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[bookmark: _Toc878203336]Executive Summary


The researcher will critically evaluate the roles and skills required by managers to successfully support effective people management as task 1. A manager is like a coach. They need to be able to evaluate the roles and skills required by their team members and help them to improve their performance.
[bookmark: _Int_D8Z6qRFi][bookmark: _Int_F8XlJrLw][bookmark: _Int_CE19sXOd]On task 2 will analyse and critically evaluate how organisations successfully manage the performance of their workforce. It is important for organisations to manage their workforce like a well-oiled machine. All the cogs and gears must work together efficiently to produce the desired results. If even one cog is not performing up to par, it can throw the entire system off and cause major disruptions.
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[bookmark: _Toc782134726]1.0 Terms of Reference

The purpose of this report is to investigate the roles, skills and issues related to an effective manager/leader. 
Date requested was 03/10/2022 and the report was completed by Dragos Carbunaru with the role of manager.
The report was requested by Brynach Heffernan with a date of submission at 11/11/2022.

[bookmark: _Toc546284612]2.0 Procedure

The procedure adopted to prepare the report includes sources of information like:

[bookmark: _Toc1966957016]2.1 Books, Websites, Journals
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[bookmark: _Toc2079620142]3.0 Findings

[bookmark: _Toc1520644718]3.1 Introduction

The roles and skills of a manager are essential for any organisation. A manager is responsible for planning, organising, leading and controlling the activities of an organisation. They must also be able to motivate and inspire employees to achieve the organisation's goals. This includes setting targets and measuring progress. A good manager will be able to identify problems early and take steps to resolve them being able to build positive working relationships. There are many different books and articles written about management.

[bookmark: _Int_eJ9LUwDk][bookmark: _Int_T9S5RZu6]Human resource management is essential for any organisation to ensure that the workforce can contribute effectively to the business. Without human resource management, organisations would struggle to identify the right people for the right roles and would also struggle to keep track of employee performance and development. Human resource management can be seen as the backbone of any organisation, supporting, and enabling the business to function smoothly and efficiently. Just as a human body needs a strong and healthy backbone to support and enable it to function properly, so too does an organisation need human resource management to support and enable it to function effectively.
Armstrong, & Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management Practice. Kogan Page, Limited.

[bookmark: _Toc672928291]3.1.1 Team 
[image: ]

“Teams are a question of balance. What is needed is not well-balanced individuals but individuals that balance well together” 
Dr Meredith Belbin (Belbin, R. Meredith, Management Teams: Why They Succeed or Fail. Butterworth Heinemann, 3rd ed., 2010)

[bookmark: _Int_c6dfMBwr][bookmark: _Int_rZ4MVpQQ][bookmark: _Int_i497dEkB]The importance of effective team working cannot be underestimated. For a team to be effective, its members need to be able to work together harmoniously and efficiently. There are several key factors that contribute to effective team working, such as effective communication, mutual respect, and a shared sense of purpose. By understanding and implementing these key factors, the researcher found that it can help to ensure that the team is effective and productive.
An effective team working together efficiently accomplishes tasks and goals much faster than a group of individuals working independently. Each team member understands their role and is aware of the contribution they need to make for the team to be successful. 
[bookmark: _Int_5hlrXwYC]It must be a high level of communication and collaboration between team members. Everyone is committed to the team’s success and is willing to help wherever necessary. There is a healthy level of competition, and each team member is driven to do their best. The team has a leader who sets the direction and keeps everyone on track. There is a clear vision and everyone knows what the team is working towards. The team should be coherent to work well together. There are a few key things that make an effective team: Clear goals and objectives; Excellent communication; A good leader; Commitment from each team member; A healthy level of competition; Clarity.
The common question in organisations is what is the difference between a team and a group? 
A group is a set of people with no specific roles or structure, while a team is a group of people with specific roles and a structure.
Another common question in any organisation is: Why is trust important on teams? 
Trust is important on teams because it allows team members to feel safe sharing ideas, asking for help, and taking risks. When team members trust each other, they are more likely to be open and honest with each other, which leads to better decision making and more effective teamwork. 
If there is no trust between team members, it will be difficult to accomplish anything because people will be fighting over who has the rights and responsibilities and who has the authority to do what.
When employees are more involved in their work, it leads to improved quality of product and service. Additionally, it can help reduce conflict or encourage constructive conflict resolution. This adaptability also makes it easier for the company to adapt to change and be more flexible. A motivating work environment can also be contagious, leading to less absenteeism and sickness. Finally, it can also help reduce waste and costs.
[image: ]

