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1.1

Chapter 1: Introduction and Objectives

Chapter 1 is titled as, ‘Introduction and Objectives, which deals with about the
study, objectives and study related topics such as middle management, people
management, types of organization compositions, career progression, and

identifying the ways to be successful and so on.

Introduction

Specialists have characterized administrative abilities as specific specialized
information in specific occupations that chiefs should groups to play out their
obligations and parts. Administrative aptitudes are an arrangement of practices
that prompt successful employment execution and without them much of the

time the information of supervisor's does not have any impacts.

The administrative abilities of managers are mainly classified into three

categories viz. Personal Skills, Inter-Personal Skills and Group Skills.

e Personal skills comprises of: self-awareness, stress management, problem

solving skills

e Inter-Personal skills consist of: communication skills, power of

influencing others, conflict management, skills of motivating people.

e Group skills includes: people empowerment, team building and authority

delegation.

The present directors need to monitor what is going on in and around their
own association. They should keep themselves actually and authoritatively
updated. So also they need to guarantee, energize and encourage advancement
of partners. On account of fast change in innovation and simultaneous changes
in authoritative sizes, a substantial number of laborers are getting to be semi-

talented for new parts. The directors need to endeavor to connect this hole.




Viable correspondence is the way to viability of activities. It acquires better
help and willing inclusion of colleagues. It is likewise imperative keeping in
mind the end goal to guarantee legitimate valuation for activities and
requirements by the best administration; subsequently gathering help.
Overseeing individuals is a craftsmanship and loaning a genuine hearing
tackles even the most troublesome of issues. Sadly, the greater parts of us like
to talk as opposed to tune in. The administrators are capable both for finding
and characterizing their part and in addition releasing the same.
Accomplishment of their association is their errand and the world does not
house enchantment slugs. One needs to cut one's own particular weapons to
win the war. The primary concern along these lines is that the onus of
tweaking between the old and new administration rationalities lies on the

chiefs of today by which they can improve profitability and inspiration.

This study was about various options of career progression available to middle
management in IT organizations in and around Pune with special reference to
hurdles and identifying steps to be successful in the middle management. The
study analysis would provide solutions to overcome the prevailing hurdles in

middle management.

This study was primarily focused on IT industry and no other universal
industries were considered as, career progression of middle management in IT
industry is challenging due to the fact that the employees in this particular
industry are highly qualified and most of the work force is more or less similar
in education, skills etc to that of middle management. The differentiators to
move to middle management is only the liking, competency and interest for
people management. However, in other universal industries like mechanical,
automobile, construction etc there is clear differentiation between worker
category and management category due to their background, education,
competence and skills requirement. Due to this, middle managers are accepted

very easily as compared to IT industry which knowledge based industry




1.2

Organizational Compositions

What is Middle Management?

Middle Management is the halfway administration of a various leveled
association that is subordinate to the official administration and in charge of
no less than two lowers levels of junior staff. Not at all like the line
administration, middle management thought to be a senior (or semi-official)

administration position, with particular pay and a bundle of advantages.

Center supervisors' primary obligation is to actualize organization procedure
in the most productive way. Their obligations incorporate making successful
workplace, administrating the work procedure, ensuring it is agreeable with
association's necessities, driving individuals and answering to the largest

amount of administration.

Definition of Middle Manager

Middle Manager is any individual in the association or a business that handles
least of one optional (or junior) level of supervisors, and/or team members and
reports to a larger amount of directors inside the association. The obligations
of center supervisor normally incorporate doing vital mandates of upper-level
directors at the operational level, overseeing subordinate chiefs and workers to

guarantee smooth working of the venture.

The presence of middle managers or the center administration differs from
association to association. This is essentially in light of the fact that it relies

upon the creation of the association or the structure of the association.

Organizational Arrangements

A hierarchical game plan characterizes how exercises, for example, errand

assignment, coordination and supervision are coordinated toward the

accomplishment of authoritative points. It can likewise be considered as the




survey glass or point of view through which people see their association and

its condition. Associations are a variation of bunched elements.

An association can be organized in a wide range of routes, contingent upon its
goals. The structure of an association will decide the modes in which it works

and performs.

