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                   Executive Summary

The purpose of this project is to examine affective management duties, competencies, and issues. 
The field of management has seen significant transformations in both its pedagogy and research, surpassing all other disciplines in terms of change. The Management division's research and scholarship are promptly applied in various firms worldwide through the process of consulting. Management is a fundamental part of society. Small and medium-sized business executives came across challenges in establishing innovative networks and using technology to enhance achievements, according to Colombo et al. (2012), as a result of organisational management issues. Growing companies demand a solid leadership and management structure in order to operate effectively within a constantly changing network. Proficient management and marketing abilities are critical elements in the operation of a modest business.
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1.0 Introduction
This report was requested by Brynach Hefferman, on date of 26th of September 2023.
The purpose of this report is to investigate the roles, skills and issues related to an effective manager.
The person writing this report is Luciana Florea. Date of submission is 10.11.2023.
2.0  Findings
2.1 Introduction 
Roles and skills of a manager
How do we describe managers? The job of a manager is to organise and keep an eye on other people's work so that the organisation can reach its goals. Overseeing one person or coordinating the work of a group of people in the same department could be what that means. Organising the work of a group of people from different departments or even outside the company. Management is typically defined as ‘getting things done through people. Managers handle cash, work systems, and technology to control the firm or their share of it. 
2.1.1  Leadership
Belbin defines leadership as an intervention that allows leaders to play to their strengths in a particular environment. The idea behind this notion is that by analysing one's own role in a team, one may better hone their natural leadership abilities and compensate for whatever flaws they may have.
2.1.2 Team Building
In today's business climate, organisations prioritise team-based structures to enhance productivity, profitability, and service quality. All managers and employees seek strategies to boost business performance and profits. Many believe team-based, horizontal structures are optimal for involving all employees in business success. Teams are built through a range of activities provided to organisations to improve performance. Team building is crucial in any workplace because it brings out the best in a team to ensure self-development, effective communication, leadership abilities, and the ability to solve challenges together. Workplaces commonly praise and recognise individual employees, but effective team-building skills can unite staff around a common purpose to boost productivity. Without teams, individuals function individually, but teambuilding fosters cohesive units with shared expectations. Group tasks increased trust, support, and respect for individual diversity.
Team development has five stages, each with unique obstacles, as proposed by Tuckman (1975) in an updated version of his 1965 four-stage model. 
The initial step of team building is forming, where individuals collaborate to achieve a common goal. The storming stage comprises team members getting to know each other and disagreeing on mission, vision, and approaches. This stage involves strained relationships and conflicts. Next is the norming stage, where the team establishes working relationships that support progress towards its objectives. In the fourth stage, performing, team processes, and effectiveness align to create a successful team. The last stage is called tranforming where the team excels and becomes the most successful, or an ending where the mission is fulfilled, and members pursue different plans.
2.1.3 Motivation of employees
Maslow's theory of motivation (1943, 1987) is a motivational theory in psychology that consists of a hierarchical five-level model of human requirements. Physiological, safety, love/belonging, esteem, and self-actualization are the five tiers of the hierarchy.
As a new employee, an individual actively gets to know its coworkers, ask bosses for advice, or negotiate the content of the job to make the most of its skills and hobbies. When doing their jobs, workers can actively ask supervisors or peers for feedback to find out if they are on the right track. This way, they can change how they act and perform based on that information (Ashford et al., 2016).

