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[bookmark: _Toc216365894]                                                 1. Introduction

BrightWave Service Ltd is a medium-sized company that cleans and maintains buildings, and working with others is a key part of its work.
The government awarded the firm significant contracts, which helped it grow quickly. But now it has a lot of problems keeping people, service that isn’t always great, managers who aren’t particularly competent at their jobs, and a culture that is very focused on getting things done. These issues make activities less useful and less likely to work out.
This report comprehensively analyses the specific roles and skills required for managers to effectively supervise performance at BrightWave. It uses theories and methods of personal management that make it easier to find problems that already exist.
It also looks at how a company’s culture affects how managers do their jobs and delivers advice based on facts on how to improve performance, engagement, and cultural fit.
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To be a good manager these days, you need to know how to work with people and technology, as well as how to locate and teach people new talents. Armstrong (2021) states that performance management is more than just judging people. People are continually being studied, planned for, and led to see how well they are doing. This signifies they don’t know much about what it means to be a manager, and that their beliefs are old.
For management to work successfully, communication must be good. Hargie (2021) says that short, clear, and two-way communication makes individuals more interested and less confused. Whitmore (2017) says that coaching helps people execute their jobs better, provides them with more power, and makes them more responsible.
Most of the people in charge at BrightWave are IT experts who don’t know how to assist others to do well. This means that the corporation does not help its workers do better at their jobs or move up in the company.
Emotional intelligence helps managers understand and cope with other people’s feelings, control how they react, and build excellent relationships with others. 
Goleman (2004) believes that emotional intelligence is a very significant part of how successfully a leader accomplishes their job.
 For change at work, according to   Kotter (2012), there needs to be a clear goal, strong communication, and help from management. People at BrightWave don’t want to try new things, including wellness programs or flexible schedules. It’s hard for managers to convince people to believe in change, explain why it’s needed, or get things moving if they don’t know how to lead change.
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[bookmark: _Toc216365897]3.1 Schein’s Organisational Culture Model
Schein (2010) distinguishes between objects, asserted values, and fundamental assumptions.
· Artefacts include a flat structure, standardised procedures, and a strong emphasis on getting things done swiftly.
· Values that are held up support reliability and saving money.
· The main point is that tasks, not individuals, are what get things done.
This cultural paradigm explains why managers put operational outputs ahead of employee development. People avoid performance conversations, don’t provide praise, and don’t get involved because they think “people problems slow us down”. Schein’s method reveals that transforming culture entails addressing these deeply held beliefs, not only changing how things are done on the surface.
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According to Hall’s Iceberg Model, the things that people do that are easy to see are only a minor component of an organisation’s culture. Things that are not seen, including beliefs, values, and attitudes, have a stronger effect on behaviour. BrightWave’s unspoken principles say not to disagree, not to be open to new ideas, and to be very focused on tasks. Even when leaders talk about them, these hidden norms make it impossible to follow through on new goals. To influence the deeper parts of culture, managers need to focus on building relationships, making people feel comfortable, and sharing what they learn.
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Hofstede’s dimensions were originally designed to analyse national culture; nevertheless, they are equally applicable in understanding organisational developments. 
BrightWave shows evidence of:
· High power distance: workers don’t know how to get ahead in the company, and don’t have a say
· A lot of avoiding uncertainty: being unsure about health or a flexible work program.
· Long-term orientation: focus on short-term operational results instead of building long-term skills.
These cultural patterns make systems less flexible, stop people from trying new things, and hinder leadership in development.
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According to the McKinsey 7-S framework, an organisation needs to have a strategy, structure, systems, style, personnel, skills, and shared values that all operate together.
BrightWave has a lot of things that don’t line up:
· The plan focuses more on saving money than on helping people grow
· The organisation is flat, which makes it hard for managers to assist their teams to grow and improve
· Systems don’t let people talk about performance all the time
· They don’t seek feedback and don’t get much credit
· Several staff members leave and are unhappy
· Shared ideals put responsibilities above people
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Self-Determination Theory (Deci & Ryan, 2017) identifies autonomy, competence, and relatedness as essential psychological needs. BrightWave harms all three: strict schedule limits autonomy, limited development limits competence, and bad communication limits relatedness. Macey and Schneider (2008) assert that participation thrives in communication marked by strong voice, recognition, and equity qualities that are lacking at BrightWave.