Hierarchical course of action permits the communicated distribution of duties
regarding distinctive capacities and procedures to various substances, for

example, the branch, office, work gathering and person.

Hierarchical course of action influences authoritative activity in two major

ways:

e It gives the establishment on which standard working methodology and

schedules rest.

e [t figures out which people get the opportunity to take an interest in which
basic leadership procedures, and in this way to what degree their

perspectives shape the association's activities.

Different types of Organizational Arrangements:

It must be noted that there exists two types of organisation compositions that

must be dealt with-one formal and the other informal.

The formal organisations generally are described by their organisational chart
and associated work profiles. The official reporting relationships are clearly

known to every manager.

Alongside the formal organisation exists are informal organisation which is a
set of evolving relationships and patterns of human interaction within an

organisation that are not officially prescribed.




Formal organisational arrangements are classified as:
e Line or Flat Arrangement.
o Staff or Functional Authority Layout.
e Line and Staff Composition.
o Committee Arrangement.
e Divisional Layout.
e Project based Composition.
e Matrix Organisational Arrangement and

e Hybrid Organisational Layout.

These organisational arrangements are explained subsequently.

Line or Flat Arrangement

A line association is typically flat in nature. It has just immediate, vertical
connections between various levels in the firm. There is just line offices
divisions specifically associated with achieving the essential objective of the
association. For instance, in a run of the mill firm, line offices incorporate
creation and promoting. In a line association specialist takes after the levels of

leadership.

The level structure is basic in little organizations (entrepreneurial new
companies, college turn offs). As organizations develop they have a tendency
to wind up noticeably more intricate and progressive, which prompts an
extended structure, with more levels and offices. Nonetheless, in uncommon
cases, the association stays level as it develops, shunning center chiefs. The
majority of the previously mentioned associations work in the field of
innovation, which might be critical, as programming engineers is

exceptionally talented experts, much like attorneys.

Figure 1 illustrates a single line organisational structure.

10




Figure 1: Line or Flat Arrangement

Manager Manager
(Production) (Marketing)
Supervisor | Supervisor Sales Head | Sales Head
(Fabrication) (Assembly) (A) (B)
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Personnel Personnel

As stated earlier, it has only direct vertical relationships between different

levels in the firm.

Some of the advantages of a flat arrangement are:

e Tends to disentangle and clear up expert, obligation and responsibility
connections.

e Promotes quick basic leadership.

e Simple to get it.

e A line structure has a tendency to disentangle and elucidate obligation,
specialist and responsibility connections. The levels of duty and
specialist are probably going to be exact and reasonable.

e A line structure advances quick basic leadership and adaptability.

e Because line associations are typically little, administrations and

representatives have more prominent closeness.

11




In any case, there are a few drawbacks too. They are:

Neglects specialists in planning

Possible over-burdening by key people.

As the firm develops bigger, line association turns out to be more
inadequate.

Improved speed and adaptability may not counterbalance the absence
of particular learning.

Managers may need to end up specialists in an excessive number of
fields.

There is a propensity to wind up plainly excessively subject to the few

key individuals who can play out various occupations.

Staff or Functional Authority Layout

The occupations or positions in this sort of association design might be

classified as:

Line put: a place in the immediate levels of leadership that is in charge
of the accomplishment of an association's objectives and
Staff put: A place expected to give mastery, guidance and support for

the line positions.

The line officers or supervisors have the immediate specialist (known as line

expert) to be practiced by them to accomplish the authoritative objectives. The

staff officers or directors have staff specialist (i.e., expert to exhortation the

line) over the line. This is otherwise called practical expert.

12




An association where staffs divisions have expert over line faculty in limit

zones of specialization is known as useful specialist association.

Figure 2 shows a Staff or Functional Authority layout.

Figure 2: Staff or Functional Authority Layout
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In the line association, the line chiefs can't be specialists in every one of the
capacities they are required to perform. Be that as it may, in the practical
expert association, staff work force who are masters in a few fields are given
useful specialist (The privilege of staff authorities to issue arranges in their

own names in assigned territories).

