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This report serves as a comprehensive exploration of the multifaceted domain of effective management, considering the challenges managers face, including issues related to equality and flexible working. This report aims to shed light on the fundamental aspects of management, emphasising the significance of the roles that managers undertake, the crucial skills required, and the issues encountered in the ever-evolving landscape of modern organisations. An unparalleled level of transformation and intricacy characterises the modern corporate landscape. As organisations grapple with these challenges, the role of management becomes increasingly pivotal. This report recognises that effective management is not just a job description but a dynamic and multifunctional process.
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1.0 [bookmark: _Toc150372915]Introduction

"Investigating Roles, Skills, and Issues Related to Effective Management" report request by Brynach Heffernan dated 29.09.2023. This report aims to delve into the intricate dimensions of influential managerial roles, the essential skills required, and the challenges encompassing this dynamic field of expertise.
The request for this report stems from a growing recognition of the critical role that effective management plays in the success and sustainability of organisations. In an era of rapid change and evolving business landscapes, understanding the roles and skills of effective managers has become paramount. This report aims to provide valuable insights into these areas, shedding light on the core competencies contributing to effective management practices. To offer a comprehensive and insightful overview of managers' roles, the essential skills they need to possess, and the issues and challenges they encounter. The presented findings will be valuable for organisations seeking to improve management and leadership.
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The people employed in a company are more than just labour. The individual characteristics of each employee can contribute to strengthening the brand's position, so it is essential to use the potential of staff members wisely (Team, 2023). Human resources management is investing in the company's most important capital.
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According to Gilley (2005), managers are the essential organisational driving force. They provide the necessary guidance and leadership to steer employees in the right direction, make critical decisions, allocate resources, and channel collective efforts.
These individuals play multifaceted roles, often serving as both mentors and supervisors, offering motivation and, when necessary, corrective measures. They are adept at problem-solving, offering counsel and serving as steering hands in the organisational ship. Managers are intermediaries, bridging the gap between executive leadership and the workforce. They interpret the organisation's mission into tangible goals and objectives. Furthermore, managers are responsible for enhancing performance, ensuring quality, bolstering productivity, strategising, and executing the organisation's mission through the collaborative efforts of their teams.
LinkedIn (2023) says that leadership or management empowers the team for improved collaboration, swiftly addresses obstacles to team success, and ensures more reliable delivery of commitments, all while efficiently managing time.
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Leadership is, most fundamentally, about changes. What leaders do is create the systems and organisations that managers need and, eventually, elevate them up to a whole new level or . . . change in some basic ways to take advantage of new opportunities.
John P. Kotter (1998)
[bookmark: _Hlk149511486]
In the early decades of the 20th century, definitions of leadership focused on the exertion of control and the concentration of power, with a prevalent theme of dominance. For instance, during a leadership conference in 1927, leadership was described as "the capacity to influence followers by compelling their compliance, earning their respect, fostering loyalty, and promoting cooperation" (Moore, 1927).

Here is a brief overview of significant leadership theories, emerging trends, and models. These can serve as valuable resources for comprehending leadership approaches, expanding knowledge, and equipping with strategies to enhance managerial skills.

One of the oldest leadership theories is the Great Man theory. It is the idea that true leaders – or heroes – are born with the innate ability to shape history. These theories frequently depict great leaders as heroic, legendary figures fated to assume leadership roles when circumstances demand them (Malakyan, 2014).

Trait theories suggest that specific inherited characteristics predispose individuals to effective leadership, like the Great Man theories. These theories typically pinpoint personality or behavioural traits common among leaders. For instance, attributes such as extroversion, self-assurance, and bravery are traits associated with exceptional leadership (Mango, 2018).

Contingency leadership theories revolve around specific environmental factors that can determine the most appropriate leadership style for a given situation (Zakeer et al., 2016). These theories propose that no universally superior leadership style applies to all situations.
Leadership scholars White and Hodgson argue that effective leadership extends beyond the leader's personal qualities, emphasising the importance of finding the right balance among behaviours, requirements, and context (Philip et al., 2003). 
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According to Alla Zlenko (2020), team-building initiatives aim to create unity among an organisation's employees. 

Multiple factors beyond individual roles influence a team's effectiveness. Belbin noted in 2009 that having diverse team members with various skill sets is generally advantageous.   An ideal team comprises individuals with various technical and interpersonal skills who are driven, intelligent, and well-informed (Levasseura, 2017).

Effective teams progress through developmental stages, each marked by distinct challenges and prospects. Those teams capable of successfully manoeuvring through these stages are poised to attain elevated performance levels and triumph. Tuckman's five stages of small-group development offer a structured approach to enhance project team effectiveness and attain their objectives (NATVIG, 2016).

Developing a high-performance team can be challenging due to various obstacles that hinder effectiveness, resulting in subpar group performance. These conditions include inadequate readiness, disorganisation, ambiguous responsibilities, insufficient time and dedication, avoidance of accountability, and prioritising individual achievements over team accomplishments.