[bookmark: _Int_FcsZ83EI][bookmark: _Int_XE8l9svW][bookmark: _Int_6OMN42l4]The benefits of an effective team are many and varied but can be summed up with a few key points. First, an effective team can communicate and collaborate effectively to achieve common goals. Additionally, an effective team is typically more productive and efficient than a group of individuals working separately and can better solve complex problems. Finally, an effective team can provide its members with a sense of belonging and camaraderie, which can boost morale and motivation.
“If you know your behaviour will make a difference in the success of a team, you may already have Team Wisdom. If you don’t, develop it!” 
Walker, M. A., Murphy, E. O., Avery, C. M. (2001).  Page 25


[bookmark: _Toc1415942753]3.1.2 Leadership 
[image: ]
Leadership is a fundamental aspect of successful management and organisations. The definition of leadership is the process of leading a group of people towards a common goal. A leader is someone who sets the vision for a group and inspires others to achieve it.
“Management is the efficiency in climbing the ladder of success; leadership determines whether the ladder is leaning against the right wall.” Stephen R. Covey
There are various models and theories that can be used by managers to effective leadership, such as SWOT analysis, Belbin team rolls, the Tuckman system, and much more. (Full details on Appendices)
The Belbin Team roles model is one such theory, which highlights different roles that team members can take on in order to contribute to the team’s success. (Full details on Appendices)
The Tuckman Forming, Storming, Norming and Performing model is another popular theory, which outlines the different stages that teams go through as they work together. (Full details on Appendices)

A SWOT analysis can help organizations identify their Strengths, Weaknesses, Opportunities, and Threats, and plan accordingly. This process involves stating the organization's objectives and looking at internal and external factors that could help or hinder achieving those objectives. SWOT can be used in different types of planning processes and can be helpful in making decisions about all sorts of situations.

There is long-lasting debate in universities and the business world over the difference between leadership and management.
Most people use the term “manager” for those in leadership roles. However, the researcher thoughts on this topic are that a person can lead people and the same person can manage things. These things can be assets, resources, systems, operations, projects, focus of effort etc.
In the researcher experience, effective leaders of people are almost always effective managers of things. Hence, effective managers are not always effective leaders, because they often devote too much focus to things instead of people. This is where those in leadership roles typically begin to underachieve or even fail because they lose sight of the fact that people are not machines, systems, or projects and cannot be “managed” as if they are inanimate objects incapable of thought and emotion.
What leaders do? 
“The most convincing analysis of what leaders do was produced some time ago by John Adair (1973). He explained that the three essential roles of leaders are to: 
Define the task – they make it quite clear what the group is expected to do. 
Achieve the task – that is why the group exists. Leaders ensure that the group’s purpose is fulfilled. If it is not, the result is frustration, disharmony, criticism and, eventually perhaps, disintegration of the group. 
Maintain effective relationships – between themselves and the members of the group, and between the people within the group. These relationships are effective if they contribute to achieving the task. They can be divided into those concerned with the team and its morale and sense of common purpose, and those concerned with individuals and how they are motivated. He suggested that demands on leaders are best expressed as three areas of need which they must satisfy. 
These are: (1) task needs: to get the job done; (2) individual needs: to harmonize the needs of the individual with the needs of the task and the group; and (3) group maintenance needs: to build and maintain team spirit. As can be seen in Figure 1.0, he modelled these demands as three interlocking circles.” Armstrong, M. and Taylor, S. (2020)

