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Executive Summary
The report here takes into consideration the scope of analysing the evolving role of people managers at BrightWave Services Ltd., which is a facilities management company based out of the United Kingdom currently in front of high turnover and cultural transition in the digitalisation era. Through detail discussion of motivational theories, the report seeks in evaluating the process of leadership along with motivation and engagement being able to enhance performance and organisational alignment. Recommendations here include leadership development through coaching along with improved employee recognition systems and the usage of cultural cohesion initiatives along with well-being enhancement done through flexible scheduling. Implementation of these integrated HRM strategies is expected to foster engagement while reducing turnover and positioning the case study business has a high performing and resilient service provider in the UK sector.  
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[bookmark: _Toc212832637]Introduction and Context
BrightWave Services Ltd. is a facilities management company from the United Kingdom which is currently going through challenges in terms of facing cultural and structural transition following rapid digitalisation along with increased competition from the sector. The business Reports internally a high turnover rate of 28% along with declining motivation for human resources and managerial inconsistencies across. These are some challenges which can typically be seen across the FM industry of the United Kingdom within which pressure for efficiency along with cost control often is able to create constraints in context to leadership development and employee engagement (CIPD, 2024). When it comes to the FM industry it has been consistently argued that productivity challenges often are capable of impacting workforce wellbeing and performances (OCED, 2023).
The report here will be focused on the evaluation of the evolving role of people managers in terms of driving performances as well as engagement and cultural alignment at BrightWave. Using some very important frameworks such as the Self-Determination Theory, the focus will be on exploring how competence and motivation can be strategically enhanced through effective practises within HRM Department. Cultural analysis will also be done through the usage Theoretical perspectives which will provide some foundations in analysis of how the work culture and engagement practises at business has been maintained until now and what needs to change.
[bookmark: _Toc212832638]Role of People Managers and Key Skills for Performance Management
[bookmark: _Toc212832639]Defining Performance Management
Performance managers are considered to be the organisational bridge who connects organisational strategy as well as workforce performances (Drucker, 1973). Responsibilities of performance managers extend beyond administrative supervision for encompassing coaching as well as communication and also enabling psychological safety across teams (CIPD, 2023). The responsibilities over here can also include encouragement of growth in employee skills as well as providing regular feedback and modelling good workplace culture (Armstrong and Taylor, 2023). At this particular business managers have a major role to play in context to the interpretation of corporate goals into creating measurable outcomes for employee performances particularly in context to areas such as skill development as well as performance management and wellbeing engagement. 
[bookmark: _Toc212832640]Essential Managerial Skills
Managers who are effective often can require integrated skill sets that combine technical along with interpersonal and cognitive competencies(Yukl, 2006). Emotional intelligence or EI (Goleman, 1998) remains to be one of the most important skills which is important for creating trust as well as reducing conflict while communication along with adaptability are also important in context to creating and maintaining cohesion in between dynamic and multi-site teams. Also, decision making has to be on the basis of evidence informed HR data which will allow managers in acting proactively in regards to addressing absenteeism as well as performance dips and wellbeing related risks.
In context to the case study the recent staff surveys were able to reveal that human resources were perceiving a gap in context to managerial empathy and the development related support and scope they had. Addressing this necessitates targeted leadership development programmes that are particularly centred on coaching and resilience. Line managers directly can influence engagement along with discretionary behaviour through regular interactions. As a result, developing interpersonal awareness and consistent recognition practises can be helpful in reducing turnover and elevating the service quality. 
[bookmark: _Toc212832641]Emerging Skills
Increasing automation and hybrid work practises has created the importance for managers to also involve and supervisors to facilitate empowerment. The Self-Determination Theory is able to highlight that there is a need of autonomy as well as competence and relatedness which are more psychological needs and if they are met, they are capable of enhancing intrinsic motivation. The performance managers at the business can apply this Theoretical perspective through the following processes –
· Creating autonomy for human resources in context to decision making and schedule
· Offering feedback that is development in nature for strengthening competence
· Creating social connectedness through team recognition related initiatives
The process of embedding such practises into the management approach of the business not only can create support related retention but also can cultivate a positive performance climate which is well aligned with the contemporary HR strategy.
[bookmark: _Toc212832642]Theoretical Perspectives
Effective management of performances and people can require grounding in context to behavioural and strategic HR Theories that are capable of explaining how employee motivation along with satisfaction and performance interact. Two very important theoretical concepts especially relevant to BrightWave Services can be Herzberg’s Two-Factor Theory (1959) and the High-Performance Work System (HPWS) model (Boxall and Macky, 2009).
[bookmark: _Toc212832643]Motivation and Job Satisfaction
Intrinsic motivators such as achievement as well as recognition and even responsibility can directly contribute to job satisfaction Extrinsic hygiene factors such as payment as well as supervision and even working conditions are capable of preventing Dissatisfaction. In the current context survey data is able to suggest that employees are appreciating Flexible schedule link but they feel somewhat undervalued in terms of limited recognition systems and inconsistent managerial support. Application of this theory in the current context employs that beyond the increase of payments the business should be able to create strengths in non-monetary motivators through having a structured career progression path as well as platforms for employee voice and even peer recognition initiatives. These are very much aligned with the findings from CIPD (2023), which are capable of suggesting that intrinsic motivators in service industries have very high correlation with retention and the commitment aspect when compared with financial incentives. 
