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[bookmark: _Toc119002737]Executive Summary
This report in addition of highlighting the skills and knowledge needed for a well performing manager has also provided with a list of possible challenges and issues that need addressing. It also provided explanation what is the difference between management and leadership. The researcher identified multiple theories that support some arguments stated within the findings. Lastly, some recommendations have been provided for improving people management within a business environment.
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1.0 [bookmark: _Toc119002739]Terms of Reference
This report has been requested by Brynach Heffernan on 3rd of October 2022. The purpose of this report is to identify and analyse what roles, skills and issues are related to effective people management. Date of submission is 11th of November 2022 and has been compiled by Daniel Olah.
[bookmark: _Toc119002740]2.0 Procedure
This report has been compiled by conducting secondary research from sources such as websites, books, online books, and journals. No primary research was necessary for the purpose of this report.
[bookmark: _Toc119002741]3.0 Findings 
[bookmark: _Toc119002742]3.1 Introduction
For an organisation to perform well as a whole its employees must be performing their roles to certain standards. There are many aspects that influence how well employees perform that managers must be aware of. This report will highlight some of these aspects below.  In addition to this the researcher has identified that leadership and management are in fact two different terms with concurrently possessing differences and similarities (Kotter, 1990a; 1990b).

[bookmark: _Toc119002743]3.2 Roles and Skills of a Manager
According to Kohl (1990b) and Fayol (2013), managers oversee determining the actions needed to reach organisational goals and assigning resources to do so. Also, they are in charge of determining the necessary roles and personnel levels, conveying the strategy, and giving job holders the authority to perform them. They are as well responsible for creating frameworks for problem solving to ensure that routine processes are completed with minimal deviation. 
Drucker (1999) states that business’s goal is to gain customers, hence this fall into the management’s roles as well.  Also, their role can be summarized as “management is the dynamic life-giving element in every organization. It is an activating force making the people ready to achieve the organizational goal.”
In addition to having the exact skills and knowledge needed for managers to perform well, they must also possess the ability to correctly assess the demands of a situation in order to achieve the desired results (Sturdy et al, 2019, p. 104-120).

[bookmark: _Toc119002744]3.3 Team
A team is a group of people, but that does not mean that every group is considered a team. There are key differences between groups and teams, even if there might be some shared qualities such as both could consist of people who share some interest or quality and could be formed for a particular purpose (HASA,2016).
Unlike groups, teams have shared goal set out and have a specific task assigned to its members.  Members of a team are committed to achieving a common purpose and goals and share the responsibility involved (Katzenbach, Smith, 2008, p. 8).
As mentioned above the team members have specific tasks assigned to them, but to maximize individual performance they should be allocated based on the member’s skills and knowledge. M. Belbin has outlined 9 possible roles that should be present in an effective team and created a framework that can assist in assigned them in the most efficient manner (2010a).
Since team members may perform many roles concurrently and can fulfil one duty jointly by multiple team members, effective teams do not need to have members for every role. 
M. Belbin states that “teams are a question of balance. What is needed is not well-balanced individuals but individuals that balance well together “(Belbin, 2010b, p.74).
A team that works in synergy and has trust in in the group as well as in its individuals will be able to perform better collectively than the individuals ever could separately.
[bookmark: _Toc119002745]3.4 Leadership
S. Covey claimed that “management is the efficiency in climbing the ladder of success; leadership determines whether the ladder is leaning against the right wall” (2020, p. 109).
The report has underlined at 3.2 that the role of a manager is handling the practical part of the organisation. This does not mean managers can not lead, or vice versa, it just means that leaders have a focus on achieving different goals than managers. 
Leadership involves less instantly tangible activities such as: 
· Creating the vision of the organisation
· Inspiring and motivating the stakeholders
· Promoting teamwork and good work relationships 
· Mentoring and counselling 
· Advocating change
Leadership and management are two separate yet interrelated entities. Leaders promote change, while managers advocate and enable organisational stability.  The business can only survive and perform well if it incorporates both (Carmichael et al, 2011).
An unpleasant workplace culture, toxic working attitudes, staff segregation, the loss of high-performing personnel, and a cycle of low staff retention are all consequences of bad leadership in business that can harm an organization's bottom line (Best Practice, 2021).

[bookmark: _Toc119002746]3.5 Motivation 
Early theories from 1900s argued that motivation within the employees is mainly coming from money. They suggested that jobs should be designed to allow the highest possible earnings. And to be paid based on performance (Taylor, 1913).
In the 1960s psychologist Frederick Herzberg conducted research to find out more about what employees want from their jobs, what are they motivated by.  His theory is called Motivation-Hygiene Theory or Two Factor Theory (1959). According to his research, some aspects of a work are consistently linked to job satisfaction while others are linked to job discontent. The elements that contribute to job happiness are different from those that contribute to job discontent.
The factors linked to job dissatisfaction are Hygiene factors and addressing these appropriately will lead to less dissatisfied employees. These factors are: 
· Organisational policies 
· Salary
· Work conditions
· Work relationships
· Security
· Status
· Supervision 
The other type of factors are the Satisfaction or Motivation factors. These elements are meant to enhance job satisfaction and performance. These elements are:
· Possibility of growth and career advancement 
· Responsibility and recognition
· Work itself
· Achievement 
Management could use this approach to motivate the workforce by removing the reasons for job dissatisfaction first. Ensuring all employees receive fair and respectful treatment. Once this has been addressed appropriately, then by providing opportunities for achievement and growth and focusing on other satisfaction elements can the motivation improved. 
Although this theory still holds up after six decades it must be stated that it has its limitations. One of these limitations would be the disregard for individual differences or specific personality traits that would impact the individual reaction to the elements above (Hackman, 1976).  The other possible one could be that the theory expects that a satisfied worker will perform better.

