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The purpose of this report is to analyse Effective People Management in an organisation. 

I am going to finish this section last.
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In this report, the roles and skills required by a people manager will be discussed alongside theories and models discussed by various specialists. Again, a critical evaluation of employee performance management approaches undertaken by companies will also discuss.

[bookmark: _Toc118296768]3.0 Critical Analysis of the Roles and Skills Required by Managers to Successfully Support Effective People Management  
People management is a very special field of human resource management. People management refers to managing the employees within the organisation through proper guidance and direction. People management also includes motivating employees to improve their performance, managing organisational conflicts, developing employee skills, employee communication, etc. However, a people manager is an individual who has to manage all these to keep the organisational environment balanced and work-ready for everyone (Gonçalves et al., 2021). 
A people manager needs to be very critical in analysing the situation of the organisation's workforce.
A people manager has to have some roles and skills to manage the employees properly within the organisation, and these roles and skills are critically discussed below:
· Mutual Trust: Mutual trust between the employees and the people manager is necessary to implement (Sutton, 2018). Mutual between the employees and the people manager will help the people manager to motivate the employees, and it will also be helpful to increase the credibility of the people manager among the employees.

· Good Communication: Good communication is an essential skill for ensuring a people manager. The people manager has to have good communicative skills, which will help draw the attention of the employees and will also help create an environment of trust and harmony (Qamar et al., 2021). It will also help the people manager to motivate the employees to provide their opinions and to promote innovation within the organisation.

· Ability to Motivate: A people manager is responsible for managing the employees' performance. With the necessary motivational skills, it is possible to motivate the employees through proper conversation with them or with financial incentives that the people manager deems appropriate (Barykin et al., 2020). However, the people manager must be able to talk things out with the employees, which will help motivate them.

· Problem-Solving Skill: A people manager has to have proper problem-solving skills. Good problem-solving skills will help the people manager to understand the various aspects of organisational conflict, and it will also help dissolve problematic issues within the organisation (Blštáková et al., 2020). That’s why problem-solving skill is necessary for a people manager.

· Accountability: A people manager must be accountable for his organisational duties and responsibilities (Jyoti, 2019). The organisation's workforce is his responsibility, and he is also accountable to the employees and the organisation. A sense of accountability will help create a proper environment within the organisation. 

· Positivity: Positivity is an essential skill which is needed for people management. Positivity will help to dissolve any conflict within the organisation. Positive behaviour among the employees will create a good perception in the mind of employees, which makes a sense of loyalty within employees, which is very necessary (Hoffman and Tadelis, 2021). Showing positivity towards the employees also helps to motivate employees to increase their performance which helps achieve organisational objectives.
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· PESTLE Analysis
Political Factors: There are various political factors associated with human resources. Political factors such as the position of the labour union and the mindset of the government party can affect the power and influence of the employees within the organisation.
Economic Factors: Economic factors are necessary for assessing a company's human resources. Economic factors such as capital income, employment rate etc., can determine how strong the company's bargaining power over the employees is (knies et al., 2020).
Social Factors: Social factors are essential in the case of managing the employees within the organisation. The social perspective of the employees can affect the outlook of the recruiters and the employees as well.
Technological Factors: Technological factors are essential in the current era of HRM. If the company's technological infrastructure is strong, it will make it easier for the people manager to manage the employees.
Legal Factors: Legal factors are very critical in the case of employee management within the company. Legal factors such as labour law and employment law can affect employees' recruitment and management process.
Environmental Factors: Environmental factors are essential to ensure a proper environment for the employees. A good and healthy work environment is needed to ensure effective people management (Gonçalves et al., 2021).
· SWOT Analysis
SWOT analysis is beneficial in evaluating the human resource of an organisation both from a micro and macro perspective. SWOT analysis helps understand the workforce's strengths, weaknesses, opportunities and threats (Shrivastava et al., 2018). The people manager can use the HR SWOT analysis to evaluate the internal capabilities of the workforce of an organisation. It is very helpful in pointing out the shortcomings of the workforce of an organisation.

[bookmark: _Toc118296770]3.2 Maslow’s Theory of Motivation
Maslow’s theory of motivation is the primary motivation theory that is used widely around the world. Various companies use Maslow’s motivation theory to understand the need of their employees and try to separate the factors that the company can help to fulfil (Sutton, 2018).
 According to Maslow’s theory of need hierarchy, there are five levels of need: psychological need, safety needs, love and belonging, esteem and self-actualisation need. All are basic needs that an employee needs to maintain his life properly. In people management, the importance of Maslow’s motivation theory is very critical. A personal manager must understand the various aspects of employees’ needs to manage their performance properly (Chapman, 2018). However, in the current situation of the corporate world, Maslow’s theory of motivation is not so applicable as people seek to develop their skills as well, which has risen as an essential professional need.