Achieving success in a project hinge on the exceptional performance of a team (NextStep, 2023). Biech (2007) notes that a team's ability to collaborate effectively requires transparent communication, strong leadership, and a shared sense of purpose. 
Team-building solid skills hold value for any organisation, regardless of the specific job role or industry. Collaborating with a team often leads to better outcomes than working alone (Inc., 2014).

An exciting example of teamwork is Tesco. According to Tescopic (2023), In their pursuit of fostering professional development, the organisation invests in training programs to support colleagues in building skills for their future careers. A commitment to cultivating an inclusive culture is evident, ensuring these developmental opportunities are accessible to all team members. The organisation is currently experimenting with various innovative solutions to provide colleagues with increased flexibility in managing their work schedules.
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[bookmark: _Hlk149515449]Motivation is the driving force behind achieving goals. Practical leadership qualities inspire motivation, but no fixed formula exists (Team, 2022).
Leaders should maintain an open-minded perspective on human nature, recognising the varied needs of those they lead, which can streamline decision-making (John Storey, 2023). Both employees and managers need to possess leadership and motivational traits. Highly motivated employees are less likely to show interest in external job opportunities and engage in disruptive workplace behaviour. (Mitchell Hoffman, 2020). A leader must understand what motivates others and their fundamental needs, using leadership as a tool for motivation (indeed, 2023). 

These are the fundamental principles that define the concept of motivation:
· Align and harmonise the needs of subordinates with those of the organisation. As a leader, it is imperative to ensure that the company's values and ethical standards align with the expectations placed on employees (Baumgartner, 2020).
· Leaders should ensure that subordinates are encouraged and trained in ways that align with the organisation's needs (CIPD, 2023).
· According to Smith (2014), appreciation and rewards are pivotal motivators for individuals to reach their desired goals. Acknowledging exceptional behaviour with tokens of appreciation, certificates, or commendation letters can be strong motivators.
· Serving as a role model is another powerful motivator influencing people to achieve their goals. Leaders should set a positive example to encourage their team's growth and goal attainment.
· Involving individuals in the planning and resolution of important matters not only motivates them but also imparts an understanding of decision-making processes. When communication is clear, it helps to establish a good rapport and gain recognition and appreciation from the leader.
· Cultivating morale and team spirit plays a crucial role in the well-being of an organisation. A person's emotional state contributes to their moral fabric. A leader's actions and choices significantly impact the morale of their subordinates. 
· According to MindTools (2023), an efficient leader needs to be self-motivated and recognise their identity and needs while possessing a strong drive to achieve their goals. Only when self-motivated leaders can they effectively motivate others and align personal goals with the organisation's shared objectives.


If we examine the previous elements, we can observe that some theories correlate with the concepts presented in the report.

Vroom's Expectancy Theory: aligning and harmonising the needs of subordinates with those of the organisation corresponds to the expectancy theory's core concept. In Vroom's theory, individuals are motivated when they expect their efforts to achieve a desired outcome (Cambridge, 2023). Aligning subordinates' needs with organisational values and ethical standards is akin to creating a situation where employees believe their efforts will achieve the organisation's goals.
Herzberg's Two-Factor Theory: The idea that appreciation and rewards are crucial motivators aligns with Herzberg's theory of motivators. In Herzberg's theory, factors like recognition and achievement are motivators that lead to job satisfaction (Sobaih, 2020). 
Maslow's Hierarchy of Needs: Ensuring that the company's values and ethical standards align with employees' expectations relates to addressing the lower-level needs in Maslow's hierarchy, such as safety and belongingness (Ihensekien, 2023). The report indirectly touches on the idea that addressing these basic needs can lead to higher motivation.
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According to Armstrong (2021), performance management is an ongoing work that involves improving performance by establishing individual and team objectives that align with the organisation's strategic objectives. It encloses the formulation of performance plans to attain these objectives, the regular evaluation and scrutiny of progress, and the enhancement of the competencies and expertise of individuals.

The AMO theory, often called the "Ability, Motivation, and Opportunity" theory, is used in organisational and human resource management to explain and enhance employee performance and overall organisational effectiveness (Bos-Nehles, 2013). This theory suggests that to achieve optimal performance, employees should possess the necessary abilities, be motivated to perform well, and have the opportunity or necessary resources to excel in their roles.

Supporting employees in achieving optimal performance constitutes a fundamental responsibility of managers. Since personnel are the primary generators of organisational value, effective performance management becomes indispensable for achieving success. Clarity in job expectations and the motivation, competence, resources, and assistance required for employees to excel must be provided, alongside fostering a sense of responsibility and accountability for their tasks.
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Equality and Diversity is the contemporary term used to embody the principles of Equal Opportunities (Council, 2023). It encompasses a legal mandate to safeguard against discrimination. Discrimination can take shape in multiple ways, targeting individuals due to their sex, gender, disability, sexual orientation, religion, belief, race, or age.