The guideline of solidarity of charge is disregarded when useful expert exists
i.e., a laborer or a gathering of laborers may need to get directions or requests
from the line chief and the staff master which may bring about perplexity and
the clashing requests from various sources may prompt expanded
insufficiency. Some staff pros may apply coordinate specialist over the line
faculty, instead of apply counsel expert (for instance, quality control assessor

may coordinate the laborer and in addition prompt in issues identified with

quality).
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A useful hierarchical structure is a structure that comprises of exercises, for
example, coordination, supervision and assignment designation. The
authoritative structure decides how the association performs or works. The
term hierarchical structure alludes to how the general populations in an
association are gathered and to whom they report. One customary method for
sorting out individuals is by work. Some regular capacities inside an
association incorporate production, marketing and promoting, HR, and

accounting.

While this kind of authoritative design beats the hindrances of an
unadulterated line organisaional structure, it has some real drawbacks. They
are:
e the potential clashes coming about because of infringement of rule of
solidarity of summon and
e the inclination to keep specialist concentrated at more elevated

amounts in the association.

Line and Staff Composition

Generally expansive associations have this kind of hierarchical course of
action. These associations have immediate, vertical connections between
various levels and furthermore authorities in charge of exhorting and helping
line chiefs. Such associations have both line and staff divisions. Staff offices
give line individuals guidance and help with particular zones (for instance,

quality control prompting generation division).

Figure 3 demonstrates a run of the mill line and staff authoritative outline. The
line capacities are generation and showcasing though the staff capacities
incorporate work force, quality control, innovative work, back, bookkeeping
and so forth. The staff expert of utilitarian specialist authoritative structure is
supplanted by staff duty with the goal that the standard of solidarity of charge

is not disregarded.

14




In the figure there are three sorts of specific staffs might be distinguished:

e Advisory: Management data framework, Operation Research and

Quantitative Techniques, Industrial Engineering, Planning and so on.

e Service: Maintenance, Purchase, Stores, Finance, Marketing.

e Control: Quality control, Cost control, Auditing and so on.

Figure 3: Line and Staff Composition
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A few staffs perform just a single of these capacities however some may
perform two or all the three capacities. The essential preferred standpoint is
the utilization of mastery of staff pros by the line work force. The traverse of
control of line directors can be expanded in light of the fact that they are

calmed of many capacities which the staff individuals perform to help the line.
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Highlights:

Line and staff have coordinate vertical connection between various
levels.
Staff pros are in charge of exhorting and helping line directors/officers

in particular territories.

A few focal points are:

Even through a line and staff structure permits higher adaptability and
specialization it might make struggle amongst line and staff work
force.

Line chiefs dislike staff work force guiding them and how to do it
despite the fact that they perceive the masters' information and
aptitude.

Some staff individuals experience issues acclimating to the part,
particularly when line administrators are hesitant to acknowledge
counsel.

Staff individuals may loathe their absence of specialist and this may
cause line and staff strife.

Use of aptitude of staff experts.

Span of control can be expanded.

Relieves line experts of standard and specific choices.

No requirement for all round officials.

A few points of interest are:

Conflict amongst line and staff may in any case emerge.
Staff officers may loathe their absence of specialist.
Co-ordination amongst line and staff may wind up plainly

troublesome.

16




Committee Arrangement

Committee arrangement has following features:
e [t is made for dealing with specific issues/circumstances.

e There are brief choices.

Focal points:
e Committee choices are superior to singular choices.
e Better communication between boards of trustees individuals prompts
better co-appointment of exercises.
e Committee individuals can be inspired to take part in cooperative
choice making.

e Group talk may prompt imaginative considering.

Disservices:
o Committees may postpone choices, devour additional time and thus
more costly.
e Group activity may prompt trade off and hesitation.

e 'Passing the Buck' may come about.

Divisional Layout

The divisional structure or product structure consists of self-contained
divisions. A division is a collection of functions which produce a product. It
also utilizes a plan to compete and operate as a separate business or profit
center. It was observed that divisional layout is seen as the second most

common arrangement for organization today.

17




In this kind of structure, the association can have diverse premise on which
offices are framed. They are:

e Function

e Product

e Geographic Territory

e Project
Organization structure or Association structure depends on division of work in
light of a practical movement, for example, fund, promoting, and so on or in
view of kind of items made or in view of geographic area of the units or in
view of ventures attempted.
Figure 4 to Figure 7 shows organisational structures formed based on the

above basis of differentiation.