[image: ]
Figure 1.0
However, J. Adair remarks is only 50% right because there is no single, ideal leadership style that is appropriate for all situations. The style that is most effective in any given situation depends on a variety of factors, including the type of organization, the nature of the task, the characteristics of the individuals in the leader’s team (the followers), the personality of the leader, and the group as a whole. Effective leaders are capable of flexing their style to meet the demands of the situation. Poor leaders change their style arbitrarily, which can cause confusion and uncertainty among team members.
“Leadership style is the approach managers use in exercising leadership when they are relating to their team members. It is sometimes called ‘management style’. There are many styles of leadership and no one style is necessarily better than the other in any situation. To greater or lesser degrees, leaders can be autocratic or democratic, controlling or enabling, task-oriented or people-centred. Goleman (2000) identified the following six styles and indicated when they might be used: 
Coercive – demands compliance (use in a crisis or with problem people).
Authoritative – mobilizes people (use when new vision and direction is needed).
Affiliative – creates harmony (use to heal wounds and to motivate people under stress).
Democratic – forges consensus (use to build agreement and get contributions).
Pacesetting – sets high standards (use to get fast results from a motivated team).
Coaching – develops people (to improve performance and develop strengths).”  Armstrong, M. and Taylor, S. (2020) Pg. 1069
There is no ideal leadership style, and the style that is most effective depends on the situation, the task, the followers, and the leader's personality. Good leaders are able to adapt their style to the situation. Poor leaders change their style unannounced, which leads to confusion and poor leadership that will affect the organization dramatically on long term and short term depending on the task impact.

[bookmark: _Toc133140850]3.1.3 Motivation
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[bookmark: _Int_AIE0K9TR]“Motivation is the force that energizes, directs, and sustains behaviour. High performance is achieved by well-motivated people who are prepared to exercise discretionary effort.” 
Armstrong, M. and Taylor, S. (2020) Pg, 395
The main findings of Hunter et al's (1990) research is that the difference in value-added discretionary performance between 'superior' and 'standard' performers is significant, and that for highly complex jobs, this difference is even greater. This research suggests that motivation is a key factor in determining an individual's performance. Theories of motivation attempt to explain why individuals behave the way they do, and motivation strategies aim to improve an individual's performance by increasing their motivation.
What is Motivation?
The definition of motivation according to the Merriam-Webster dictionary is “the act or process of providing a reason for someone to do something”. In other words, motivation is what drives us to do things. It can be internal, such as a personal desire to achieve something, or external, such as a reward or punishment.
There are many things that can motivate people to work, including the desire to earn money, the desire to help others, the desire to make a difference, and the desire to achieve a personal goal.
There are various models and theories that can be used by managers/leaders to motivate people, such as Maslow’s hierarchy of needs, Herzberg’s two factor theory, Vroom’s expectancy theory and much more.

[image: ]
Maslow's hierarchy of needs in details for an organisation: 
1. Physiological needs: These are basic requirements for survival, such as food, water and shelter.
2. Safety needs: Once physiological needs are met, safety becomes a priority. This includes feeling secure and safe from physical and emotional harm.
3. Belongingness and love needs: After safety needs are met, humans need to feel a sense of belonging. This could be through family, friends or a supportive community.
4. Esteem needs: Once belongingness and love needs are met, humans need to feel a sense of self-worth. This could be achieved through accomplishments, recognition or simply having a positive self-image.
5. Self-actualization needs: This is the final stage of Maslow's hierarchy of needs. At this stage, humans need to realize their full potential and feel a sense of satisfaction with their lives.
According to Maslow's Hierarchy of Needs, people are motivated by different things. However, once a need is satisfied, it loses its power to motivate, and the next need takes over. This means that offers of better pay alone will not satisfy someone who is looking for more self-esteem. This is recognised by leaders and managers.

Herzberg's two factor theory states that there are certain factors in the workplace that lead to job satisfaction, and other factors that lead to dissatisfaction. The first group of factors, which leads to satisfaction, is referred to as the "motivators". These include things such as recognition, responsibility, and challenging work. The second group of factors, which leads to dissatisfaction, is referred to as the "hygiene factors". These include things such as company policy, salary, and working conditions.

