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Executive Summary
It is more difficult to define people management abilities, commonly referred to as "soft skills," than technical skills. These are the abilities you need to treat, interact with, and manage your employees as a manager. They include trust, patience, workplace communication, and being an active good listener.
Every manager encounter issues, regardless of how well-prepared, structured, or established a project or procedure is. Managers need to identify the best answers to these issues in a cool, collected manner. This earns managers the respect they require to exercise authority and perform their jobs. Motivation is a force that propels people to work toward goals to meet needs or expectations. Being motivated includes financial rewards e.g., salary/wages, and bonuses. It can also result from the fulfilment that comes from finishing a task or getting the job done successfully.
In terms of organisational psychology, the word "team" has practically replaced the word "group." Are there any differences between groups and teams, or is this just a problem with terminology? The terms empowered teams, autonomous work groups, and self-managing teams are just a few of the many that can be used to describe teams and groups. Organizations that use computers to communicate mainly or primarily have established communication patterns. Communication in these groups is more confrontational or radical than in face-to-face groups, according to Kiesler & Sproul's research from 1992. In groups that communicated and made decisions via email, social status discrepancies were likewise less visible, according to Dubrovsky et al. (1991). Employees utilise training content on the job 62%, 44% and 34% of the time, according to training professionals from 150 different firms. The transfer of training was considerably influenced by training activities before, during, and after a CRM (Customer Relationship Management) course. Work-at-home or from-home options, part-time employment, flexitime, shift shifting, and yearly hours are all examples of flexible work arrangements.  Employers who have children, have a medical condition, work more than one job, or are students still enrolled in full-time school are the best candidates for flexible working.
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Introduction 

This report is about people management and its purposes of it, qualitative and quantitative data will be abstracted from secondary sources to provide help with my research and to be able to go fully in-depth about people management. Within’ this report is required to demonstrate an ability to show academic research when discussing leadership, teams, motivating, training, flexibility, working and performance management, and using organisation examples to show how they report effective people management. By discussing these specific topics within people management, we can fully cover the concept of people management and discuss it clearly. 
Main Findings
Leadership and management 
It is more difficult to define people management abilities, commonly referred to as "soft skills," than technical skills. As stated by McGraw (2004), he tells us that simply said, they are the abilities you need to treat, interact with, and manage your employees as a manager to get the best results. They include abilities like trust, patience, workplace communication, being an active good listener, and helping the team with career development.
These managerial abilities can make the difference between an unproductive, disorganised, and underperforming team and an effective, inspired, and engaged team.
According to vroom’s management must demonstrate to employers that effort will be rewarded. Being rewarded in an organisation gets employers motivated to achieve the goal.
As a manager, you are responsible for ensuring that the team members carry out their jobs effectively, consistently, and in line with the organisation's overall strategic objectives. To do this, you must clearly state the strategic goals you have in mind and the actions and procedures your team will need to take to get there. You may clear up uncertainty on your team and make sure everyone is focused on the same goal by improving your communication. Furthermore, to be a good manager or leader must have really good communication skills as they are important. 
According to Purcell (2008), he states when examining how and why HR techniques have benefited a variety of organisations, People Management and Performance adopt a critical stance and take the implications for theory and practice into account.
According to SURCEL (2020), transversal skills like innovation, initiative, and entrepreneurial spirit aid prospective employees in refining their critical and creative thinking and their own areas of expertise. Additionally, they boost his workplace autonomy, flexibility, and productivity.
Problem-solving 
Every manager encounter issues, regardless of how well-prepared, structured, or established a project or procedure is. This could take the form of a neglected deadline or goal. It can be financial in character. It can involve an unanticipated supply chain breakdown. In any event, managers need to be adept at solving issues. Anyone charged with leading a team must possess the skills to assess a situation, consider alternatives thoughtfully, and come up with a solution. According to Joel Hurst (2021), everyday annoyances like broken equipment, poor performance, and failing to meet deadlines can be a concern, as can more serious ones like theft and workplace harassment. Your leaders and managers need to identify the best answers to these issues and implement them in a cool, collected manner. This earns managers the respect they require to exercise authority and perform their jobs.
Motivation 
The fundamental idea behind motivation is that it's a force that propels people to work toward goals to meet needs or expectations. 1993 (Mullins). Being motivated includes financial rewards e.g., salary/wages, and bonuses. Furthermore, are good working conditions e.g., flexitime, holiday entitlement, training and development opportunities, sickness and maternity leave /pay above the statutory minimum. Furthermore, are additional benefits e.g., company pension, car, private health care, subsidised childcare and canteen, appreciative and open environment, opinions &efforts valued, team ethos & spirit, and sense of belonging i.e., psychological rewards. Furthermore, as stated by N/A (2021) motivation can arise from the desire to accomplish certain goals, such as earning more money or getting a promotion, as well as from the love of the work itself. It can also result from the fulfilment that comes from finishing a task or getting the job done successfully when a challenging project or issue is resolved. Why is motivation important in the workplace? In essence, a person's motivations determine their behaviour. Employee motivation and abilities (such as skills and experience) both contribute to their performance. While a competent individual who lacks motivation is unlikely to perform effectively at work, a driven employee frequently goes above and beyond what is required of them. 
Teams 
There have been many definitions proposed (Guzzo & Shea 1992), but the one we use is based on work by Alderfer (1977) and Hackman (1987). A "work group" is made up of people who perceive themselves and are perceived by others as a social entity, who are interdependent due to the tasks they carry out as group members, who are integrated into one or larger social systems (such as a community or organisation), and who carry out tasks that have an impact on other people (such as customers or co-workers). 
The term "team" has essentially taken the place of "group" in organisational psychology terminology. Is this just a terminology issue, or are there real differences between the groups and teams? Many people associate "team" with more than "group." For instance, Katzenbach & Smith (1993) claim that groups transform into teams when they cultivate a feeling of shared commitment and pursue member synergy. The aforementioned definition of work groups, in our opinion, allows for the various labels that can be applied to teams and groups, including empowered teams, autonomous work groups, semi-autonomous work groups, self-managing teams, self-determining teams, self-designing teams, crews, cross-functional teams, quality circles, project teams, task forces, emergency response teams, and committees—a list that only scratches the surface of the labels that are available. As a result, we interchangeably employ the terms "team" and "group" throughout this research, understanding that there may be subtle differences rather than major differences in the meanings that these terms imply.
Similar conclusions about communication patterns among organisations that communicate exclusively or mostly through computers have been established by several authors. For instance, Kiesler & Sproul (1992) showed that communication in these groups is more aggressive or radical than in face-to-face groups, with stronger direct advocacy, better equality of participation (even when members have various status levels), and more extreme or risky judgments. According to Dubrovsky et al. (1991), social status disparities were also less obvious in groups that communicated and made decisions via email as opposed to face-to-face groups. However, they also discovered that in email groups, variations in impact based on disparities in skill were less significant. These occurrences are referred to as "the equalisation effect."
Communication among participants in some computer-mediated decision systems is anonymous. In three trials, Jessup et al. (1990) showed that individuals in a group decision-making process were more critical of ideas put forth, more probing in their questioning, and more inclined to produce questions and ideas when there was anonymity.
Teams are a balance issue. Not perfectly balanced people are needed, but rather people who work well together.
Training 
For organisations looking to lessen their environmental impacts, environmental training is regarded as a crucial component.
Employees utilise training content on the job 62%, 44%, and 34% of the time, according to training professionals from 150 different firms. Additionally, compared to before or after training, their organisations were noticeably more likely to undertake training activities to promote transfer. The transfer of training was also considerably influenced by training activities before, during, and after; however, activities in the workplace before and following training had a stronger influence on transfer than did the training activities themselves.
CRM is described as "using all available resources—information, equipment, and people—to ensure safe and efficient flight operations" (Lauber 1984). 
CRM training typically focuses on "not only improving the human-computer interface and acquiring timely, relevant information, but also interpersonal tasks including as leadership, effective team creation and maintenance, issue resolution and decision making, and maintaining situation awareness... It signifies a shift in emphasis from individual-level to crew-level components of operations and training (Helmreich & Foushee 1993, p. 4). CRM training is typically well received by trainees and results in favourable improvements in crew members' views on both crew coordination and personal capabilities, according to Helm-reich & Wilhelm (1991). (Or self-efficacy). They do, however, acknowledge that in a tiny subset of trainees, there is a "boomerang effect" that causes attitudes to shift negatively.
It's crucial to take training and its evaluation into account as an intervention that influences people's lives in workplaces. This review looks at the more conventional subjects while also attempting to offer such a perspective.

