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Critically evaluate the roles and skills required by managers to successfully support effective people management
Executive summary
This study focused on evaluating the roles and skills required by managers to successfully support effective management. There was a discussion on different management theories that would help the organization in improving their overall performance. It was found through previous studies that the managers are held responsible for the overall performance of the employees and the organization, hence, it is important that they develop positive relationship with their team by motivating them and being their role model. The manager needs to delegate tasks, and include wellbeing to their management model which would help in improvising their relationship and retaining the employees within the workplace. 


Introduction
The value of the people in an organization is defined by using the terms human resource or intellectual capital (Singh et al., 2019). Organizations in today’s modern times are focusing on the aspects of giving value to people as they are the return on investment and the main asset to make the company profitable. People management is not an easy task (Abukhaderand Onbaşıoğlu, 2021). A people’s manager is required to have a good character, good values, integrity and a very positive attitude. The concept of people management focuses on recognizing that the line managers play a very significant role in developing the perception of the employee and their leadership actions (Cumming, Woodand Zahra, 2020). Additionally, the role of people’s management in the organization is to attract the competitive people and retain them in the organization and help them develop their skills further while maximizing their performance (Witasariand Gustomo, 2020).
Considering the management and the leadership skills in the organization, both of them require effective planning, communication, decision-making and problem solving. This is the most important goal and objective of the organization (White et al., 2021). In this competitive era, the managers are expected to make the best use of the available resources which in other words refer to working with low budgets and fewer people and optimizing output. Since organization needs employees that are productive and motivated to carry out effective tasks to ensure profitability. Therefore, people management in an organization is one of the most essential soft leadership skills (Salas‐Vallina,Alegreand López‐Cabrales, 2021). 


Main findings
The turbulent business climate and increased competitiveness in the industry have resulted in the human resource management / people management to be the most challenging areas in the businesses (Papa et al., 2018). Maintaining healthy relationships with the employees is very essential for the organizational success and productivity. There are several theories related to human resource which could help in better people management and would help achieve the organizational aim (Hoffmanand Tadelis, 2021). The following theories and models could be used by the managers to improve effectiveness. 
Organization behavior theory
This theory helps in understanding the reason behind what people think, feel and do in the organization. With the help of this knowledge, there is a better understanding about anticipating, recognizing, and monitoring the organizational events which are dedicated towards improving the work performance, increasing overall job stability, fostering the leadership and creativity within the workplace (Wagnerand Hollenbeck, 2020). Additionally, this theory would help the managers to identify the reasons behind certain behaviors of the workers. Hence, with the help of this theory, the areas impacting the people at work would be targeted and the managers would be able to improve the overall effectiveness of the organization. 
Motivation theory
Motivation is a very essential aspect in the organization as it helps in achieving the goals of the organization by keeping the employees happy and addressing and fulfilling their individual needs (Rao, 2018). Studies have suggested that the managers are responsible to ensure that the business activities are conducted in an appropriate way to optimize productivity and to do that, it is essential that the employees are motivated. The successful work output emerges from different motives. Hence, the manager is required to implement this theory and keep the employees motivated by providing them with different incentive programs that would lead to capacity building and result in higher performance (Tajpour, 2018). 
Role and skills of people’s manager
It is the responsibility of the people manager to manage the performance of others which include evaluation of their performance by using several aspects such as being a mentor and motivator etc. (Asiabar et al., 2019). Following are the practices that needs to be followed by the manager to improve overall performance and manage employees effectively in the organization.
Effective communication and cooperation
Communication is always a two-way process and it is required by the manager to have a transparent communication so that an atmosphere of trust could be created amongst the employees (Seyfriedand Pohlenz, 2018). It is also important that the managers share their ideas and targets along with decisions and planned actions with their employees as it would create a win-win situation and relationship for all. The people manager shall be able to understand the needs of its own people and focus on effective synergy as their communication tool (Kareem,2019). They need to be good listener, be cooperative and have good communication with their employees as cooperation and communication are two very essential pillars of any sort of professional relationship (Ciulla, 2020). 


