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Introduction


Management skills are a fundamental way of demonstrating the ability to assist a team in accomplishing objectives. Ensuring that people operate together is vital in tackling task challenges. On the other hand, Yap and Skitmore (2020) asserted that managers must enhance their character and leadership skills to handle employees. Executives should adapt to workers’ personalities and implement the feedback necessary to achieve goals. Managing people calls for identifying the best way to motivate individuals. Conversely, Kodama (2020) argued managers must care about themselves through priority schedule and workload organisation before focusing on the staff. Roles identification for the team is essential in workflow processes. Understanding how responsibilities affect projects provides informed perspectives and expectations for each employee. Managers’ consistent behaviour builds trust and respect in the organisational team. The executive must maintain fairness and equity with all individuals. On the contrary, managers should reward employees who have exhibited excellent performance (Vasileva and Datta 2021). People management strategies include communication, mentoring, motivation, work delegation, and attrition control. 

Cooperation and Communication


Communication habits in modern society require managers to engage in presentations and speeches on teleconference podiums. They get involved in meetings, interviews, telephone, and informal visits supervision (Yap and Skitmore 2020). On the other hand, Psychogios and Prouska (2019) argued that managers utilise communication responsibilities as opportunities to access office gossip and divergent thoughts and meet friends in relaxed settings. Irrespective of the manager’s intention, the produced information and insight are vital in achieving personal and organisational objectives (Tidd and Bessant 2020). Discussion and passionate verbal exchange enable managers to establish meanings and decide if they want to lead marketers, innovators, or takeover artists. Managers can directly get involved in people’s unanticipated crises and react to situations without adequate consultation (Yap and Skitmore 2020). Nonetheless, the platforms for communication and feedback are vital for negotiation and collective agreement bargains (Psychogios and Prouska 2019). The opportunities allow managers to resolve disputes and initiate changes for the benefit of employees and the firm. 


Managers share decisions, ideas, targets, and plans with employees. They use transparent communication strategies to develop an appropriate atmosphere for trust. An effective manager must be a good listener and understand people’s needs before outlining personal views (Yap and Skitmore 2020). On the contrary, Kodama (2020) perceived that management processes must not entail alliances, relationships, and friendship. Alternatively, Eagle et al. (2020) viewed synergistic relationships require cooperation and communication between individuals and the manager. The leaders must gather, store, ad analyse information that enables them to coordinate with employees. On the other hand, Martínez-Caro et al. (2020) opposed collecting information necessary to manage people because the current organisation has sophisticated technology to perform the functions. However, managers are still relevant communicators and planners as they decide who gets information and the amount of data they can disseminate (Tidd and Bessant 2020). The roles are vital when lobbying, modification, and accurate or opinion-based responses are needed. 

Mentoring


Managing people calls for the identification of talent from reliable and proactive individuals. The future leaders are the employees' colleagues who depend on them continuously and seek assistance (Painter‐Morland et al. 2019). Mentorship can help workers to exhibit skills and abilities. The manager who mentors people helps them learn and enables them to break their boundaries. On the other hand, it is hard to get all information about recruits’ abilities and harness their potential for a company's success (Usanova et al. 2019). Alternatively, Gannon et al. (2021) argued that managers could mentor employees through experiential learning. The individuals receive exposure to diverse organisation divisions and obtain expertise or holistic understanding in real-time. Conversely, van Bakel et al. (2021) claimed that managing people through mentorship does not account for the individuals’ soft skills, including mental preparation and ability to handle crises. However, Martínez-Caro et al. (2020) feel that soft skills need continuous practice, similar to tangible abilities. Mentorship is fundamental for people’s conflict resolution, teaming building, and mental preparedness. 


Managers should be able to guide employees in undertaking assignments and projects. Nevertheless, the employees still need autonomy and freedom to explore their potential and become innovative (Painter‐Morland et al. 2019). Mentoring helps workers to learn and enhance their performance. A manager must mentor people in a way that inspires the individuals to associate with the leaders’ ideas, thoughts, and thinking styles. Balthazar et al. (2021) stated that restrictions to lower the effects and spread of the COVID-19 pandemic threatened management processes requiring face-to-face meetings. It made it difficult for recruits to benefit from networks and expertise sharing. However, managers in the UK can outsource external firms to guide employees. PEN Early Career Networks help manage people by facilitating experience and expertise exchange (Bukhman et al. 2021). It matched individuals based on the mentoring priority. On the other hand, organisation and managers' demands on employees may conflict with PEN ECN’s scheduled meeting. The challenges affect the overall experience of the programme and the mentor-mentee relationship. 

Motivation


Motivation is fundamental in managing people and ensuring that individuals achieve specified goals. Salaries, wages, and rewards motivate people to continue undertaking their duties. Prayogi and Lesmana (2021) state that extra finances give short-term stimulus, but the staff can still return to the demotivation and under-performance phase. Managers find it challenging to determine the incentives that can motivate individuals. Atan et al. (2021) stated that people are unpredictable, and understanding how to motivate them is frustrating. Nonetheless, Degbey et al. (2021) argued positive emotions arising from the way activities make workers feel is the foundation of motivation. Therefore, managers must know issues that inspire people to perform effectively and enthusiastically (Kotera et al. 2021). The leaders mix salaries with performance recognition and training to encourage workers. Proper rewards and consultations are practical tools, but decisive actions are necessary when employees still underperform (Kotera et al. 2021). It is a strategy for ensuring a sense of contentment does not spread throughout the entire organisation. 