Flexi working 
Flexible working arrangements, part-time working, flexitime, shift swapping, annual hours, and work at home or from home.
Flexi working is ideal for employers who have children, suffer from a medical condition and employers who work more than one job and for students as they are still in full-time education.
Types of flexible working according to gov.uk
Job sharing - two people do one job and split the hours.
Working from home - could be able to complete all or part of the work from home or someplace else outside your usual workplace.
Part-time working less than full-time hours (usually by working fewer hours).
Compressed hours -working full-time hours but over fewer days.
Flexi time -While the employee can pick when to begin and complete work (within predetermined boundaries), they must put in specific "core hours," such as 10 am to 4 pm every day.
Annualised hours -The employee has considerable flexibility regarding when they work, but they must put in a particular number of hours per year. There may be "core hours" that an employee consistently works each week, with the remainder of their hours being flexible or taken on demand.
Staggered hours -the employee has different start, finish, and break times from other workers.
Phased retirement -The established retirement age has been eased out, and older employees are now free to set their own retirement date. This enables them to work fewer hours or part-time. 
Conclusion 

Throughout the multiple types of research that have been conducted in this report, it gave us a lot of qualitative and quantitative data that supports these findings to the fullest, as for leadership and management it gives us many solutions on how techniques and skills to better themselves as a whole, problem-solving allows the business as a whole to overcome any adversities, motivation is what keeps the atmosphere, mood and attitude of the business and organisation in check, teams allow the communication and team-work to be improved exponentially, training in a workplace is used for the improvement and to better workers of their efficiency, and finally Flexi working allowing workers to work the hours that fit best for them. This is the conclusion I have come to when talking about people management and for my report.
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