Figure 4: Divisional Layout Based on Function
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Figure 5: Divisional Layout Based on Product
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Figure 6: Divisional Layout Based on Location / Geography
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Figure 7: Divisional Layout Based on Project
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By combination Approach

Differentiation by Combination Approach (combination of any two or more

bases shown above) may be done.

Project based Composition

The line, line and staff and useful specialist hierarchical structures encourage
foundation and circulation of expert for vertical coordination and control

instead of level connections.

An undertaking association is a brief association intended to accomplish
particular outcomes by utilizing groups of masters from various practical
regions in the association. The task group concentrates every one of its
energies, assets and results on the allotted venture. Once the task has been
finished, the colleagues from different cross useful divisions may backpedal to
their past positions or might be allocated to another venture. A portion of the
cases of activities are: innovative work ventures, item advancement,
development of another plant, lodging complex, shopping complex, connect

and so on.

In a few tasks (complex movement comprising of various associated and free
exercises) work process may stream on a level plane, corner to corner,
upwards and downwards. The heading of work process relies upon the
conveyance of gifts and capacities in the association and the need to apply
them to the issue that exists. They adapt up to such circumstances, venture

associations and lattice associations have risen.

20




Figure 8 illustrates a project based composition.

Figure 8: Project based Composition
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Highlight:

Impermanent association intended to accomplish particular outcomes by

utilizing groups of experts from various utilitarian regions in the association.

Project based composition is most valuable when:

e Work is characterized by a particular objective and deadline for

fulfillment.

e Work is one of a kind and new to the association.

e Work is perplexing having autonomous exercises and concentrated

aptitudes are important for achievement.

o Work is basic regarding conceivable additions or misfortunes.

e Work is not redundant in nature.
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Characteristics of project organisation:

Personnel are allocated to an undertaking from the current perpetual
association and are under the course and control of the venture chief.
The venture director determines what exertion is required and when
work will be performed though the concerned division chief executes
the work utilizing his assets.

The venture administrator gets the required help from creation, quality
control, building and so on for culmination of the task.

The expert over the venture colleagues is shared by venture director
and the separate practical chiefs in the perpetual association.

The administrations of the authorities (venture colleagues) are briefly
lent to the undertaking supervisor till the finishing of the task.

There might be strife between the venture chief and the departmental
supervisor on the issue of practicing specialist over colleagues.

Since expert connections are covering with conceivable outcomes of
contentions, casual connections between venture supervisor and
departmental administrators (useful directors) turn out to be more
critical than formal remedy of specialist.

Full and free correspondence is basic among those dealing with the

project.

Matrix Organisational Arrangement

It is a lasting association intended to accomplish particular outcomes by

utilizing groups of experts from various useful regions in the association. The

lattice association is as appeared in Figure 9.
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Figure 9: Matrix Organizational Arrangement
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The grid structure assembles representatives’ work by both capacity and item.
This structure can join the best of both separate structures. A framework
association every now and again utilizes groups of representatives to achieve
work, keeping in mind the end goal to exploit the qualities, and compensate
for the shortcomings, of practical and decentralized structures. A case would
be an organization that produces two items, "item an" and "item b". Utilizing
the framework structure, this organization would sort out capacities inside the
organization as takes after: "item a" business office, "item a" client benefit
office, "item a" bookkeeping, "item b" deals office, "item b" client benefit

office, "item b" bookkeeping division.
Highlights:

It superimposes a flat arrangement of divisions and revealing connections onto

a various leveled useful structure.
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Focal points:
e Decentralized basic leadership.
e Strong item/venture co-appointment.
e Improved ecological observing.
e Fast reaction to change.
e Flexible utilization of assets.

e Efficient utilization of emotionally supportive networks.

Inconveniences:
e High organization cost.
e Potential disarray over specialist and obligation.
e High prospects of contention.
e Overemphasis on collective choice making.

e Excessive concentrate on interior relations.

This sort of arrangement is regularly utilized when the firm must be

exceedingly receptive to a quickly changing outer condition.

