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The essay here has focused on evaluating and demonstrating the comprehension concerning knowledge skills and behaviour required to become an effective people manager as well as elaborate on the contemporary issues facing the line managers regarding people management. The report will further be analysing the key management strategies utilised by the managers to improve employee motivation, commitment as well as engagement. The study will enclose the relevant skills and behaviour analysis based on the behavioural approach and the relationship between culture structure and people to assess the efficiency of a people manager. Additionally, theories like Maslow's hierarchy of needs and Herzberg's two-factor theory will be analysed for better comprehension of the concepts along with examples of certain eminent companies to highlight the relevance and effectivity of the evaluation in the current organizational environment. Being an effective people manager requires leadership skills along with various interpersonal attributes focussing on behaviour and strengths which are relevant in upholding organizational efficiencies. People management generally refers to a set of practices encompassing the end to end process concerning talent acquisition, talent optimization as well as talent retention rendering continuous support to the business accompanied by guiding the employees paving the way to growth and development of both the human resources and the organization as a whole. 
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[bookmark: _Toc86168197][bookmark: _Toc86169831]1. Skills and Behaviour to be an effective people manager
[bookmark: _Toc86168198][bookmark: _Toc86169832]1.1 Skills and Behaviour based on behavioural approach 
A behavioural approach to management is recently considered a crucial element in contemporary management and significant to maintaining effective human relations corresponding to the organizational environment (Stańczyk, 2021). It is observed that behavioural management is mostly concerned with human relations and renders a better comprehension of human behaviour at work regarding various aspects like motivation, group dynamics, conflict, improve productivity and more. As pointed out by Elton Mayo who is a leader in coining the Human Relations Approach along with his associates in the Hawthorne studies, human resources are the pivotal part of management and thus to deal with them a basic understanding of human behaviour is necessary especially for the managers, upholding the interpersonal relations balancing the organizational environment  (Muldoon et al., 2020). Different factors influence behaviour in different contexts, group dynamics influences performance and productivity, Employes are more motivated by feeling a sense of belonging to their work as well as are more open to change if given autonomy and opportunities to participate. The behavioural skills of managers are mainly concerned with maintaining team performance, rendering constructive feedback and guidance, dealing with conflict, analysing challenges and crises, coaching and mentoring and more. The skills associated with it are mainly resilience, communication, empathy, critical thinking, self-awareness, negotiation skills and more (Khaola and Coldwell, 2019). There are various kinds of managers or leaders following behavioural leadership like people-oriented leaders who encourage collaboration, rewards observing team progress along with mentoring and task-oriented leaders initiating projects, organizing processes gathering relevant data and introducing clarity in operations and participative, dictatorial, opportunistic leaders not necessarily manifesting positive outcomes  (LAKSHMAN, 2021). However, Douglas mcgregor influenced by the Hawthorne studies presented a Theory X and Theory y describing the two kinds of management style authoritarian and participative  (Morse and Lorsch, 2021). He covers the difference in views of managers where he observed Theory x managers with a pessimistic view regarding the employees assuming that they are naturally demotivated and dislikes the work where constant monitoring rewards and punishment is required to fulfil the tasks and Theory Y managers with an optimistic view incorporating decentralised participative management which encourages collaborative work where trust and loyalty are induced among the employees. It has been noted that the behavioural approach is mainly determined by two different behaviours; task behaviours and relationship behaviour (sagepub.com, 2021). Task behaviour is directed towards role accomplishment whereas relationship behaviour upholds situational analysis aligned to helping others and making them comfortable. The behavioural approach renders a framework needed to assess leadership broadly including the task and relationship dimension.  
[bookmark: _Toc86168199][bookmark: _Toc86169833]1.2 Relationship between culture, structure and people 
With the emerging globalisation and intense cross-cultural trade, the employment dynamics has been undergoing a constant change following diversified workplace and the emergence of different structures. Pursuing this cultivating individualism and culture can influence holistic organizational performance through the infusion of integrity among the workspace respecting individual identity as well as cultural aspects along with enhancing the satisfaction level as well as performance appraisal. Creating a diverse workspace influences organizational productivity through innovative as well as flexible practices (Peretz and Knappert, 2021). Khaola and Coldwell (2019) pointed out in their study that leadership is deeply interconnected with work attitude and behaviour where modern leadership theories are mostly dominated by transformational and transactional leadership theories. Transformational leaders deal with stimulating, broadening and elevating the interests of the employees encouraging them to aim higher transcending their self-interests whereas transactional leaders impact the employees by clarifying the results motivating them to meet the goals. Further transformational leadership encompasses four dimensions that are overlapping; idealised influence, individualised consideration, intellectual stimulation, inspirational motivation and transactional leadership comprises of three dimensions; contingent reward, passive management and active management by exception. Here the example of Tesco can be used which follows a total reward system to ensure employee satisfaction and productivity. Tesco offers a system of rewards and benefits to the employees where it provides high wages along with employment packages inclusive of career options, future security solutions and health insurance (tesco-careers.com, 2021). Total reward strategies help in the organizational management by achieving fiscal benefits as well as development by rewarding the efficient employees leading in the organizational position (Bussin et al., 2019). Additionally, Cosenz et al., (2020) elaborated the value triangle model which refers to a sustainable business model illustrating interdependency, teamwork as well as competencies that are needed for achieving long term success within manufacturing and distribution. It defines that the value of the human resource can render the build-up from a low value present at the base of the triangle to a higher value directed towards the apex or at the top. The model incorporates the creation of value in three designated levels for establishing higher impact by efficient human resource management practices. The lowest level considers personnel management through administration and ensuring efficiency, the middle level concerns human resources by focussing on business strategies, creating capabilities through skill development and the apex or the top-level emphasizes the human capital management by creating opportunities for the future by maximising the potential of the employees and securing better cost-effectivity and success. Furthermore, it is important to continuously invest in skill development and training for the employees regarding cross-cultural communication, diversity and inclusion programmes and more to sensitise the workplace regarding diversity and mitigating internal conflicts or miscommunication leading to slower productivity and inefficiency in the operations (berkeley.edu, 2021).