2.1.4 Equality and Diversity
It is against the law to treat workers differently because of their age, disability, gender reassignment, marriage or civil partnership, pregnancy or maternity leave, race, religion or belief, sex, or sexual orientation (Equality Act 2010).  Under the Equality Act, these traits are known as "protected characteristics."
Diversity, equity, and inclusion in the workplace implies employing, keeping, and valuing individuals from diverse backgrounds and with various abilities as equal members of the organisation. This makes everyone feel comfortable at your company, creating diverse teams that represent society.
Beyond gender, age, race, ethnicity, national origin, and marital status, diversity makes people unique. An organization's culture depends on safeguarding and promoting the inclusion of individuals from protected groups, but diversity should also include employees with a variety of hard and soft talents, opinions, education, experience, and expertise. By embracing this variety, you can build stronger teams with better ideas and operations.
2.1.5 Flexi Working
People and businesses alike need to be able to respond to changes in the market in order to stay in business and grow. This means they need to be flexible.
Being flexible means being able to adapt. It can show up when you need to adapt to a tough environment, which is called adaptable flexibility, or it can show up when you want to change for no reason, which is called spontaneous flexibility (Thurston & Runco, 1999). At the level of the person, freedom can be different for each person. There will be people who can change and adapt to even the worst situations, and there will be people who cannot.
Flexi working benefits:
· Less stress: Commuting is traditionally one of the most stressful daily activities. Employees welcome the chance to escape traffic and crowded trains. Besides being inconvenient, untreated stress can lead to mental health difficulties. Flexible working hours allow employees to manage their time, reducing stress.
· Money Savings: Working from home eliminates commute expenses. It can also encourage cost-effective purchases like organising lunch breaks rather than running to the store.
· Satisfaction: Allowing employees to control their time and tasks boosts confidence and project ownership.
· Over 70% of parents work, according to the ONS. Offering flexible working alternatives helps people balance work and personal obligations.
2.1.6 Performance Mangement 
What are the key attributes that contribute to the effectiveness of a manager? This individual demonstrates a commitment to facilitating the growth of others, assuming accountability for the activities and results of the department, effectively handling challenging circumstances, and adopting a broader perspective that covers the entire company.
How do you become a good manager? These are some of the skills that study says make a good manager: steps in to handle emergencies, sets rules and a clear goal, cares about the team and its members, and is always available to listen to others.
According to research by management psychologist John Adair, a manager's efficacy rests on his or her capacity to both influence and be influenced by the group as a whole to accomplish shared objectives. This means setting departmental goals, seeing to it that they are met, and training each team member to acquire the necessary abilities, knowledge, and skills to help the team reach its objectives.
A good manager focuses on Activities, People, and Team equally. The quality of these three areas' interaction determines whether department goals are reached and exceeded.  Reducing the Activities circle also reduces major areas of the Team and People circles. Failure to prioritise departmental activities can lead to demoralisation, discontent, and dissatisfaction among team members. Conducting activities effectively is crucial for motivating team members and developing good team spirit.
Removing the Team activity impacts both activity achievement and personal development. Developing a high-performance team generates a shared sense of responsibility and participation in attaining goals.
When managers neglect individual growth, teams may not reach their full potential and may struggle to fulfil their goals.

3.0 Conclusion
Because things are changing so quickly, companies and the jobs they offer are no longer solid and anticipated (Terreberry, 1968). More and more, organisations and their workers are under pressure from changes inside and outside the company. These changes come from a lot of different places, such as unstable economies and governments, globalization's effects on society and culture, the development of new technologies (Burke, Stagl, Salas, Pierce, & Kendall, 2006; Ployh), and changes in the way organisations work (e.g., teamwork). Because of this, workers often must deal with situations that are new, unstable, unpredictable, and complicated (Kozlowski, Gully, Nason, & Smith, 1999).
People and groups at work need to be able to quickly adjust to new tasks and requirements in order to do their jobs well (Burke et al., 2006; Kozlowski et al., 1999; Kozlowski, Watola, Nowakowski, Kim, & Botero, 2009).
4.0 Recommendations
The team builder promotes unity and productivity. In a team-oriented setting, people contribute to the organization's success. Respecting, encouraging, enthusing, and caring for individuals rather than exploiting or dictating to them fosters teamwork. Heap (1996) says love and spirituality are the foundation of team building, fostering respect, compassion, and humanity at work.   
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