[bookmark: _Toc118296771]3.3 Vroom’s Expectancy Theory
Vroom’s expectancy theory is very critical in people management. The people manager needs to understand an employee's skill set and capability before assigning any task (Qamar et al., 2021). 
According to Vroom’s expectancy theory, if an employee thinks he can achieve or complete the assigned task, he will put extra effort into it to show a good performance and get a bonus, which is very normal. However, if an employee does not think that the assigned task is accessible or not achievable by him, it will be problematic for the employee to complete the task due to a lack of self-confidence (Barykin et al., 2020). So, the people manager needs to understand the employee's skills and mentality towards any assigned task; otherwise, the quality of the work will be hampered, and delays will be created.

[bookmark: _Toc118296772]3.4 Effective Leadership
Effective leadership is an essential approach in people management. A people manager is also the leader of the HR of an organisation. The people manager has to control his emotions when making decisions and provide a bias-free decision to create an environment of harmony within the organisation (Uvinov, 2020).
Effective leadership can also give the organisation various advantages, especially when managing the organisational objective to create a proper division of labour. 
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Effective teamwork is essential in the case of people management. The people manager has to properly introduce the group objective to the employees to ensure the proper completion of assigned tasks (Benson, 2020). 
Effective teamwork can help create an environment that encourages innovation within the organisation. Effective teamwork can improve the employees' skills and help them generate emergent strategies in emergencies.

[bookmark: _Toc118296774]3.6 Motivating Employees
Managing employee performance falls under the purview of a people manager. It is possible to motivate employees with the right motivating skills through proper communication with them or through financial incentives that the people management deems appropriate (Carter et al., 2019). However, the people manager must communicate effectively with the staff to inspire them.

[bookmark: _Toc118296775]3.7 Flexible Working Conditions and Equal Treatment
A flexible working condition is a necessary approach that needs to be implemented by the people manager within the organisation (Raffiee and Byun, 2020).
Flexible working conditions also work as a motivational factor for the employees, improving their perception of their workplace. Equal treatment is critical in the workplace (Rodrigues et al., 2020). 
All the employees need to be equally treated within the workplace; otherwise, it will create organisational conflict, and thus it will create a moment of distress within the organisation.
[bookmark: _Toc118296776]4.0 Critical Evaluation of the Performance Management Approaches Used by Organisations 
Human resource management must include performance management. A company can influence the direction of its future by using performance management effectively to ensure that its personnel are doing the necessary tasks to meet organisational goals. Performance management is essential to calculate the resources a firm is investing in its personnel and the results it is receiving from that workforce (Grossi et al, 2019). There are various performance management approaches which are described below:
· Management by Objective (MBO) is a classic but effective performance management approach in which the HR manager or the people manager has to set and introduce the employees' personal objectives within the company. It sets the target for each employee and makes it easier for the employees to achieve their goals within the organisation as the goals are specified (Helmond and Samara, 2019). The MBO approach is beneficial in understanding how well the employees perform based on task completion.
· 360-Degree Assessment - The 360-degree appraisal approach is one of the most effective performance appraisal techniques as it involves taking reviews from employees' peers such as seniors, colleagues, juniors and customers. The employees also get the opportunity to evaluate their performance as well. Lastly, the employee’s evaluation is compared to others (Tseng and Levy, 2019). That’s how the performance of the employees is evaluated.

· Behaviour Rating Scale - Employees are evaluated using this type of employee evaluation based on their corporate behaviour. In the process of evaluating, it generates both qualitative and quantitative data, this technique rates employee behaviour using a virtual behaviour scale. Several behavioural assertions in the behavioural meter are labelled at various scale levels (Birdsall, 2018), and an organisation's corporate culture influences the label on the gauge. This method compared the staff member's performance to the specific behavioural examples that went into the mathematical scores.

· Psychological Evaluations - Psychological assessments are an excellent way to manage staff members' hidden potential. This method emphasises assessing a workforce's involvement and potential performance in the future than on their past output (Buck and Morrow, 2018). These evaluations are used by businesses to gauge a staff member's performance and involvement in seven key areas, including mental aptitudes, individual talents, managerial skills, knowledgeable qualities, behavioural traits, communicative quotient, etc.


[bookmark: _Toc118296777]5.0 Conclusion
The area of human resource management known as "people management" is unique, and people management is the practice of effectively directing and managing the workforce within an organisation. 
Other aspects of people management include encouraging employees to perform better, handling internal problems within the company, developing employees' skills, encouraging employee communication, etc. 
Performance management is very critical to manage the performance of the employees. It will help the organisation to evaluate and improve the performance of the employees through some effective approaches.
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