[bookmark: _Toc86168200][bookmark: _Toc86169834]2. Contemporary issues faced by line managers related to people management 
The emerging issues faced by the world like environmental social and even governance challenges inclusive of declining global ecosystems forced migration, population growth and other macroeconomic stress that results in constant change in the business environment. Knight and Paterson (2018, p.4) one of the key issue has been faced by different line managers is maintenance of sustainable development. The consideration of sustainable leader is important to a business entity and that can ensure the quality of business performance in the modern era. Furthermore, flexibility in the working time also an important issue in terms of team management in some large organizations like Samsung, Apple and so on. Sustainability leader thus aligns the firm’s decision making to the allocation of capital, product development and more following principles of sustainable development adapting to the ever-changing chain of expectations and upholding best practices. With the advent of digitalization and highly technologically advanced conditions, the dynamics of the political economy regarding labour markets has greatly changed. New contractual forms f labour has been introduced and practices which are flexible, temporary, informal, contingent and more different employment arrangements (Muntaner, 2018). Contingent work refers to the absence of any contract, explicit or implicit, considering long term employment whereas precarious employment is inclusive of various dimensions like contract duration, wages along vulnerabilities to being abused. The emergence of the Internet as a major technological innovation concerning the labour market has led to different contingent work like “gig work” or “gig economy” where temporary flexible jibs are offered mainly to hire freelancers and independent contractors. Furthermore, especially with the Covid 19 pandemic crawling into society, there has been an advent of work from the home culture which is changing the face of work. Additionally, entrepreneurship and small independent businesses in various platforms also serve as a blow towards the traditional ways of working and hiring. With increased globalization and continuously changing business trends, it has also become eminent for managers to continuously invest in training and development. The continuous innovations and automation in the organizational environment along with diverse work culture accompanied with a diversified workplace in terms of reduced cross-cultural boundaries and gender ratios in the workplace poses a threat towards maintaining internal harmony and is necessary to sensitise the workforce from time to time to remain updated. Along with these maintaining an effective research and development team is also necessary to conduct market analysis and uphold the competitive edge over the others as well as following growth and expansion strategies. Corporate social responsibility is another important contemporary trend that is greatly infused in the work culture highlighting the firm's ethical standards and reputation in the market. Jirasevijinda (2018) pointed out in his study the issues of the generation gap in the workspace which also poses a major threat in the current situation. There are generally four different generations belonging to different eras and carrying extremely different views and attitudes towards the work. Baby Boomers (1944-1964) are more traditional and carry a strong work ethic focusses on personal gain, Generation X (1965-1980) who are prioritising the work-life balance and are global thinkers, Millenials or Gen Y (1981-1995) are flexible workers motivated by innovation and are free-spirited and lastly, Gen Z (after 1996) are more bent towards multi-tasking and technology-driven. Bridging the generational gap in the workspace can be a challenging task for line managers. 

[bookmark: _Toc86168201][bookmark: _Toc86169835]3. Identifying and evaluating key management strategies used by managers for improving employee motivation, commitment and engagement 
Here two theories will be discussed namely Herzberg’s two-factor theory and Maslow’s Hierarchical needs theory to understand employee motivation, commitment and engagement in the organizational scenario.
[bookmark: _Toc86169836]Maslow’s Hierarchical needs theory
Maslow coined the hierarchy of needs consisting of five needs that are essential to humans framed in a shape of a pyramid inclusive of cognitive as well as aesthetic needs where growth is signified in a bottom-up approach (Velmurugan and Sankar, 2017). The needs highlighted here are the physiological needs which is the basic need enclosing the biological requirement of survival like food, shelter, water, clothing and similar, the safety needs where the security and wellbeing of an individual are safeguarded, the need for belongingness and love where the individual requires an emotional need for interpersonal relationships, affiliation and connectedness, esteem needs ensuring respect and feeling of accomplishment in the society and lastly self-actualization which is the highest level experiencing realization of a person’s full potential and self-fulfilment. 
[bookmark: _Toc86169837]Herzberg’s two-factor theory
Herzberg’s two-factor theory is also known as motivator hygiene theory reflects the levels of satisfaction of a person in the workplace implying their motivation towards the job role depending on two factors; hygiene factors and motivational factors (Kotni and Karumuri, 2018). Hygiene factors do not directly affect the motivation to increase the productivity of the employees but the absence of these factors causes demotivation like salary, company policies, benefits and rewards, physical working conditions, job security, interpersonal relations and more. Motivational factors on the other hand yield positive satisfaction among the employees motivating the meployees to work harder and increase their productivity. These factors are concerned with recognition in the workspace, growth and promotional opportunities, increased responsibilities, meaningful work and more. 

[bookmark: _Toc86168202][bookmark: _Toc86169838]Conclusion 
The report here emphasized evaluating and demonstrating the comprehension concerning knowledge skills and behaviour required to become an effective people manager as well as elaborate on the contemporary issues facing the line managers regarding people management. It further identified and evaluated the key management strategies used by managers for improving employee motivation, commitment and engagement explaining the theories of Maslow and Herzberg to enhance the understanding. The report has vividly described the concepts with examples and theories providing relevant issues and contemporary concepts to increase the scope of the study. 
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