In matrix or network structures, there are function specific directors and item
(or task or business gathering) chiefs. Practical chief are accountable for
specific assets, for example, generation, quality control, inventories, booking
and showcasing. Item or business aggregate administrators are accountable for
at least one items and are approved to get ready item techniques or business
gather procedures and approach the different useful chiefs for the fundamental

assets.

The issue with this structure is the negative impacts of double specialist like
that of venture association. The utilitarian supervisors may lose some of their
power since item administrators are given the financial plans to buy inner
assets. In a grid association, the item or business gather directors and useful

administrators have to some degree approach control. There is probability of

24




contention and dissatisfaction yet the open door for speedy and effective

achievement is very high.

Hybrid Organisational Layout

Hybrid Organization format is utilized by the associations that face extensive

ecological vulnerability that can be met through a divisional structure and that

additionally required useful mastery or productivity.

Figure 10 shows the hybrid organisational layout.

Figure 10: Hybrid Organization Layout
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Figure 11 indicates a combination structure

Figure 11: Hybrid Organization Layout — Combination

Board of directors

v

Managing Commitiea

ar. V.P. Sr. V.P. Sr. V.F. EJ. VP, Sr, V.P. Sr.['l.l'.l'-".
(R&D) (R&D) {Finance) (Mktg.) (HRD) (Q.C.)
V.P V.P. V.P. V.P. V.P.
{Southem {Northem (Eastam (Westemn {External
Units) Units) Linits) Uinits)

Points of interest:
e Alignment of corporate and divisional objectives.
e Functional aptitude and proficiency.

e Adaptability and adaptability in divisions.

Burdens:
o Conflicts between corporate offices and units.
e Excessive organization overhead.

e Slow reaction to excellent circumstances.

Notwithstanding above demonstrated association courses of action, there

likewise exists some other kind of organization plans.
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The Informal Organization

A informal or casual association is the arrangement of developing connections
and examples of human communication inside an association which are not
authoritatively displayed. Nearby the formal association, a casual association
structure exists which comprises of casual connections made not by
authoritatively assigned supervisors but rather by hierarchical individuals at
each level. Since administrators can't maintain a strategic distance from these

casual connections, they should be prepared to adapt to it.

The casual association has the accompanying attributes:
e Its individuals are combined to fulfill their own needs (requirements
for alliance, kinship and so on.)
e [t is constantly evolving:
e The casual association is dynamic.
e [tincludes individuals from different authoritative levels.
e [t is influenced by relationship outside the firm.
e It has a pecking request: certain individuals are doled out more

noteworthy significance than others by the casual gathering.

Despite the fact that and informal or a casual hierarchical structure does not
have its own formal authoritative diagram, it has its own hierarchy of

leadership.

Advantages of Informal Organization:
e Assists in achieving the work quicker.
e Helps to evacuate shortcoming in the formal structure.
e Lengthens the powerful traverse of control.
e Compensation for infringement of formal authoritative standards.
e Provides an extra channel of correspondence.
e Provides passionate help for workers.

e Encourages better administration.
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Drawbacks of casual association / informal organization:
e May conflict with the reason for formal association.
e Reduces the level of consistency and control.
e Reduces the quantity of down to earth options.

e Increases the time required to finish exercises.

Virtual Structure

Virtual association is characterized as being firmly coupled upstream with its
providers and downstream with its clients to such an extent that where one
starts and alternate closures implies little to the individuals who deal with the
business forms inside the whole association. A unique sort of limit less

association is non-existent.

Hierarchy-Community Phenotype Model

In the 21st century, despite the fact that most, if not all, associations are not of
an unadulterated various leveled structure; numerous administrators are as yet

heedless to the presence of the level group structure inside their associations.

The business is never again only a place where individuals come to work. For
a large portion of the workers, the firm gives on them that feeling of having a
place and personality — the firm has turned into their "town", their group. The
firm of the 21st century is not only a pecking order which guarantees most
extreme proficiency and benefit; it is likewise the group where individuals
have a place with and develop together, where their full of feeling and

inventive needs is met.
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Organizational Structure in Information Technology (IT) Organizations

Organizational composition in IT organizations has been evolved from various
types of structures discussed above. It varies from organization to organization
and also depends on various other factors such as size of the company, product
and services offered, geographic locations of business, employees working

within the organization and management hierarchy structure and so on.