[bookmark: _Toc2026650736][image: ] 
Vroom's expectancy theory is a motivation theory that focuses on how an individual's motivation is determined by their beliefs about how their behaviour will lead to desired outcomes. According to this theory, an individual's motivation to engage in a particular behaviour is based on their expectancy that the behaviour will lead to a desired outcome, their instrumentality (i.e., their beliefs about whether they have the skills and resources necessary to achieve the desired outcome), and their valence (i.e., their beliefs about how desirable the outcome is).
[image: ] 
It is important to understand what motivates individuals because it can help leaders more effectively guide and motivate employees. When leaders know what drives their team members, they can better tailor communication, incentives, and other efforts to encourage peak performance and satisfaction. It is beneficial to have a strong knowledge about motivating people because it helps with making decisions that promote success and further personal growth within the company. 
[bookmark: _Int_kdwVkok8]There are several things that organizations can do to positively influence motivation, including: 
1. Articulate a clear and inspiring vision for the future;
2. Set challenging but achievable goals;
3. Create a supportive and positive work environment;
4. Provide opportunities for employees to develop and grow;
5. Recognize and reward employees for their achievements;
6. Provide feedback and coaching to help employees improve their performance.


[bookmark: _Toc866114168]3.1.4 Equality and Diversity 
[image: ]

Equality in an organisation is ensuring that all individuals within the organisation are treated fairly and equally, without discrimination. This means that everyone is given the same opportunities and resources and are not treated unfairly based on their personal characteristics or circumstances. 
The Equality in Tourism defines a vision well established and achieving gender equality in the tourism industry will require the development of a global network of individuals who are dedicated to promoting this cause. Through consultation services, training and education, this network can raise awareness of the challenges that women face in the tourism industry and help to create opportunities for them to benefit from this industry. 
[bookmark: _Int_Jp5MJOwo]Diversity can be defined as the inclusion of diverse types of people in an organization, including people with different racial and ethnic backgrounds, different genders, different ages, and people with different physical or mental abilities. Diversity can also include people with different religious beliefs, different sexual orientations, and different socio-economic backgrounds.
The researcher found as a case study that Marriott Hotels has a set global diversity and inclusion goals. They have strategies in place to promote global thinking, optimize performance, and provide better service to customers. They are also committed to increasing spend with diverse suppliers and increasing to meet its goal of 1,000 diverse and women-owned hotels by 2020.
Both equality and diversity are essential for a thriving society. Equality ensures that everyone has the same opportunities and rights, while diversity allows for different viewpoints and perspectives to be heard. When both are respected and promoted, it leads to a more just and inclusive society for all.

[bookmark: _Toc1252585090]3.1.5 Training 
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Training in an organization is the process of providing employees with the skills and knowledge necessary to perform their jobs.
[bookmark: _Int_1TZdVbIi]Organisations manage training in different ways depending on the resources that are available to them. Many organisations invest in training their employees so that they can do their job more effectively. This can be done through internal training programmes or external courses. 
[bookmark: _Int_OQ0N3usw][bookmark: _Int_MdZ348YE]Training programmes can be successful in managing training if they are well designed and structured. They should be based on the needs of the organisation and the employees. They should also be relevant to the job that the employees do. External courses can also be beneficial for employees. They can help to broaden their knowledge and skillset. However, it is important to make sure that the courses are relevant to the employees' job and the organisation's needs.
The main outcomes of training that contribute to organizational objectives are improved performance, increased knowledge, and improved skills. These outcomes can lead to increased productivity, improved quality, and reduced costs.
There are many types of training intervention, but some of the most common include: 
-Classroom training 
-On-the-job training 
-E-learning 
-Simulation-based training 
-Coaching 
-Mentoring
There is no one-size-fits-all answer to this question, as the advantages and disadvantages of different training methods will vary depending on the specific method in question and the goals of the training. However, some general advantages and disadvantages of different training methods include: 
[bookmark: _Int_T7Kureuh]- Traditional classroom-based training can be expensive and time-consuming, but it can be highly effective in delivering information to learners in a structured and controlled environment. 
- Online training can be more flexible and convenient than classroom-based training, but it can also be less personal and more difficult to monitor and control. 
[bookmark: _Int_tEAjjTvP]- Hands-on training can be remarkably effective in helping learners to understand and remember information, but it can also be more expensive and logistically difficult to arrange.
[bookmark: _Toc1243429984]3.1.6 Flexi Working
[image: ]
[bookmark: _Int_aokdEXVI][bookmark: _Int_t1fq0Xwz]Flexible working is a keyway in which organisations can successfully manage their workforce. It allows organisations to offer employees a variety of working arrangements, which can suit their individual needs and preferences. A recent study by the CIPD found that flexible working can have several benefits for organisations, including improved employee engagement, productivity, and retention. Flexible working can also help to reduce absenteeism and presenteeism. To successfully manage flexible working, organisations need to ensure that they have the right policies and processes in place. They also need to ensure that their managers are trained in how to effectively manage a flexible workforce. 