[bookmark: _Toc119002747]3.6 Equality and Diversity
Equal opportunities concept is consists of equality and diversity.  
Equality in the workplace environment means that all potential and current employees are treated fairly and are protected by the discrimination law (ACAS, n.d). 
Researcher P. Kreitz defines diversity as “any significant difference that distinguishes one individual from another” (2008, p. 102). The distinctiveness of people working in an organization is called diversity. For instance, this might refer to people of all ages, faiths, races, and abilities, as well as all genders. It also entails appreciating their distinctions.
In order to prevent bullying, harassment, or prejudice the workforce and especially the management should be aware of the rights guaranteed by the law against discrimination. Necessary steps must be taken for prevention such as creating specific company policies and by providing training and support. They should also be aware of the advantages of having a diverse workforce. 
The benefit for the business following high standards of equality and diversity practises is essentially better business performance. This is achieved by attracting talent, who is looking to work for an organisation with an inclusive workplace culture where they would feel appreciated, respected, and recognised.  Also, the company will benefit from positive corporate reputation that is crucial in attracting and retaining employees and customers (CIPD, n.d).


[bookmark: _Toc119002748]3.7 Training
For a business to create value its employees must perform well. This can be achieved by providing training that can allow the gaining of knowledge, skills, attitudes and behaviours that can enhance their performance.  The benefits other than higher levels of performance are lower staff turnover due to enhanced safety and security at the workplace and lower operating costs since employees know how to maximize the available resources (Mozael,2015, p.39).
Researcher M. Armstrong defines training as “the planned and systematic modification of behaviour through learning events, programmes and instruction which enable individuals to achieve the levels of knowledge, skills and competence needed to carry out their work effectively” (2001, p. 517).
Armstrong created a training model called The Systematic training cycle. This model underlines that training is continuous process, it’s a cycle where the end leads back to the beginning (2001, p. 549).  This cycle has four stages: 
1. Identifying the learning needs – this can be performed by conducting a training need analysis where the training need will be the gap that is between the expected and the actual levels of achievements. 
2. Design the training – based on what needs have been identified a suitable training plan should be created to address the ‘gap’.
3. Delivering the training – the training could be delivered on the job or off the job.
4. Evaluating the training – assessing if the trainees have achieved the desired levels of proficiency.
[bookmark: _Toc119002749]3.8 Flexi Working

Jon Atkinson (1986) proposed the idea of The Flexible Firm Model, which is a management strategy for setting up the workplace with several types of flexibility to maximise the utilisation of human resources.  A simple idea of incorporating adaptable conditions into the management of an organization's operational activities in order to satisfy the demands of a fiercely competitive market and achieve its strategic objectives. 
This flexibility can be approached in two ways (Mohinudeen, 2010): 
· Flexibility in employment – it could be beneficial to alter the size or type of their labour teams when markets and the economic cycle go through their typical fluctuations.  For example, working from home, shift swapping, and part time working.
· Flexibility in work – this refers to adaptability within the organisation or throughout the manufacturing process. Flexible technologies make it possible for equipment and production processes to be transferred between different production functions or types more quickly.

[bookmark: _Toc119002750]3.9 Performance Management 
The term performance management refers to efforts to maximise the value that workers produce. Setting and revising targets is a key component of performance management, in addition to assisting individuals in improving their performance. Performance management often has formal processes supporting it, such as establishing targets, conducting regular performance reviews, and developing action plans for underperformance. Policies and procedures may be crucial, but regular performance reviews that improve performance should be the major priority (CIPD, 2022).
According to C. Lee, the main purpose of performance management is performance improvement and not documenting the past. He argues that instead of discipline and negative reinforcement there should be more support provided such as coaching, additional training and guidance (2005, p53).
The performance management cycle consists of 5 steps (Lalwani, 2020):
1. Planning – setting out the objectives.
2. Monitoring – supervision of the performance towards intended objective.
3. Developing – suggest actions to be taken for improvement based on gathered data from the previous step. Additional training or coaching for instance.
4. Rating- Periodically and at the time of the performance review, each employee's performance must be evaluated. To assess the level of employee performance and make adjustments as necessary.
5. Rewarding - The performance management process and employee engagement both depend on recognising and rewarding strong performance. This may take the shape of an employee incentives programme that routinely recognises and rewards outstanding achievement within the company.
[bookmark: _Toc119002751]4.0 Conclusion
In conclusion, managing people is a complex subject. The researcher has found numerous challenges that have to be addressed by management. The main challenges and issues are equality and diversity, training, flexible working, and performance management. These issues can be solved or improved upon if the manager possesses some of the skills and knowledge that has been identified in this report. 
[bookmark: _Toc119002752]5.0 Recommendations

This report recommends management to focus on multiple factors simultaneously when it comes to people management. 
· Find a balance between the role of a leader and a manager. This could lead in addition to meeting all the required targets set by the organisation to higher levels of employee motivation and trust.
· Promote teamwork and a pleasant work environment, not only to meet legislation requirements but also to encourage employee engagement.
· Provide as much support as possible in meeting employee training and flexibility needs as possible. This could mitigate underperformance and prove even beneficial in the long term.
· Perform regular performance reviews or utilise some form of automated review process to try to identify issues as early as possible. 
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