What are the main challenges that might be encountered by a newly promoted supervisor in managing a team, and what strategies might they adopt? (15%, 500 words or equivalent)
Being promoted to supervisor does not necessarily grant you instant ‘authority’ to manage. The establishment of authority is particularly challenging when tasked with leading former peers, some of whom may be disappointed competitors for the role. Beyond showing authority through competence, a newly promoted supervisor should organise an introductory meeting to decisively discuss their expectations of the team, acknowledge the ‘elephant in the room’, and answer any queries (Hills 2016; Sherman and Cohn 2021). This may go a long way in building a positive team atmosphere and establishing trust. It is probably best not to announce any major changes during the meeting; indeed, any significant overhauls should be gradual or delayed to a time when authority has been established, to avoid contentious disruptions and the damage of relationships (Hills 2016).
It is also crucial that the new supervisor is not perceived as having favourites (Morrison and Nolan 2007); individuals or groups that believe they are valued less may not work to their full capacity and the cohesiveness of the team may suffer. To avoid this, it is necessary to make a concerted effort to spread attention evenly across all the individuals in the team. Although challenging, the supervisor may also need to be candid with close friends within the team about their new responsibilities and make it clear that there cannot be preferential treatment. 
Perhaps the most challenging aspect of the new role would be, while resisting micromanagement, addressing poor practice and holding people accountable; it is vital to appropriately address mistakes, failures, and illegal and unethical behaviour (Brees and Ellen 2022). Whatever the issue, it is critical to establish the cause of the problem (Bearman et al 2018: 238-239). One might ascertain whether they have personal problems, whether they are suitably trained, or whether there is a misunderstanding of expectations. It is key to hold a confidential meeting with the ‘underperformer’ and candidly explain the apparent poor practice, the implications of this poor practice, and that you want to collaboratively help. During this collaborative meeting the supervisor and employee should make an plan with, ideally, measurable goals. The supervisor should monitor progress and praise any positive changes to reinforce good practice. If there is not any improvement or sincere attempts at progress, action would be required to ensure that the wider team is not disgruntled and standards are upheld; to a certain extent, collaborative development changes to consequences and accountability. As a supervisor, this would entail taking the issue further up the managerial hierarchy, and the employee may be disciplined or dismissed. 
Interpersonal workplace conflicts are a significant issue, and a challenge that supervisors will likely encounter (Katz and Flynn  2013). A collaborative approach, like that outlines below, is arguably the most efficacious strategy to address conflicts (Tomey 1995). Assuming no gross misconduct has occurred, it is necessary to clarify the source of conflict. The supervisor could privately discuss the problem with the individuals involved without prejudgement – focussing on behaviour and events, rather than the person. Hopefully, by clarifying the cause of the issue and finding common grounds, a mediated meeting between the two parties could be organised so that a solution can be achieved and so that everyone understands their responsibility within the solution. Again, the situation should be continuously monitored and some issues may require follow-up meetings.
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