According to Maryville University (2023), Diversity entails the presence of individuals with varied backgrounds within a workforce. While traditionally centred on factors like gender, race, and age, Diversity has broadened to encompass additional aspects such as religion, sexual orientation, socioeconomic background, political affiliations, and more. Recognising that Diversity is not solely about an individual's self-identification is crucial. It also entails fostering a corporate environment that embraces and supports different people and actively encourages participation. To fully benefit from workplace diversity, a company must prioritise inclusivity at all levels of the organisation.

Efficiently handling Diversity within organisations involves establishing and sustaining an environment devoid of bias, where all stakeholders, including employees, customers, suppliers, investors, and members of the local or global community, experience a sense of inclusion and backing, irrespective of their unique characteristics such as gender, cultural background, religious beliefs, skills, or personality (Littleton, 2006)

A leadership team of individuals from various backgrounds is more likely to generate various ideas and perspectives (Robin J. Ely, 2020). Diverse experiences and cultural backgrounds lead to innovative thinking, preventing a company from being limited to one perspective (Sylvia Ann Hewlett, 2013). Diverse leadership teams bring a more comprehensive range of skill sets and knowledge. Cultural Diversity often translates into different skill sets, such as technological expertise or social media fluency.
When employees see themselves represented in leadership, the organisation values Diversity, and different cultural backgrounds (CIPD, 2022). This inclusivity strengthens the existing workforce and encourages employees to envision career advancement within the company. A diverse leadership team reflects positively on the company's image (Forbes, 2021). It communicates a commitment to inclusivity and a willingness to cater to a wide range of consumers.

In conclusion, the benefits of Diversity in leadership extend far beyond quantifiable measures. Diverse leadership teams contribute to innovative thinking, a broader range of skill sets, improved company culture, and an enhanced corporate profile. Organisations that recognise the significance of Diversity in leadership are better positioned to adapt to the evolving needs of a diverse global market and foster a more inclusive and dynamic workplace. While these advantages may not always be readily quantifiable, they undeniably contribute to organisations' long-term success and growth. 
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According to Indeed (2022), flexi working, or flexible working, is a dynamic and transformative approach to work that emphasises adaptability, employee well-being, and organisational efficiency. 

Flexi-working encompasses various arrangements, including remote work, compressed workweeks, job sharing, and flexitime. The COVID-19 pandemic accelerated the adoption of remote work, highlighting its feasibility and benefits (İdil Işık, 2022). Organisations that offer flexible work options often experience higher employee retention and recruitment success as they cater to the diverse needs of their workforce (Copeland, 2023). 
Around the world, flexible working is being embraced and regulated; according to E.U. (2019), directive 2019/1158 grants working parents with children up to the age of 8 and caregivers the entitlement to submit requests for flexible work arrangements, which encompass options such as reduced working hours, adaptable work schedules, and the possibility to work from different locations. A similar situation is in the U.S., where, 
The Family and Medical Leave Act (FMLA) allows flexible work schedules and other non-traditional employment arrangements to be determined through mutual agreement between the employer and the employee (LABOR, 2023). An excellent example of an innovative approach to work is Google.
They offer flexible work arrangements, including remote work options and compressed work weeks (Pichai, 2021). Google's adoption of flexible working highlights its importance in attracting and retaining talent, enhancing satisfaction, and fostering productivity and creativity.
One of the central advantages of flexible working is the promotion of work-life balance. Employees can better manage personal and professional responsibilities, increasing job satisfaction and mental well-being. Additionally, it fosters inclusivity by accommodating individuals with different needs, such as parents, caregivers, and those with health concerns.
From an organisational perspective, flexible working can enhance productivity and efficiency. Companies can save on commute time and costs by hiring from a global talent pool. It helps to reduce the carbon footprint related to daily commuting, contributing to a more sustainable environment.
However, flexible working presents challenges, such as maintaining team cohesion and ensuring data security in remote work settings. Effective communication, transparent policies, and robust technological infrastructure are essential for its successful implementation.
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Leadership involves driving change and creating systems that harness new opportunities. Effective leadership consists of adapting to diverse needs, motivating teams, assembling individuals with various skills, navigating developmental stages, addressing obstacles that hinder performance, and utilising collaborative skills for team success.
Motivation is what propels individuals towards accomplishing their goals. It serves as the driving force behind the achievement of those goals.  Understanding and aligning employee needs with the organisation's values and providing recognition and rewards are key motivators. Embracing diversity, fostering inclusivity, and ensuring representation in leadership teams are crucial for organisational success. Diversity leads to innovative thinking and a broader range of skill sets. Flexible working, including remote work, enhances work-life balance, inclusivity, and efficiency. It offers employee retention, reduced commute time, and a sustainable environment. Effective communication and policies are essential to achieving these goals.
Performance management focuses on setting objectives, evaluating progress, and enhancing employee abilities, motivation, and opportunities. Clarity in job expectations and support for employees are vital for success.
To sum up, the research highlights the significance of leadership that can adapt to changing circumstances, teams that are diverse and have a positive impact, motivation that comes from aligning needs and values, inclusivity, flexible work arrangements, and performance management strategies that are based on ability, motivation, and opportunity. These factors are crucial for addressing the challenges of modern management and achieving success in an organisation.
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