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According to Kotter’s 8 Steps, BrightWave doesn’t look like they have any urgency, a steering coalition, or short-term wins. Managers can’t convince their employees to work together because they don’t have a clear idea of what well-being or flexible work means.
According to Rogers’ Diffusion of Innovation (2023), how likely someone is to adopt something depends on how much they think, how well it works with what they already have, how easy it is to test it out, how easy it is to see it, and how simple it is. New ideas don’t fit in with the way things are done at BrightWave, and they don’t seem to aid employees or managers in any evident way. Things stay the same because managers don’t back innovative ideas.
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Thaler and Sunstein (2008) say that you should use a few behavioural hints to get people to do what you want them to do without making them do it. In BrightWave, nudges may include things like automatic reminders to thank staff, default choices for monthly performance reports, or making it easier to get development tools. In a culture that doesn’t want to change, nudges are a subtle technique to convince people to change their behaviour.
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Using PESTLE and SWOT will help BrightWave get ready for difficulties that may come up in the future.
SWOT highlights internal weaknesses, such as skill gaps, cultural rigidity, and high turnover, and external opportunities, such as ways to improve the employer’s reputation by making procedures better. Putting the tools together helps with long-term workforce planning and making managers better at their jobs.
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BrightWve puts a lot of attention on efficiency, thus activities that focus on people don’t seem as vital. Supervisors think their role is to make sure things get done, not to help individuals flourish. This agrees with Schein’s (2010) concept that embedded assumptions lead to tough conversations, which keep the cycle of bad performance going.
People leave their jobs as cleaners and other frontline workers too often because they work in a culture that doesn’t reward, promote, or support the team. Herzberg (2003) says that people stay motivated when they have a meaningful job, accomplishment, and acknowledgement. BrightWave doesn’t have many things that make it clean or things that make you want to work harder. This is what caused the 28% turnover rate.
People are encouraged to work alone and “stick to their part of the job” under this culture. McKinsey’s 7-S framework would imply that this is a misalignment between structure and shared values. Teams stay separate when there aren’t any incentives or ways to entice members from various departments to work together. This makes it less likely that services will be delivered on time and makes it harder for the organisation to improve.
Workers don’t want to speak up since they don’t feel valued. People at BrightWave don’t talk to one another very often because the company values efficiency and compliance.
People are doubtful about the well-being programme or flexible schedules because they believe that the new initiative makes them work harder. Without effective change leadership, innovation fails to endure, leading to the perception that people-centered initiatives are insignificant.
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· Implement mandatory training covering:
· Talking and gaining feedback
· Giving help and advice
· Being honest about how you feel
· Settling disagreements
· Leadership that includes everyone
· Dealing with change
This is in accordance with what CIPD (2023) says: line managers need to have the right abilities to keep staff interested and retain them.

· Mentoring and Peer Learning: set up learning circles for supervisors and have senior managers coach them to help them feel surer of themselves and share best practices.
· Clarify Managerial Role Expectations 
· Continuous Performance Conversations: Use simple digital tools to set up regular one on one check check-ins. Make monthly discussions the default (a nudge-based method).
· Clear goal setting and standards: to make things less complex and fairer, set explicit work and service standards.
· Introduce recognition mechanisms: send “Thank you” messages, nominate your peers, and highlight positive client remarks as low-cost ways to demonstrate your appreciation 
· Cultural Transformation/ Kotter’s 8 Steps
· Stimulate them to keep their employment and contracts
· Form a group that helps people from different departments work together
· Make and communicate a vision for a company that puts people first
· Get short-term benefits, including better activities for new hires or for their health
· Change systems and behaviours to make changes last
· Improve Employee Voice: to solve difficulties, create forums, anonymous polls, and groups at each site.
· Structured Induction and Career Pathways: offer uniform training programs and clear avenues for promotion to keep and hire younger personnel.
Structural Adjustments
· HR Business Partner Support: place HR partners in diverse areas to aid managers with hiring, training, and tough conversations.
· Collaboration projects: put people from various departments together in project groups to let them learn from one another and break down barriers.
· Workforce Planning using PESTLE-SWOT: 
· Not enough skilled workers
· Changes to the law and pay in contracts for public workers
· What society wants from people’s health
· New tools that make cleaning and maintenance easier
       This proactive approach makes companies stronger and helps them manage their personnel more strategically.
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BrightWave’s challenges originate from a mix of not having enough talent, thinking about management in an old-fashioned style, and a culture that is excessively task-oriented. Managers don’t have the skills they need to communicate, coach, and understand.
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