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[bookmark: _Toc118556218]1. Introduction 
An influential manager has strong communication skills, which enable them to tailor to every situation. As opined by Grijalvo Martín et al. (2020), Managers may relay a predefined strategic goal to pinpoint particular strategic objectives to a team. Leadership skills refer to the abilities and strengths of an individual which help to guide team members, oversee procedures and guide their employees towards goal achievement. According to Widarko and Anwarodin (2022), managers need to place a strong emphasis on performing the right things, as it may foster the successful completion of the job within a stipulated time. Besides, an effective manager focuses on bringing innovation into the workplace as well as preparing employees to manage a changing environment properly (Azizi et al. 2021). This report is going to discuss the skills that an effective manager needs to have for supporting people management critically. 
[bookmark: _Toc118556219]2. Critically evaluation of the roles and skills required by managers to successfully support effective people management
Managers are accountable for providing continuous support to team members and addressing their problems relate to the job (Roscoe et al. 2019).  Several roles of an effective manager need to fulfil are as follows:
Setting policies and working procedures 
People managers are concerned with setting policies which support employees and industry goals. According to Zaki, Karim and Khan (2019), it is required to build a similar working procedure for each employee to avoid the conflicts that usually arise in a diversified group of workforce. Otherwise, it can create a disruption in the normal working procedures and hinder the brand's reputation as well. As stated by Aguinis, Jensen and Kraus (2022), setting fruitful policies and working styles is crucial in people management. That is why attention should be paid by the manager to it to achieve the people management goals. 
Dealing with performance evolution and its problems 
Managers mainly deal with the performance evolution problem by collecting the performance evolution data (Ciobanu, Androniceanu and Lazaroiu, 2019). After reviewing the collected feedback, people managers are able to find a way of solving their service-related issues and improving their progress level. As depicted by Patil and Dalvi (2019), the 360-degree feedback method and MBO method can be followed by the manager as a performance appraisal method. These two methods may help managers to evaluate the performance of employees by collecting feedback from the influencing circles namely peers, customers, direct reports and leaders. 
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Figure 1: Process flow of collecting feedback
(Source: Created by the researcher)
Training and motivating employees 
Training new and existing employees is a part of people management. This is because employees have to keep up with the growing trends, which requires proper training. As per the view of Karim, Choudhury and Latif (2019), without training, employees are unable to upgrade their existing knowledge and manage a changing environment in the workplace. In this instance, it is needed to arrange either weekly or monthly based training programs to especially train new employees and old employees. As a result, employees get motivated to perform new and complex work utilising their new knowledge (Diamantidis and Chatzoglou, 2018). However, funding becomes a major issue for small and medium-sized organisations, which could be solved by arranging investments from different investors. As stated by Diamantidis and Chatzoglou (2018), after reviewing the feedback related to performance evolution, managers are responsible for arranging training programs for them if any knowledge gap is found. 
Hiring and staffing 
Hiring and staffing are one of the major roles of a manager which involve identifying a suitable candidate based on the job role. Staffing is a procedure of employing, acquiring, compensating and developing and retaining top talents in the organisation (Economicsdiscussion, 2022). If a manager is able to perform this hiring and staffing process efficiently in all aspects, then it can be said that they are able to successfully manage his/her managerial position. 
Skills 
In order to manage the role of a people manager, it is required to have some basic skills that are as follows:
Effective leadership skill
Managers are accountable for handling team activities along with team members (Cortellazzo, Bruni and Zampieri, 2019). Leadership skill is crucial to successfully managing ongoing operations and supporting people. The Transactional theory needs to be followed by the manager to boost the productivity of the company. According to Paais and Pattiruhu (2020), an influential leader always focuses on motivating employees to increase their engagement towards their job. Cho et al. (2019) claimed that Transactional leadership or management theory emphasises the hierarchy value for enhancing the effectiveness of the organisation. Managers who follow the transactional leadership style keep an eye on rewarding employees after they have achieved their monthly target. Hence, it motivates them to complete their work on time and achieve the industry goals. 
Communication skill
Effective communication skills are necessary for hiring and people manager. According to Lipych et al. (2018), with the aid of communication skills, people managers are able to properly interact with new and old employees. Both verbal and non-verbal communication skill needs to be adopted by the manager while communicating with customers. Trait theory is required to be followed by the manager to improve their existing communication skill than before. Managers should be effective communicators. As per the opinion of Song et al. (2019), communication is one of the major traits that help to manage the functionality of a team. Hence, this theory can help managers to support employees by analysing their problems through communication. 
Collaborative and teamwork skills
Managers need to have effective teamwork skills to promote collaborative nature in the workplace. According to Adamik and Sikora-Fernandez (2021), teamwork permits employees to share their own innovative ideas and energy to meet the industry's goals. It enables organisations to bring innovation in their operations and motivate employees in performing their job efficiently. Lacerenza et al. (2018) stated that teamwork skills provide a chance for managers to develop collaborative goals by fostering open communication among team members. This means employees can communicate with others if any problem faces related to service. Then, it will be easier for them to finish the work on time. People managers are required to follow Human Relations Theory to listen to other points of view regarding project activities (Nanoglobals, 2021). In this case, after analysing the point of view, managers are able to integrate those ideas in achieving the common goal. On the other hand, managers are responsible for developing teams by analysing the expertise of each selected employee. Flipsen, Persaud and Magyari (2021) claimed that Tuckman’s model is required to be tracked by the manager which revealed five stages including forming, developing storming, adjourning and performing to develop a team. It can help the manager to define the project objectives and develop physical and material resources. 
