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Executive Summary:

This report analyses the people management issues at the Bright Wave Services Ltd, which is a medium size facilities management company experiencing high turnover rates, poor engagement as well as management skills gaps. The reason is to examine the roles and competencies necessary by the managers in order to be able to manage performance efficiently, use applicable management theories and determine how organisational culture affects the people management practises. The report has determined that the present-day task-oriented, efficiency-oriented culture of Bright Wave is one of the major issues that adversely affect motivation and the effectiveness of the management. The report can suggest specific leadership development, a solid performance management model, and cultural change programmes based on recognition and employee participation with references to the Theory Y created by McGregor, Theory-Yales Motivation-Hygiene, and Situational Leadership. The evidence-based recommendations are supposed to support the capabilities of the managers, employee engagement, and culture based on people. It is projected that the successful implementation will enhance productivity and turnover and augment profitability to be in line with the strategic plans and sustainability of Bright Wave in the long run.
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[bookmark: _Toc213706201]Introduction
Bright Wave Services Ltd is a medium-sized facilities management firm with its headquarters in South Wales, having an employee workforce of approximately 350 employees operating in three business units, namely building maintenance, cleaning services, and workplace support to customers such as schools, NHS hospitals and local councils. The business has grown very fast upon winning major contracts in the government sector but currently is struggling to handle an increasing customer and employee base. This report seeks to assess the functions and competencies that managers at Bright Wave should have to be able to manage performance. It shall implement the applicable theories in people management and evaluate the effect of the organisational culture on people management practises. It will give evidence-based recommendations to enhance the managerial practise, performance management, organisational culture and eventually yield productivity and profitability. The report addresses managerial skills, theoretical application, culture analysis, and strategic suggestions to solve the existing issues that prevail at Bright Wave.
[bookmark: _Toc213706202]1. Roles and Skills Required by Managers
At the Bright Wave Services, managers have been taking centre stage in achieving a match between everyday operational operations and the strategic objectives, management of employees’ performance, and client satisfaction. The business has three different business segments which include building maintenance, cleaning and support at the workplace and managers at various levels; frontline supervisor, middle manager and senior managers are needed to play different yet complementary roles (Olson et al., 2021).
Frontline managers undertake direct supervision of the teams, assigning duties, checking on attendance and solving immediate workforce challenges. Their most important position is operational management- making sure they deliver the standards of services and have staff motivation. Middle managers intercede between frontline supervisors and the top leadership including performance evaluation, resource distribution as well as problem-solving of emerging problems to maximise the effectiveness of the teams concerned (Lee et al., 2021). Senior managers offer overall strategic information, monitor overall performance indicators and drive change processes to help bring the company into par with the changing client demands and sustainability targets.
Bright Wave needs effective managerial skills, which are communication, leadership, conflict resolution, and performance coaching. Through communication skills, managers can be able to communicate clearly the expectations and give constructive feedback. Leadership qualities bring out team motivation and commitment, which is crucial in a high-demand customer-oriented setting. Conflict resolution competencies facilitate the management of problems on time thus limiting setbacks (Luu, 2023). Performance coaching helps in facilitating constant growth and the improvement of skills of employees.
Nevertheless as it currently stands, there are skill gaps at Bright Wave especially in performance management and people development. According to the internal survey feedback, frontline managers are not able to effectively produce constructive performance appraisal and are ineffective in dealing with underperformance. The absence of formal training travelled specifically on the development of leadership is also reported and led to inconsistent methods of management and low involvement of the employees (Lee et al., 2021). In addition, middle managers are encountering difficulties to adapt to organisational culture and client-centric change on one hand due to pressure by the top management and pressure on the field staff on the other.
The solutions to these gaps resonate in specific managerial training in the performance management, people-focused leadership, and communication. Increased competence in data-driven decision-making and emotional intelligence will also enable the managers to be more flexible and empathetic towards the needs of their workforce so that they can promote better employee performance and satisfaction (Lee et al., 2021). All in all, the empowerment of managerial abilities at all the levels will help Bright Wave to become more efficient and engage employees with improving long term growth and profitability.
[bookmark: _Toc213706203]2. Theories and Models of People Management
People management theories provide useful models of how to engage and solve the dilemma that Bright Wave Services is encountering in managing its workforce productively. Three theories useful in this context are the theory X and Theory y developed by McGregor, the Motivation -Hygiene Theory developed by Herzberg and the S situational Theory of Leadership.
Theory X and Theory Y by McGregor are the opposing two assumptions regarding the motivation of the employees. Theory X and Theory Y presuppose that employees are lazy and need to have a strict supervision, and employees are self-motivated and responsible, respectively. The current culture at Bright Wave, which is task-oriented, number-oriented in nature, is too aligned with the Theory X that can partially be a cause of low morale and disengagement of employees (Ahmad et al., 2021). A shift to a more positive, people-focused workplace (moving away towards Theory Y approach) would increase motivation and performance because it would provide more trust, empowerment, and support.
Herzberg Motivation-Hygiene Theory indicates that hygiene factors (like working conditions and pay) do not bring about dissatisfaction, but the motivators (like achievement and recognition) do add to the satisfaction (Alam, 2021). The demotivation of employees in Bright Wave is due to the absence of recognition and a career development programme. The application of Herzberg model implies that it is not possible to address hygiene factors only. Obviously, to ensure better engagement and retention of the employees, Bright Wave needs to use motivators, including monthly rewards based on performance and personal development.
