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[bookmark: _Toc85556849]1. Introduction
As opined by Ruhle et al, (2018, p. 2), modern workplace implies the operational setup of a particular organization that considered professional design and help to meet the physical and technological needs of business and employability. It is demonstrated that the modern workplace sweeps all the irrelevant things aside and focuses on the skills and modern development the organization and both the manager and employees need for specific growth and sustainability. Modern workplace always happens with the advancement of technology, flexibility, communication build-up and other initiatives which company managers and employees need to focus on. In this report the necessary skills, knowledge and behaviour of managing people along with the issues which can come in the path of management has been discussed by evaluating the required strategies and policy implications. 
[bookmark: _Toc85556850]Main Discussion 
[bookmark: _Toc85556851]2. Skills, Behaviour and Knowledge of effective people manager
As opined by Englund and Bucero, (2019), for being a successful people manager there are some leveraging experiences needed to develop which includes various kinds of skills and knowledge and embrace interpersonal development. The accessibility of people management skills can be simplified by understanding the efficiency to work with others and the capacity to deliver the work with responsibility. The generalities are not sufficient to being a successful people manager. For these purposes, expertise and specialization evolved the skills and knowledge.
Crucial people management skills and knowledge are described one by one in the following:
Patience: the first and foremost skill required to be a people manager is to be patient which helps to handle any kind of situation by overcoming issues and stressful situations.  Patience level needs to be improved by following some specific steps like closing eyes, taking deep breaths through mouth and nose, slow count in head which improve to be calm and also face various circumstances.
Communication skills:  according to the viewpoint of Moehring, (2017) good and healthy communication skills encompasses the various ranges of skills like ability to work with others, ability to persuade other employees, help to participate in social events, ability to listen to others viewpoints and thoughts. These skills are important as they help to understand others' demands, improve listening capacity and prioritize the real work which needs to be done.
Flexibility:  as considered by Brito et al., (2020, p. 103959), flexibility implies the understanding of multiple ways of completing a task and working under a team as a successful team manager. Flexibility makes a person more reliable to tackle any kinds of organization problems and increases the efficiency of changing the circumstances more quickly.
Knowledge and understanding: The demonstrating knowledge and understanding required to be a people manager comes under the skills of interpreting the actual meaning of matter and concept which includes the techniques, tasks and other state of development that embrace the quality of being a successful manager (Twum-Darko and Harker, 2017, p. 55).
Intellectual and cognitive skills: these skills help to evaluate and interpret the quantitative and qualitative data for developing the lines of arguments and also make judgments about the concept of appropriateness and giving solutions to acquiring problems in the workplace. For examining the information of people management, these skills help to make the comparison, compliance and contrast of the available information.
Transferable Skills:  as opined by Sevcenko and Ethiraj, (2018, p. 775), transferable skills implies the ability for relevance across the areas of professionality, sociality and others which increase the proficiency of a particular wellbeing. Transferable skills denote the skills which help to solve any kinds of organization problems that come in the path of modernizing the organisation and managing people. These skills also include the maintenance of leadership and portability of the people who are involved in the particular working responsibilities.
[bookmark: _Toc85556852]3. Contemporary issues faced by line managers related to people management
As considered by Dewettinck and Vroonen, (2017, p. 2475), when one is willing to be a people manager there are various challenges that are related with workplace communication and productivity. The necessity to know about recognition of challenges by addressing the confidence and ability of leading the company team members.
Low performance level: for being a people manager, low level of performance by the employees over the period of time is considered as the most highlighted issue which needs to be addressed for solution. Decrease in productivity affects the team members and their performance standards. Failure in consistent review of people's performance may increase the issue.
Lack of communication : lack of communication within the organisation is considered as the another challenge faced by the manager  which happen to take place as a result of the gap of  communication, use of different languages for communicating, existing diversity within the organization and others which increase the miscommunication among the employees and managers.
Low level of teamwork: low level of teamwork is another issue which disrupts the quality of organization service and performance and also leads to low chance of future sustainability. It has been identified that the organization like Tesla, amazon, Google and others when shift more towards the team project and hybrid work model faces lack of coordination and unreliability of employees to work as an efficient team member of the company.
Inadequate support: Inadequate support is considered as another issue faced in the process of people management. The People manager of an organization needs the approval of the company executive team for any kind of project and business decision before moving ahead of the final submission. The decision making process of the company may be considered to take longer time than expected and it slows down the progress of the overall project.
Weak workplace culture: weak organizational culture where people of the team feel uncomfortable to participate in company team work and less connectivity occurs among the team members (Thokozani and Maseko, 2017, p. 4). The weak working environment and culture also reduce the quality of work and decrease people's motivation and trust among the other team members which disrupt the management of the company to reach the ultimate goal. 
