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1.Critically evaluate the roles and skills required by managers to successfully support effective people management

Introduction
Managing the employees with attentiveness is an essential part of the business. Individuals present value to successful people management as the employee’s performance and teamwork perform a significant responsibility in the required work results (Openstax and Bright, 2022). Businesses currently focus on appointing employees, particularly managers with considerable leadership and people management abilities. This report reviews the roles and skills needed by managers to assist successful people management effectively. This report also observes how companies effectively manage their workforce performance.
Roles and skills required by managers to successfully support influential people management
Different essential skills can establish a manager capable of excellently controlling the individuals functioning under him (Bennis and O'Toole, 2005). To perform the manager role effectively, the official must have improved proactivity, skills of suitable exercises, and a feeling of responsibility to implement them in the business (Maurice, 2019).
From the beginning, the first step in becoming a good business manager is knowing how fundamental it is to associate localised attention with the expanded perception of processes. 
Effective Leadership
Leadership is a critical skill for a manager; after all, it is the crucial role he should perform in a business (Bordia et al. 2010). It refers to a manager's capability to stimulate, motivate and achieve the team member’s commitment so that they consider support to perform all tasks essential for the business's success. It is essential for a manager to be a change agent, to contribute and motivate his team to go further with him. Not all people are born recognising how to direct, but all can establish leadership qualities (James and Julian, 2018).
Being a successful leader also refers to realising team members, recognising how to understand them and considering how to adjust them to the correct work based on their abilities (Erdogan et al. 2012). A successful manager is not only a boss; he not just directs, but goes ahead with his team, leading. Thus, the manager should show motivation, skills and proactivity to constructively impact his team with suitable examples (Robert, 2009). 
Effective Teamwork
Effective teamwork with interpersonal association is also a must-have ability for an effective manager (Carlson et al. 2014). Thus, managing individuals successfully and focusing on understanding the variations in training and temperament will be a primary method to have a team in support. Moreover, a manager must focus on being the figure of intermediation of issues, focusing on the involved parties, demonstrating interest in the causes and showing a solution that does not damage anyone but, primarily, is stimulated through the business good (Openstax and Bright, 2022). 
Motivation of Employees
Employee motivation refers to eagerness, energy standard, dedication, and creativity that a worker brings daily to the company (Clarke and Patrickson, 2008). All descriptions are associated with the reality that motivation is an approach, and it is essential to support this behaviour to get the required aims and outcomes. In addition, workers' motivation is linked to their dedication to the business aims and their skills for empowerment (James and Julian, 2018).
Motivated staffs are an essential asset to a company and are directly associated with a business's success (Collins and Lanza, 2010). It is intangible and complicated to observe and manage, but it is simple to implement for a manager if productive. 

Flexible Working
Flexible working is a modality in which employees have freedom regarding location and working hours (Dweck, 2012). This is a strong trend in the future of work, so it cannot be ignored by business leaders and managers (Robert, 2009). A good manager will be responsible for executing what was planned. Therefore, he must also be capable of responding to unforeseen conditions, identifying what is occurring and replying to such immediate needs– by the business and the market – in a suitable and timely way (Dweck, 2012).
It is worth remembering that, for this to be done, it is necessary to exercise emotional control because if the manager gives the wrong image to his team, he will lose control of the situation. The consequences can be irreversible (James and Julian, 2018).
Treating Staff Equally
Treating staff equally is essential to obtaining a business environment is managing others the same (Boudreau, Boswell, and Judge, 2001). It refers to providing regard to all people as the manager focuses on a fair, proactive and equal treatment business environment through an open, proper environment concentrated on effective communication and fast reaction to all worker's issues (Openstax and Bright, 2022).
Treating staff the same is supported by business ethics and is key to any position, whether leadership or operational. In addition, though, it is vital that, in the context of management responsibility, it is further essential that a manager works completely within ethical values. So, it is also crucial that individuals regard not just their managers but focus on their subordinates and all interests (Dierdorff, Rubin, and Morgeson, 2009). Finally, it is essential to keep any knowledge regarding the business, policy, service or product private (James and Julian, 2018).

Good communication
Communication was recognised as one of the key motives for business success or failure. To communicate successfully, one manager should consider what information is needed by each stakeholder, the best way to transmit such information and the ideal frequency (Robert, 2009). In addition, it must consider social and cultural relationships and the typical work situation (DuBrin, 2012). With open communication, teamwork regarding maximum performance will be suitable, as it grows the associates' link and makes them confident. One should also think about the four critical meetings of the project: kick-off meeting, weekly control meeting, accountability to the client and sponsor and meeting of lessons learned. The types of communication are also essential: spoken, written and non-verbal, in addition to assertive communication. As people can see, the skills and competencies needed for a project manager are possible and attainable (James and Julian, 2018).