Another relevant theory is the Situational Leadership Theory which proposes a change in leadership style depending on the competence and commitment of the workers. Managerial flexibility is important considering that the staff at Bright Wave is diverse in terms of skill sets and different levels of experience (Nasir, 2022). Nonetheless, it has been reported that some managers are unable to change their leadership approach accordingly, and usually revert to their directive styles. The ability of training managers who are exposed to situational leadership might help them to balance between guidance and autonomy to enhance the quality of team dynamics and performance.
Most importantly, though these theories offer valuable information, they must be applied to Bright Wave with significant consideration of the organisational culture changes. The change will be superficial using the models of acquisition without changing the cultural problems. Therefore, a combined strategy of using theory and culture shift programmes is necessary to establish long-term people management change.
[bookmark: _Toc213706204]3. Organisational Culture and Its Influence
The organisational culture of Bright Wave Services is rather task-centred and numbers-centric in nature and is focused on efficiency, cost management, and compliance to the contract. The traits of this culture are the rigorous performance standards, low employee rewards, and a culturally oriented approach to fulfilling the needs of clients at the expense of the staff wellbeing (Nasir, 2022). The majority of the communication is top-down and little empowerment of the employees to voice or take part in making decisions. This has created a customer where workers at times feel unrespectable and alienated to the overall mission of the company.
This culture has a serious influence on people management. Managers are struggling to motivate workers who find the working environment to be strict and unfavourable. The low engagement and job satisfaction occur as high turnover rates and absentees (Bolatito and Mohamoud, 2024). The orientation towards the accomplishment of tasks normally leads to the managers paying more emphasis on the short-term production instead of long-term development of employees. As a result, individuals’ management skills like performance appraisal and talent retention are evaded because of the inconsistency and lack of attention on personal developments and rewards.
It is also an obstacle to proper communication and cooperation that is essential in the services that depend on the teamwork and client satisfaction. The authoritarian style discourages open feedback and innovation, which restrict the capacity of the managers to raise employee issues in time (Zhang et al., 2021). Such cultural characteristics create a disengagement loop, which has a detrimental impact on organisational performance in general.
In order to become better, Bright Wave needs to move towards a more people-oriented culture that appreciates employee involvement, recognition, and growth. The cultural shift will improve the practise of people management as it will create more trust and commitment, which would spur more productivity and service quality.
[bookmark: _Toc213706205]4. Evidence-Based Recommendations
To solve Bright Wave issues, a complex strategy that can focus on the managerial practise, performance management, and organisational culture is necessary.
To start with, the managerial aspect of the practise needs specialised leadership development educational programmes. Managers should be trained on how to communicate effectively, give constructive feedback, resolve conflicts, and otherwise have emotional intelligence. Situational Leadership workshops will help the managers to adjust their style according to the needs of individual team members and increase their engagement and performance (Mardikaningsih and Darmawan, 2022). Mentoring and coaching programmes can offer popularity and support to perpetuate good behaviours.
Second, it is important to adopt a strong performance management structure. Bright Wave is to implement continuous performance appraisal system that will focus on setting obvious goals, frequent feedbacks, and joint development programmes. Applying data-driven instruments to oversee productivity and wellbeing of employees will inform the actionable knowledge and prompt interventions. Motivation and accountability are increased through balancing performance goals to the organisational and personal goals.
Third, all interventions should include the cultural change strategies. Motivational deficits identified by the Herzberg Theory will be solved by the introduction of recognition programmes that should reward achievement and innovation. Promotion of employee participation by use of forums, suggestion schemes fosters independence and involvement (Rai et al., 2021). The necessary leadership culture by believing in transparency in communication and shared vision is crucial in imbibing the people-centred culture. The incorporation of change management methods, involving the eight steps of Kotter, can present the cultural change process, which will guarantee its adoptability in the long term.
It is anticipated that these recommendations would enhance productivity through motivation, skilled and cohesive work force. Improved managerial competence will lead to low turnover and absenteeism and positive culture will result in improved job satisfaction and client satisfaction (Mirzaei et al., 2024.). In the end, people management will be aligned with organisational strategy thus leading to profitability and proper sustainability of Bright Wave Services.
[bookmark: _Toc213706206]Conclusion
The report has discussed the key roles and competencies of the managers at Bright Wave Services needed to manage performance effectively, using the applicable people management theories and evaluating the impact of organisational culture. The existing task-based and number-driven culture of Bright Wave has a negative impact on employee engagement, motivation, and retention, which highlights the difficulties in communication and flexibility in leadership. The theories used in this case which include the Theory Y by McGregor, the Motivation-Hygiene and Situation Leadership help to point out ways to increase the effectiveness of managerial performance through empowerment, recognition and flexible leadership. The evidence-based recommendations include investing in the project of leadership development, the effective performance management system, or the programme of the culture change that focuses on the engagement of the employees and their recognition. All these strategies will help turn Bright Wave into a people-focused organisation which can sustain the growth, enhance productivity and enhance the profitability. These interventions will be successful when executed in an integrated manner and the top executives are willing to make a commitment in changing the culture and operations at Bright Wave permanently.
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