[bookmark: _Toc212832644]High-Performance Work Systems (HPWS)
HPWS Model is able to argue that a set of mutually reinforced practises of human resource management such as selective staffing along with continuous training and participative decision making are capable of enhancing employee capability as well as organisational performances (Boxall and Macky, 2009). In this business context the integration of the HPWS would mean the following –
· Recruitment and selection particularly focused on interpersonal and leadership competencies.
· Training being specifically aimed towards development of coaching-based leadership among line managers.
· Empowerment practises at the internal level involves employee driven problem solving teams.
The synergy here among these practises contain forces sustainable engagement as well as high productivity. Best Fit approach, approach for the move also is able to suggest that the alignment of age are practises with the business strategy of a firm is ideal (Barney, 1991). The approach over here can ideally highlight the fact that alignment of HR practises with the business strategy of any firm his ideal or not (Boxall and Purcell, 2016).In a current context within which operational excellence along its service reliability are capable of defining competitive advantage(Porter, 1985).It is important to develop managerial soft skills along with well-being leadership competencies that will later on ensure that the hour systems are complimenting the strategic objectives. 
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[bookmark: _Toc212832646]Schein’s Levels of Culture
There were 3 levels of organisational culture that were identified by Schein (2010), which involved – artefacts, espoused values and underlying assumptions. In current situational context artefacts in the form of uniforms or even strict shift rosters and even centralised reporting can reflect the hierarchy structure in the culture within the internal environment. Espoused values can involve professionalism along with reliability and even teamwork however these are not consistently practised across branches. Theatre line assumptions reveal a transactional mindset amongst all supervisors which is particularly focused on creating short term results over having developmental engagement.
For transformation the business should be able to align with visible practises with desired collaborative ethos. Communication campaigns from the leadership along with team charters as well as recognition platforms can reinforce the coherence of the human resources as a culture across departments.
[bookmark: _Toc212832647]Employee Engagement through Kahn’s Psychological Conditions
Engagement often can be depended on psychological meaningfulness as well as safety and even availability. The engagement challenges at this particular business can stem from low perceived safety as well as lack of developmental support. Manager as a result should do the following –
· Enhance the aspect of meaningfulness by linkage between daily tasks as well as satisfaction outcomes.
· Try to promote psychological safety through transparent communication styles as well as open feedback systems.
· Try to create more availability by the reduction of workload stress and improvement of flexibility in scheduling.
Adoption of these engagement levers should be able to create an environment within which employees are feeling both valued as well as empowered. Businesses which have highly engaged teams are known for experiencing 23% high profitability which highlights that tangible impact of engagement driven culture is present (Gallup, 2023).
[bookmark: _Toc212832648]Measuring and Sustaining Engagement
The engagement strands over here can be tracked through biannual service as well as pulse feedback and even retention related data. Job Demands–Resources model or JD-R (Bakker and Demerouti, 2017) is a capable framework which can support the monitoring process in terms of understanding the excessive demands in regards to time pressure. The need of resources in the form of autonomy or feedback which can drive response can also be evaluated. In current context data analysis should be able to link engagement scores with operational performance indicators such as customer satisfaction rate or even absenteeism rates which will then form a predictive HR dashboard.
[bookmark: _Toc212832649]Recommendations
On the basis of theoretical and contextual analysis the integrated recommendations that follow are proposed for the enhancement of performance management and people management practises at BrightWave.
· For betterment of leadership development, the key actions must involve introduction of structured crouching certification for middle managers(Yukl, 2006) which will be also embedded with emotional intelligence workshops. It is expected that this will build empathetic as well as empowering managers which will then reduce the turnover rate somewhat.
· Cultural alignment can also be improved as an area of focus by creating some actions in the form of launching quarterly employee voice sessions for capturing frontline feedback and even shaping shared values. This is particularly based on the findings of Schein (2010). It is expected that it will improve communication as well as cultural cohesion and trust. 
· Performance and accountability related standards can be increased by aligning appraisal related performance indicators with developmental plans and even team objectives. This should be helpful in regards to ensuring that there is fairness and it is able to foster continuous improvement. 
· On the other hand, employee wellbeing can be improved significantly in terms of creating better working conditions for human resources. This is possible through expansion of the flexible scheduling and the process of offering mental health support partnerships. The expected outcomes of this particular action can involve the reduction of absenteeism along with the increase of psychological safety among group and individuals.
· The aspect of recognition and motivation can be better maintained within the internal environment through development of a digital reward system platform which links recognition with peer nominations. In order to motivate more individuals to actively perform in developmental activities and learning activities that are offered this particular platform can also be coupled with the process of achieving learning credits as recognition. It is expected that the expected impact over here will be enhancement of intrinsic motivation and good levels of engagement across different business units. 
[bookmark: _Toc212832650]Conclusion
It must be taken into consideration that human resources have also most important stakeholders within the Italian environment of India organisation due to their direct as well as indirect contributions to the performance levels. Because of this very factory it is always important to consider the wellbeing as well as the standards that motivate human resources in performing at their best levels more often. The success of the current business in context to navigation of operational and cultural challenges is heavily dependent on developing people managers as well as performance managers as strategic enablers of performance as well as engagement levels. 
Application of several theoretical perspectives has highlighted that the privatisation towards motivation as well as leadership capability creation and cultural coherence can help the business in fostering a high performing as well as inclusive workforce which is very much aligned with business strategy. Implementation of the recommended initiatives that are outlined above however will not only be dependent on the internal conditions but the external conditions and trends in context to the job market must also be taken into consideration and integrated well. The successful completion of such processes is expected to enable a position for the business as a trusted UK service provider with high resilience within its internal environment.
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