Specific knowledge
A manager needs to have particular knowledge concentrated on the aspect in which the business works. It is as to being a motivational context; he should keep the necessary and strategic knowledge regarding business products and services and be a skilled official in the market. So, suppose one wishes to become a successful manager. In that case, one must always continue studying, recycling particular concentration regarding his area, and focusing an open eye on rivals and market developments (Maurice, 2019).
Among these skills that every manager needs to have, it is evident that it takes particular flexibility to be the “bridge” between the business and the areas, focusing on the liberty between them and the value of both. Remember that this will generate positive results for the organisation (Robert, 2009). With the competition in the globalised world that people currently live in, it is up to the managers to keep up to date and prepared for the job market. 

2. Analyse and critically evaluate how organisations successfully manage the performance of their workforce.
Every manager's dream is to have teams that work at their maximum efficiency and more over time (Denzin and Lincoln, 2002). Therefore, performance management is an essential method that concentrates on the goals that workers perform, how they behave throughout the implementation of such roles, and the outcomes produced to make a work context where all can improve their abilities ultimately and effectively (Adler et al. 2015).
Organisational performance management is a suitable procedure where all daily exercises are fair chances for development (Boudreau, Boswell, and Judge, 2001). So, the skills of this management go far beyond chance periodic assessment, as the assessment is performed daily, presenting the manager with full command and a suitable concept of the performance that all workers show (Brown et al. 2018).
The practical performance management process is observed in different characteristics: assessment, monitoring, command, planning and development (Dweck, 2012). Therefore, it was suitable to understand how to observe workers' performance and improve it by focusing on keeping business talent (Pulakos, 2014).
When performing strategically, the management of the workforce tends to facilitate and optimise the productivity of teams. This is because the more aligned the talents are, the more efficient the execution of the processes will be (Clarke and Patrickson, 2008).
With the help of specialised technological solutions, managers, HR, and leadership can map the skills and competencies needed to achieve the company's goals — allocating the right talent to the proper role is more likely to succeed (Brown et al. 2018).
To stand out in the market and beat the competition, every company needs to have an objective and set goals to achieve the purpose. In general, employees play an essential role in this process since they are responsible for the process activities that make the company fulfil its journey (Carlson et al. 2014).
With good management of the way of working, it is easier for managers and leaders to use their resources and workforce well. Effective management will enable growth and increased profitability with the help of talent (Brown et al., 2018).
There are some suitable techniques for performance appraisal, which are:
360-Degree Appraisal system: different businesses combine different aspects of performance systems to make a 360-degree appraisal response process. Such a technique presents the staff with perfect knowledge through acquiring responses from all aspects like consumers, managers, sub-ordinates etc. So, such a process by different sources supports workers in self-growth and being ready for a global business rivalry like consumer satisfaction, interpersonal abilities, etc. Therefore, the suitable response is more for the developmental aim than the assessment aim (Pulakos, 2014).
Graphic Rating Scales: every element is defined in a scale on which a manager refers level to which a worker has such features or characteristics. They are comparatively simple to establish. However, it is essential to adequately explain the points on the scale, which decreases any unfairness (Adler et al. 2015).
Critical Checklist Method: As its name recommends, the manager logs all the rare accomplishments or failure activities of a worker in a business year. For instance, a manager winning a considerable agreement of a considerable amount will be reviewed by his supervisor. When completing the assessment form manager focuses on his logs and applies this knowledge to validate a worker's rating (Brown et al. 2018).
Management by Objectives (MBO):  It explains aims within a business so that management and workers agree to the aims and recognise what they must perform in the business to get those (Pulakos, 2014).
Managing people is a daily challenge, as it is necessary to deal with differences – in personalities, behaviours and needs – and establish a connection with the values and goals of the organisation. Thus, performance management in businesses suggests making a relationship between people and group performance, their outcomes and a pleasure for them, producing further gratification and stimulation to the staff (Brown et al. 2018). Remember that the goal here is for all employees to leverage their skills. That's what makes a healthy and productive company!
With this in mind, it is essential to remember that performance management is closely related to the company's principles and culture. The company's organisational objectives need to be gradually achieved through an increase in overall performance in all sectors (Pulakos, 2014).





Conclusion
In conclusion, the above-explained roles and skills are typical that a manager should have. In different situations, such defined skills are recognised as employability abilities. Such skills are necessary throughout a job interview, and they comprise effective leadership, effective teamwork, motivation of employees, flexible working and treating staff equally. Such abilities have supported managers in getting a competitive benefit over other staff in the business. With such skills, a manager can successfully communicate with his team. The performance assessment procedure is further formal and must be performed by management. In different contexts, the people assessment is performed without reviewing the fundamental skills and results of workers' staff performance. Whereas the remuneration technique is applied, it all keeps a concern of choice as the assessment is variable based on narrow political or individual intention as decided through the business management. 
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