Active listening skill 
Active listening skill needs to have a manager understand the viewpoint of each employee regarding a project and grasp their issues effectively. As opined by Kluger and Itzchakov (2022), active listening skill leads to establishing trust between both parties. By manifesting empathy for others, managers can foster safety and meet the psychological needs of employees. Employees are motivated only when their needs are met. As illustrated by Hamidi et al. (2020), employee motivation brings enthusiasm and commitment to the work environment and creates an energetic environment for other employees. Maslow’s theory of Hierarchical needs to be tracked by the manager to comprehend the safety, psychological and other needs of employees.  As stated by Trivedi and Mehta (2019), Maslow’s theory of motivation includes five needs which are social needs, Esteem needs, Physiological needs, Self-esteem needs and Safety needs. Managers who intend to support people (employees), need to comprehend basic human needs, which may result in improving the efficiency level of employees.
Problem-solving 
It is often noticed that employees raise problems regarding inequality and longer working hours. According to Chung and Van der Lippe (2020), the people manager needs to handle that situation by promoting an equal treatment culture and providing flexible working hours. In this instance, managers need to have strong problem-solving or conflict-resolution skills to prevent ongoing services from being disrupted. Scientific Management Theory and Contingency Management Theory can help in this case. Dźwigoł (2018) stated that Scientific Management Theory deals with the fact of solving managerial problems through scientific methods. These scientific management methods include proper staffing, employee training and promoting equal culture may increase the productivity of labour. In contrast to King and Vaiman (2019), the Contingency Theory enables managers to organise the team based on internal and external situations. As a result, managers will be able to address both internal and external problems that arises in recent times. 
[bookmark: _Toc118556220]3. Analysis and critical evaluation of how organisations successfully manage the performance of their workforce 
Performance management techniques refer to a procedure that involves developing a continuous and ongoing plan. In order to run a business, it is needed to have a fruitful plan regarding the performance management of the workforce. As per the opinion of Plachy and Plachy (2021), there is four performance management process that is being followed by organisations to manage workforce performance, which includes Coaching, planning, rewarding and reviewing. The first step is involved planning the project activities, resources and team development. In contrast to Venkatesh et al. (2020), when the team is developed, it is required to keep an eye on understanding whether the team members have the inadequate skills to perform the project activities. If not, then coaching or training is needed to give them improve their performance level. Otherwise, it can adversely affect the project's performance. 

Figure 2: Four performance management processes
(Source: Created by the researcher)
The third step is concerned with the evaluation of performance feedback of each employee on a weekly or monthly basis. If any performance gap is found, then it is also needed to train them for the purpose of improving the progress level. According to Trivedi and Patel (2021), when employees are able to achieve the milestone then it can be said that the organisation has been successful to manage the performance of the workforce. For example, for performance evolution, Amazon uses the "Anytime Feedback Tool", where staff can approve of their friends or colleagues (Studycorgi, 2022). In turn, Amazon has been able to form both continuous and annual feedback to establish control mechanisms and management. Besides, Amazon also uses a performance evolution plan which lasts only for three months, which guides employees in learning their tasks (Studycorgi, 2022). 
On the other hand, Tesco has already developed colleague engagement activities to showcase their talents and performance level (Peoplematters, 2022). Rewards and recognition and celebrating events are part of this initiative. In this instance, employees are able to gain knowledge about the new innovative ideas that others used to perform their job and to compare their own performance level with others. Moreover, people managers of Tesco Plc have emphasised using the 360-degree performance appraisal method to accumulate data about the performance level of each employee and review that for identifying and performance gap (Peoplematters, 2022). Therefore, it is noticed that the sales rate of Tesco has increased to 2.5% within twelve weeks, which indicates the improved performance of Tesco (Statista, 2022). Hence, it demonstrates the successful management of the performance of the workforce.
There are some specific criteria that different organisation follows to manage workforce performance, which includes setting organisational goals, performing performance analysis survey, reviewing personal track records and taking actions as per the requirement. A personal track record machine acts as a performance management method that involves the process of reviewing the collected records based on the efficiency level. As depicted by Anwar and Abdullah (2021), organisational performance relies on the efficiency level of each employee as well as project performance. If an employee's performance helps to get a better project outcome, then it raises the chances of increasing the level of organisational performance. As opined by Khan and Law (2018), managers mainly influence the workplace culture through leadership, delegation and communication. This means managers need to have strong leadership qualities and communication skills to directly impact the organisational culture. In contrast to Khan et al. (2020), the leadership style of the manager of the organisation is shaped by the organisation’s culture. The team needs positive behaviour and a transparent communication system to improve their performance level. Otherwise, poor execution and communication of corporate culture may negatively impact the morale of the team. 
[bookmark: _Toc118556221]4. Conclusion 
As per the above discussion, setting policies that promote both employee aspirations and industry objectives is an issue for people managers. To prevent the conflicts that frequently occur in a diverse collection of workforces, it is necessary to have a consistent working method for each employee. Otherwise, it can interfere with routine business operations and harm the brand's reputation. In people management, it's critical to establish policies and practices that are productive. Because of this, the manager needs to pay attention to it in order to accomplish the objectives of people management. Managers primarily collect performance evolution data in order to address the performance evolution issue. People managers are able to solve their service-related problems and raise their degree of progress after examining the feedback they have gathered.
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