213472]4.0         Conclusion
People management have a vital role to play in a company wellbeing, it is the hart of a business and can only function efficiently if is it in a healthy condition. Managers can face many issues such as unmotivated staff or poor trained, or they can face issues on discrimination and mental health on employee that needs immediately attention. As it can be seen in the main findings, managing people successfully is a slow, long and continuous process that cannot be treated as a ticking boxes routine, but rather as in continuous developing process that requires a lot of attention and action.  


[bookmark: _Toc118213473]5.0        Recommendations

The main action to be taken for an effective people management is to engage the team in team building events, listen to their needs and concerns, be respectful and don’t discriminate, and actively obey the legislation regarding the equality and diversity in workplace. Another important recommendation is to research the flexi working regulations, for example the break times and annual leave allowance.
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