There are several advantages and disadvantages to different flexible working methods. 
Some of the advantages include: 
1. Increased productivity – When employees are able to work from home or have a flexible schedule, they are often more productive. This is because they are able to work when they are most productive and are not interrupted by office distractions. 
2. Increased morale – Employees who have a flexible work schedule often have higher morale. This is because they feel trusted and empowered to work in a way that works best for them. 
3. Reduced absenteeism – When employees are able to work from home or have a flexible schedule, they are less likely to call in sick. This is because they do not have to commute to work and can take care of personal errands during their free time. 
4. Reduced turnover – Employees who have a flexible work schedule are less likely to quit their job. This is because they are happier with their work-life balance and feel like they have more control over their career. 5. Increased retention – Employees who have a flexible work schedule are more likely to stay with a company for a longer period of time. This is because they are less likely to burn out and are more likely to be satisfied with their career. 
6. Access to talent – When a company offers a flexible work schedule, they are able to attract a wider range of talent. This is because more people are interested in working for a company that offers a good work-life balance. 
7. Improved work-life balance – Employees who have a flexible work schedule often have a better work-life balance. This is because they are able to spend more time with their family and friends and have more time for hobbies and personal interests. 
8. Increased creativity – Employees who have a flexible work schedule often have more time to be creative. This is because they are not tied down to a 9-5 work schedule and can use their free time to brainstorm new ideas. 
9. Better time management – Employees who have a flexible work schedule often have better time management skills. This is because they are able to plan their day around their work schedule and are not rushed.
10. Less stress – Employees who have a flexible work schedule often have less stress. This is because they are able to work at their own pace and do not have to worry about meeting deadlines.
There are several disadvantages of different flexible working methods. Some of these disadvantages include: 
1. Reduced productivity – Some employees may find it more difficult to be productive when working from home or in a flexible work environment. This can be due to distractions such as family, pets, or other household tasks. 
2. Increased absences – Employees who work from home or have a flexible work schedule may be more likely to take time off for personal reasons. This can lead to increased absences and decreased productivity.
 3. Communication difficulties – Employees who work from home or in a flexible work environment may have difficulty communicating with co-workers and supervisors. This can make it difficult to get work done and can lead to conflict. 
4. Difficulty focusing – Some employees may find it difficult to focus on work when they are not in a traditional office setting. This can lead to decreased productivity and quality of work.

[bookmark: _Toc1993290719]3.1.7 Performance Management
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Performance management for organizations is the process of setting goals and objectives, measuring and assessing progress, and providing feedback and recognition to individuals and groups within the organization.
Performance management systems vary from organization to organization, but they typically involve some combination of annual or semi-annual performance reviews, regular check-ins between front line managers and employees, and the use of performance-related data in making decisions about raises, promotions, and other forms of recognition and advancement. (Full details on Appendices)
[bookmark: _Toc778453995]4.0 Conclusion
 As a conclusion all important aspects of running a successful business is by ensuring that the team is well-trained and motivated, that can create a positive, productive working environment where everyone can thrive. By promoting equality and diversity, it can create a respectful and inclusive culture where everyone feels valued. And by managing performance effectively, a manager or leader can ensure that everyone is working towards the same goal and that the business is achieving its objectives.
Any manager or leader can foster a more productive and positive work environment. By taking the time to understand and apply these principles, any manager can improve their people management skills and make a real difference in their organization.
[bookmark: _Toc670792656]5.0 Recommendations 
[bookmark: _Toc551654452]6.0 Appendices