Typical IT organization structures are shown in Figure 12 and Figure 13.
Figure 12 is about management structure of Infosys Company whereas Figure
13 is organizational arrangement of a hypothetical IT organization. This will

provide an idea of the organization structure within any IT organization.

Figure 12: Management Structure of Infosys Company
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Reference: Infosys Limited, Company Website [http://www.infosys.com].
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Figure 13: Organizational Arrangement of a Hypothetical IT Organization
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Reference: Desk Research / Secondary Research.

1.3 Importance of Middle Management

Authority Development is Key for Middle Managers

Center supervisors experience the ill effects of the center kid disorder. They
are in charge of coordinating representatives in key execution ranges and their
prosperity is required for getting vital business comes about. Be that as it may,
they frequently are dismissed inside organizations, getting neither the regard
nor the consideration they merit. It was trusted that creating center

administrators can restore the speculation many circumstances over.
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Middle Managers Play a Pivotal Role

What makes center chiefs imperative is their position inside the organization.
They are near the activity, with information of operations and procedures and
also direct associations with clients and cutting edge workers. They are
arranged all through the association and know the critical issues, where issues
exist, and where openings lie. They are at last the pioneers who will get
change going—or toss detours in its direction when they are not included.
Dismissing this gathering is hindering to the organization since center
administration is both the demonstrating ground and the advancement ground
for future officials. The cost can be high; when a key center supervisor leaves,

a storage facility of learning leaves too.

Making a Developmental Culture

Authority advancement programs focused to this key center administration
amass assist adjust their initiative practices to existing business system and
objectives. Likewise with any change activity, it is critical to acquire purchase
in from center administrators for any formative procedure. Sharing business
change objectives with them and picking up their contribution on what
pioneers in the organization need to do any other way later on can give
imperative data and important bits of knowledge. It can likewise help
recognize achievement factors for an initiative competency show that can fill
in as the reason for accomplishing business objectives. Once a competency
demonstrate is produced, administrators can be measured against the
achievement factors. By and by, institutionalized administration appraisal
instruments were utilized for outer benchmarking and 360° assessments for
interior execution criticism. The outcomes from these appraisals are then
incorporated, in a formative meeting, with an audit of individual directors'

own particular observations and particular business challenges.
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Individualize Developmental Planning

From these meetings, singular preparing and formative projects are made to
focus on every chief's particular needs. This procedure gets the center
director's sense of duty regarding particular preparing and advancement
objectives since they have officially distinguished key skills important for
accomplishing the strategy for success. The recommended program not just
causes them be more viable at work in accomplishing business comes about,

yet in addition helps in accomplishing individual profession goals.

At the point when this formative procedure is improved the situations center
administrations amass in general, critical gathering information can be
evaluated to recognize aptitude or competency holes. These can be focused
through gathering instructional courses. The accentuation is dependably on
singular responsibility of administrators for their own particular improvement

on the off chance that they are to advance as future pioneers.

Organizations give them the instruments to work with, yet it is dependent
upon them to "bring it and keep running with it." Often, this formative
procedure will isolate the individuals who are completely dedicated to making
progress and the individuals who are most certainly not. It is an approach to

recognize future official pioneers.

Official Follow-up and Coaching

Senior administrators need to fortify formative activity anticipates center
directors with follow-up exchanges and training. They should give specific
consideration regarding at work encounters that may be useful in creating
singular aptitudes and capabilities. These tasks require not be expansive.
Littler yet more significant undertakings can give important preparing
knowledge while likewise adding to an organization's business comes about.

By focusing on center administrators for improvement, officials are sending a
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1.4

reasonable message about their significance to the association. In the
meantime, center directors are affecting regular organization execution,
making the up and coming era of official pioneers, and adjusting all parts of

the association for making business progress.

People Management

What is People Management?