Managers should understand that people look for purpose and meaning in their activities. Individuals need reasons to undertake specific roles to be happy and portray boosted productivity (Ali and Anwar 2021). On the other hand, managers may be unwilling to offer employees not interested in their work new technical training to motivate them (Eniola 2021). Moreover, organisational policies can deny managers the opportunity to leverage the workers’ natural strength through new knowledge and skills. On the contrary, managers’ efforts to assist people in comprehending the meaning and purpose of their actions help make workers feel accepted and valued (Vasileva and Datta 2021). Managers must provide workers with responsibilities and inspire them to be on the frontline of decision-making. It is challenging for executives who underestimate the employees' ability and potential to perform their roles (Kotera et al. 2021). Managing people calls for creating for workers to handle their jobs and giving them support as a motivation strategy. 

Work Delegation


Task delegation is a skill set for managing people in an organisation. Experienced executives match workers’ expertise with responsibility level (Wilkins et al. 2019). They understand the team and individual preferences. On the other hand, assigning tasks to people not interested in the role can contribute to underperformance (Dopson et al. 2019). Moreover, micromanaging employees after delegating responsibilities distrust leaders from concentrating on the intended results. Managers should be open to ideas and involve workers in project decisions. Empowering a team through delegation is a management strategy that provides people with adequate authority in the decision-making process (Shore et al. 2022). The environment is appropriate for employees to perform beyond their expected duty. Nonetheless, maintaining a check system is fundamental for the manager to have the final pronouncement in an activity (Onderco 2019). The action is also an opportunity to discuss the workers’ problems and suggest how they can accomplish the task. 


Delegating tasks is a management strategy which entails training a team for future leadership. Wilkins et al. (2019) argued managers receive frustrations from subordinates, but it is not a ground for overlooking the role of delegation. It is demoralising to belittle people who have made mistakes while performing duties. Land (2019) suggested constructive criticism enables them to improve their accomplishments. Managers must assess employees under diverse circumstances and situations to delegate work (Shore et al. 2022). The perspective of ownership that comes with delegation boosts the confidence of employees. Alternatively, people who feel underappreciated even when they successfully undertake a responsibility can be demoralised (Czech and Roberts‐Sklar 2019). Managers should appreciate employees by pointing out how the duties they completed. The management approach enhances loyalty and validates the determination to continue working. 


However, managers must know that successful delegation is not about depending on the employees for all project aspects. It entails empowering and building people's confidence through specific responsibilities (Dopson et al. 2019). Managing people through delegating tasks can lead to incoherence among less competent workers. The manager must determine the limit for delegation to avoid extra hours in the office, backlog, and undertake duties within the pay grade (Wilkins et al. 2019). Effective management strategies ensure that executives are free to concentrate on essential issues. It also builds commitment and trust among the workers (Land 2019). Management tools can help in delegating tasks to promote productivity and efficiency. 

Attrition Management


Managing people by concentrating on attrition control is necessary for assessing why the workers leave their responsibilities. Professionals can resign to advance their careers or pursue new opportunities. Managers should tackle attrition to reduce firm openings and workflow disruption (Dabirian et al. 2019). Conversely, it is difficult for managers to replace experienced employees seeking retirement (Liu et al. 2019). It is expected attrition among employees with extensive dedication in a particular field. Nonetheless, executives can transfer staff from one company division to another to curb the gaps retired workers left (Marjanovic, et al. 2019). Attrition management promotes employee satisfaction and helps establish a positive company reputation. Managers should attract talented people who are interested in joining an existing team. However, experienced professionals can contribute to a conflict of interest for leaders between recruits and established workers (Kurochkina et al. 2019). The best way of managing attrition is by choosing a candidate with varied qualifications. 


Managers understand that there is high competition in hiring effective employees. Furthermore, the current generation moves from one job to another, which leads to a high attrition rate. The challenges of talented workforce retention are heightened (Harakeh et al. 2019). Managers embark on the proactive role of training and coaching teams to perform multiple tasks. They also maintain a buffer workforce to manage attrition when it occurs. Dent et al. (2019) state that the new employees’ orientation effectiveness can lower attrition. Managers should ask professionals that have surpassed the probability period to determine their preparedness for the job. The management tactic also examines if the employees feel welcome and their impression concerning the organisational culture (Marjanovic, et al. 2019). These perspectives are vital for managers reorganising workers and nurturing recruits’ interests. Moreover, transforming the onboarding process is fundamental if the hired staff contribute to the firm’s attrition. 

Conclusion


Managers use transparent communication channels to share ideas, decisions, and plans. However, executives can use the information to hear office gossip and people’s perspectives. Secondly, mentoring assists workers in portraying abilities and soft skills, such as conflict resolution and mental preparedness. Nonetheless, managers find it challenging to gain information about recruits and harness their talent for organisational benefits. Wages, rewards, and salary increments are the best ways to motivate workers. Conversely, the management approach may fail if people have not found sense and purpose in their work. The managers should recognise people’s efforts in an individualised manner. Employees prefer different motivation approaches, such as cash bonuses, public praise, or private appreciation. Work delegation is vital in determining workers’ interests and assigning appropriate responsibilities. However, micromanaging the staff after work delegation is a show of distrust. Managers must also control attrition through orientation and examine recruits’ preparedness to handle their jobs. Workers must reorganise their staff and transform the onboarding process.
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