[bookmark: _Toc1451494418]3.1.7 Performance Management Full Details

The origins of performance management can be traced back to the early 20th century, when scientific management theorists began to promote the idea of using data and analytics to improve employee productivity. Since then, performance management has evolved and been adapted to fit the needs of different organizations and changing workplace cultures. Despite its long history, performance management is still evolving and there is no one-size-fits-all approach to managing employee performance.
The need for change in performance management may be influenced by a variety of factors, including changes in the business environment, changes in the workforce, changes in technology, and changes in the economy. In order to achieve this goal, performance management must be constantly evolving to keep up with the changing needs of the organization and the workforce. 
Some of the factors that may influence the need for change in performance management include: 
1. Changes in the business environment - The business environment is constantly changing, and performance management must adapt to stay ahead of the curve. 
2. Changes in the workforce - The workforce is constantly changing, and performance management must adapt to keep up with the changing needs of the workforce. 
3. Changes in technology - Technology is constantly changing, and performance management must adapt to keep up with the changing needs of technology. 
4. Changes in the economy - The economy is constantly changing, and performance management must adapt to keep up with the changing needs of the economy.
The future of performance management in organizations will continue to change and evolve as the business environment, workforce, technology, and economy change. The goal of performance management will continue to be to improve organizational performance by aligning individual and team goals with the organization's strategy and objectives.

[bookmark: _Toc858438099]3.1.2 Leadership Full Details 
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The Tuckman Model, also known as the Forming-Storming-Norming-Performing model, is a four-stage model of group dynamics that was first proposed by Bruce Tuckman in 1965. The model describes how groups or teams progress through four stages of development: forming, storming, norming, and performing. 
Forming: This is the initial stage of group development, where members are just getting to know each other and are not yet fully comfortable with each other. In this stage, members are typically polite and respectful of each other, and there is little conflict. 
Storming: This is the second stage of group development, where members start to get comfortable with each other and begin to challenge each other. In this stage, members may disagree with each other and argue over ideas. This stage is necessary for the group to develop a clear direction. 
Norming: This is the third stage of group development, where members start to work together and develop norms or rules for how to work together. In this stage, members are typically more cooperative and supportive of each other. 
Performing: This is the fourth stage of group development, where the group is high functioning and able to work together effectively. In this stage, members are able to openly discuss ideas and are able to resolve conflicts.

[image: ]
According to Belbin’s Team Roles theory, there are nine different team roles that people can adopt in an organisation. Each team role has its own strengths and weaknesses, and each team role is important in achieving team goals. The nine team roles are:
1. Plant: The plant is the creative one. They come up with new ideas and are always thinking outside the box. They are often seen as the “brain” of the team.
2. Resource Investigator: The resource investigator is the one who is always looking for new opportunities. They are curious and are always exploring new ideas. They are often the first one to spot a new trend.
3. Coordinator: The coordinator is the one who keeps the team organised. They make sure that everyone has a role and that everyone knows what they are supposed to be doing. They are often seen as the “leader” of the team.
4. Shaper: The shaper is the one who is always pushing the team to achieve its goals. They are always challenging the team to do better and to reach higher levels. They are often seen as the “driver” of the team.
5. Monitor Evaluator: The monitor evaluator is the one who always makes sure that the team is making progress. They are always looking for ways to improve and they are always evaluating the team’s performance. They are often seen as the “critic” of the team.
6. Specialist: The specialist is the one who has expert knowledge in a particular area. They are always the go-to person when the team needs to solve a difficult problem. They are often seen
7. Teamworker: A cooperative and helpful person who is good at working with others and building relationships

8. Implementer: A practical and organized person who is good at turning ideas into action and making things happen
9. Completer Finisher: A perfectionist who is good at paying attention to detail and ensuring that tasks are completed properly
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