Your workers are the greatest resource you have. Their execution and state of
mind can bring about the achievement or disappointment of your business. The
most troublesome piece of any supervisor's occupation is people management.
He or she is required to lead, persuade, prepare, motivate, and support. Then
again, he or she is additionally in charge of enlisting, terminating, restraining,
preparing and assessing. These capacities appear to be inconsistent, however
an effective supervisor can coordinate both the positive and negative parts of

these errands to make a positive, gainful work compel.

Individuals’ administration, otherwise called human asset administration
(HRM), envelops the errands of enlistment, administration, and giving

continuous help and course to the workers of an association.

These undertakings can incorporate the accompanying: remuneration,
contracting, execution administration, association advancement, security,
health, benefits, worker inspiration, correspondence, organization, and

preparing.

While dealing with the general population inside an association, a director
must concentrate on both procuring the ideal individuals and after that getting
the most out of these individuals. New faculty must furnish the association

with the best ability accessible that addresses the issues of the business.

The association must look forward to how another worker can be utilized to

their fullest. Getting the most out of a worker implies a business has steady
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strategies and practices set up to give its kin suitable preparing and

advancement. Representatives are included as "accomplices" in the business.

Likely the most imperative assignment a chief will confront when managing
the general population under his course is that of drawing out the best in them.
Opening individuals potential is frequently observed as the way to any
business' prosperity. At the point when a representative's abilities are not
directed effectively, their conduct can genuinely trade off the accomplishment

of an association.

A portion of the parts that a representative who is not being utilized to his
potential can go up against are as per the following: slacker, saint, prattle,
controller, deceiver, a deer in the headlights, dark opening, stonewalled,

curmudgeon, spook, and predator.

Rather than managing representatives that create barrier components to veil
their disappointment with their work circumstance, we should look as some
approaches to support viable conduct at work. After an issue conduct has been
distinguished, address the representative quickly. Talk about assuming liability
for the inadequate conduct, how the conduct shows itself, and the impact the
conduct is having on the association. Next, give the representative contrasting

options to his present conduct.

At the end of the day, it is essential to instruct the individual the standards of
accomplishment:

e (Co-operation

e Respect

e Self-motivation

e Trust

e Self-Discipline
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Since the worker has contrasting options to their present conduct, draw up an
execution change contract in which he or she consents to particular activities
to change his or her incapable conduct. After the agreement is marked, an
administrator needs to remain included and focused on the procedure of
progress. He or she can't expect that the issue will be consequently settled now
that it has been revealed. The worker will require acclaim and fortification of
any advance that they can make. In the event that positive change is to happen,
it will be obvious not long after the underlying encounter. On the off chance
that this does not happen, an end meeting must be booked rapidly. One
worker's dangerous conduct can rapidly spread all through an association in

the event that it is not managed rapidly and productively.

While assessing an association's workforce, there are a few zones that must be
tended to. To start with, the staff must have the devices and assets that they
have to carry out their occupations adequately. Workers can't be reprimanded
for an association's wastefulness on the off chance that they are not furnished
with the gear important to perform enough. Next, become more acquainted
with every representative as an individual and ensure that they know about
their particular part inside the association. Elucidate their obligations and
objectives. Additionally, include every worker in settling on choices which
influence their subject matter. This will bring about the representative feeling
that they "have a say" in what goes ahead in the association and he or she will
feel a feeling of proprietorship. At last, ensure that representatives have a

chance to mess around with their associates at proper circumstances.

Individuals Empowerment can be an extremely compelling apparatus inside
the field of individuals’ administration. This system can be utilized to include
workers in any change program inside an association. Expert, responsibility,
and duty are appointed to the representatives for enhancing the procedures
which are under their control without first obtaining authorization from
administration before rolling out improvements. This can be effective just
when workers are perceived, saluted, and remunerated for their responsibility
regarding critical thinking.
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Issues in People Management

Administration has its offer of advantages and rewards. Supervisors are for the
most part in a superior position to impact and lead change. In many
associations, being an administrator implies a superior pay bundle and not
sitting in a work space. Above all, there's in no way like the fulfillments of
helping an individual or group achieve their objectives and perform taking

care of business.

Be that as it may, there's a cost to pay for the status and those additional prizes

and livens.