Mentoring
An experienced people manager shall focus on helping the people working under them to perform in a certain manner in various projects. The people manager shall be in such a position that he should be able to properly guide the team members (Holt, Halland Gilley, 2018). While the people manager also requires guidance from his seniors, but the way he positively mentors his sub-ordinates is what the employees need. Without any proper mentoring system, the employees would not be able to perform competitively in the organization. In addition to that, the people manager shall clearly focus on mentoring his team in a way that the members would associate their thoughts and ideas with that of their managers (Saxena, 2019). 
Motivation
From the aspect of people management, motivation is one of the most important parts. There are several techniques that are a part of employee motivation. As per this theory, motivation helps in driving a person to achieve a particular goal within business and management. The primary reason is that a motivated employee is much more productive and when an employee is working at his optimum capacity, he is more profitable (Waldman and Sparr, 2022). Motivation includes rewarding the employees which could be financial rewards including higher wages and salaries and bonuses. This is the most important way to retain employees. Moreover, the manager could motivate the employees by making changes to the HR policies and making extra efforts to help employees perform better. Moreover, motivation could be through providing the employees with regular feedback and acknowledging them for the work they do along with financial rewards (HussainHaqueand Baloch, 2019). This helps the employees in improving their performance which could also be done by motivating them through delegating authorities and giving them decision making powers. 
On a whole, the implementation of motivation theory by the manager would definitely lead to improved productivity and help them gain competitive advantage in the industry. 
Delegation of work
Work delegation is an important part of managing people and there are several instances where the manager is unhappy about the performance of his subordinates. While the blame is put on the subordinate for not performing up to the mark, people manager needs to understand that delegation is very important (Danivska, V. and Appel-Meulenbroek, 2021). He shall evaluate his subordinates before assigning them with particular work. This will help the employees take ownership of their work. There will be an increase in confidence of the employees since they will take their work ownership due to proper work delegation (Kroll, 2022). 
Considering the challenges faced by the people managers, the biggest issue is related to the new generation workforce changing jobs very often. This leads to high attrition rate and hence the talented workforce is not retained(Waldman and Sparr, 2022). Hence, the manager needs to focus on taking this challenge proactively and emphasise on continuous training of the existing team members and coaching them to multi-task in the challenging times. Moreover, the people manager also needs to keep a buffer workforce so that they would be available in order to manage attrition. 
Wellbeing into people management framework
Previously, the line managers had been focusing on assessing the employees on performance based on the financial success. In today’s modern time, it is important to break the obsolete methods and stigma and make sure that there is an element of mental health in everyday conversation (Hoand Kuvaas, 2020). It is also important that the managers focus on the organizational values from the perspective of employee wellbeing. In fact, it is important that the wellbeing is included into the performance competencies of the managers (Salas‐Vallina, Alegreand López‐Cabrales, 2021). 
In this regard, training and support for the employees plays an important role. While mental health and wellness has become the most important part of the business agenda, manager’s training is also a prerequisite to the effective people management (Hoand Kuvaas,2020). By providing trainings to the managers, they would be able to meet their job demands and will be able to clearly talk about the employees while providing them with the required support when struggling. 
When the manager includes wellbeing into the management framework, they are more respectful towards their employees and behaves more consistently and calmly with them in times of panic. The managers become more thoughtful when managing the employees and delegating them with tasks (Kroll, 2022). There is more effective communication about current and future work and they monitor the existing work more effectively while conducting future planning. They also deal with the problems more rationally, practically, promptly and with greater responsibility. They become good listeners and consult with their team in every decisions while providing them with the right direction and development opportunities (Kareem, 2019). 
With respect to managing difficult situations, the managers are able to deal with them fairly and clearly offer them support and responsible approach in issues. The managers while practicing these would be able to motivate the individuals and will ensure that the employees start conversation about their health and wellbeing which in turn will help them perform better in the organization (Tajpour, 2018). 
Conclusion
Managing the people within the workplace and leading teams are very challenging for the managers since they have massive pressure from their heads to get the task done with perfection. Hence, in this regard, the entire team is supposed to work together and the manager is responsible to get everything right. In case if the manager fails to get the task done accordingly, it leads to adding pressure to everyone within the team (Witasariand Gustomo, 2020). Hence, people management is stated to be the execution of the managers in HR practices, along with their leadership skills in support of the employees they monitor. The outcome of the organization depends on the way employees are being managed. The strategies implemented by the managers have an impact on the individuals, the group and the overall performance of the organization (Papa et al., 2018). 
In order to optimize performance and to assure that the employees are retained within the workplace, people managers have to become the driving force behind the entire team. It becomes their responsibility to encourage the team members as they have to deal with all sorts of people in all sorts of situations (Hoffmanand Tadelis, 2021). The people manager needs to implement different strategies, and theories to be able to design proper success plan for the improvement of their team members. There are several factors which cannot be ignored as they impact the effectiveness of the employees. Therefore, the manager has to be highly professional, knowledgeable, have leadership and decision-making skills and effective communication to be able to become the role model for the employees (Singh et al., 2019). As a result, they will be able to manage their teams in a better way and the team members would respect them. The challenging scenarios in the modern times require the people manager to come up with innovative techniques to effectively manage their teams in all aspect.  
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