Transition between manager and co-worker: it has been identified in a number of organizations that the people who are considered to get promoted to high positions have found themselves in managing their old co-workers which create awkward scenarios and increase their interpersonal gaps. 
Changing regulatory issues: According to the viewpoint of Bui and De Villiers, (2017, p. 5), compliance with the change in regulatory issues are considered as one of the issues faced by the managers at the time of their delivering duties. The moreover duty of a manager is not considered to change over time but the issues with the period of time are kept on changing and managers sometimes fail to attain the upcoming issues after solving the present contemporary issues in the management. Lack of maintaining privacy laws on a constant basis of the organization leads to inappropriate disclosure of privacy acknowledgments and that is exposed towards the penalties, lawsuit and other regulatory action. 
Harmony and diversity issues: the people manager needs to understand that when on one side diversity brings success and improvements over the origin, on another hand it also brings various issues which may not solve at all at the same time. Diversity leads to miscommunication among the employees, reduces the change of versatility and also affects company culture and production to some extent (Roberson, 2019, p. 70). Diversity is also considered as the legal liability of the managers as the employees belonging to different regions and backgrounds may feel harassed or uncomfortable and may not deliver their efficiency at the 100%. 
[bookmark: _Toc85556853]4. Identifying and evaluating key management strategies used by managers for improving employee motivation, engagement and commitment
As per the discussion made by Osborne et al., (2017, p. 4), employee engagement is considered as the topic that needs to focus to understand the strategies the manager can take to improve employee's performance engagement and motivation. Managing employees’ engagement is critical for organisational success and it occurs in almost 85% of struggles the manager puts on company management. The purpose of this understanding is to explore the engagement strategies which credit the people managers to use the strategy for increasing productivity and other effectiveness related to organization.  Considering the theory of expectancy, the employee's motivation and engagement can be analyzed effectively. The analysis of managerial strategies need to be made to understand which improve employee's motivation and make them more engaged towards the organization work responsibilities. Best managers are considered to take place in an organization with their efficiency in making every employee feel equal and make them capable to reach desired level of company and individual goals. 
There are some specific steps which need to be followed to improve employee's engagement which are discussed in the following.
Upholding the core values: organizational core value considered as the heart of the company culture which explains the employees job responsibilities. According to the discussion made by Oh et al., (2018) core values of the organization explain the actual matter of working under the team and also strive to uphold the engagement. The understanding of core values helps the employees to establish trust and other sense of belongings which help them to promote consistent performance by creating a cohesive work culture and also engaging with other personnel within the organization.
Promoting transparency: for being a successful manager bringing the employees into the fold of transpersonal is required to achieve high effective engagement of the employees.  As discussed by Kirya, (2020, p. 1701326) The team members of a particular organisation need to understand the actual goal of the company for which they need to invest time, effort and energies with clear vision.the aim of the managers is to make the employees realize that organization's goal need to match the goal of the employees for which transparency help to improve distrust management and also improve the confidence of managing all kinds of leadership.
Drafting the provocative values and vision: as opined by Cardiff et al., (2020) considering the employees’ engagement and indulging commitments drafting of the provocative values and vision are needed to evolve. The vision of the company always excite the employees and make them more responsible to participate in the company's developmental programs. It can be demonstrated that when the manager finds it better to provoke the team members, the employees also come forward to learn more and engage to meet their commitment towards the company's ultimate goal.
Employee motivation is another role the manager needs to play in the action of management where the manager induces various factors and conditions which boost up employees motivation and make them reliable for efficient performance standards.
Radiate positivity: boosting the energy by enthusiasm by building a Frank relationship which make the employees help to indulge their interpersonal trust and also help them to mixing up with organisational standard 
Employee recognition: every employee waits for being recognized by the manager and overall people of the organization which help them to expand their efficacy and also improve their quality standards by continuous modification of performance. Being a manager, it is required to praise the employees by making them recognized for previous delivery of work performance.
Reward and feedback: monthly appraisal, promotion, incentives and increment improve the employees’ performance and also help the employees to visualise their work culture and considerable gaps which they need to fill by reiterating the company standards.
[bookmark: _Toc85556854]5. Conclusion
At the end of the report it can be concluded that a workplace is considered to be modernized and effective by the management standards a manager needs to be involved in. People managers of an organization are considered to take charge of managing the organization's operations and employees’ performance by considering various factors and steps. There are various skills, knowledge and behaviour which need to be done by the manager of the organization like maintaining patience level, effective communication and others which make a manager efficient and effective for managing the overall managerial responsibilities. It has been evaluated that there are various issues that might be faced by the manager at the time of managing which can be overcome by considering different stages of employee engagement, motivation and others. 
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