Being a people director implies you additionally need to manage the intense
issues that can make you lose rest. A portion of the issues related with

individuals administration are as clarified beneath.

e Facing an Employee Performance Problem

Managing execution issues has been and dependably will be the real
wellspring of an administrator's restless evenings. While these issues
are never simple, they don't need to be so difficult. Numerous
execution issues can be averted with better choice practices and

afterward by setting clear execution desires.

On the off chance that you distinguish an issue, the sooner you
participate in valuable input the quicker you can encourage an
adjustment in conduct. In the event that the conduct does not enhance,
a reasonable, reasonable and time-boxed dynamic train process is
called for. Putting off discourses or evading the train procedure drag
out the issue and add to your restless evenings. Stand up to execution
issues when they show up in the working environment and you will

rest simpler.
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Termination of the Employee

There truly is no tranquilizer for this one. Regardless of what you've
done (see number one), it's continually going to be horrible. No

administrator ought to ever get excessively alright with this obligation.

Notwithstanding the tips in number one, ensure you have clear polices

and preparing for serious direct infringement.

For cutbacks, ensure you utilize a reasonable and reliable process, get
preparing on the best way to direct the dialog deferentially, and give a
reasonable severance and outplacement bundle. See "How to Fire an

Employee."

Hiring it Right / Making the Appropriate Recruitment

Picking between your last hopefuls can be anguishing. In the event that
you pick wrong, you will wind up managing a couple of alternate
issues on this rundown. The cure? Utilize a decent choice process -

don't "wing it" (most administrators really do).

Get prepared in choice talking; consider utilizing approved
determination appraisals; get various data sources, offer practical
occupation reviews or shadowing, and work with a decent HR expert

or selection representative.

Doing Something Wrong or Unethical

Here's a deterrent cure that is served me well finished the years: when
settling on a choice, ask yourself, "How agreeable would I be perusing
about my choice in the daily paper the following day"? That is a far
superior inquiry than "What are the odds of being gotten?"
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In any case, in the event that you do mess up (and we as a whole do),
at that point the best thing is to confess all and claim up to it. Smoke
screens are normally more terrible than the oversight. Live with the

outcomes, gain from your mix-up, and get on with it.

In the event that one of your representatives hybrid the line of moral
conduct and accomplish something dishonest, handle the issue

instantly and get assistance from your HR star or consistence group.

Dealing with Your Boss

The theme of how to manage a terrible supervisor would consume up
more room than this post permits. How about we accept most managers
is sensibly equipped with great expectations (and they are). Supervisors
and individuals by and large, don't care for being told they are
incorrect. On the off chance that that is your objective in an encounter
(to persuade your supervisor you're correct and they are incorrect), at

that point it won't be a beneficial exchange.

Have a go at placing yourself in your manager's shoes, and offer your
thought as an option that will enable them to accomplish their targets.
Additionally, tune in and keep a receptive outlook. Who knows, your
supervisor may have data that would lead you to re-consider your

thought.
In particular, chip away at setting up an establishment of trust and

shared regard with your manager. That way, you'll have the capacity to

have contradictions in a sheltered and gainful condition.
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Team Disagreements

As directors, we as a whole need our representatives to work together,
function as a group, and get along in the sandbox. When one
representative comes to you with grumblings about another worker, it
puts the administrator in a troublesome position of arbitrating the

question.

It is essential to recognize assignment or individual clash when
alarmed to a circumstance between colleagues. Errand struggle is
ended up being solid and prompt the thought and advancement of
option thoughts. Individual clash in any case, is poisonous on groups
and should be killed quickly.

Many venture directors and group pioneers strive to illuminate group
esteems ahead of schedule in the development procedure. The qualities
layout worthy and rousing practices and colleague support of the

qualities is a prerequisite.

On the off chance that the contentions are close to home, direct a
reasonable, forthcoming talk with the included gatherings and
demonstrate that conduct change is normal quickly. On the off chance

that the contention proceeds, kill the people from the group.

An extraordinary number colleague clashes can be evaded with a
colleague selecting profile that unmistakably depicts the requirement
for cooperation and coordinated effort. Expected practices ought to be
distinguished in detail and rewards and outcomes that strengthen these

desires unmistakably imparted.
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As a last alert, be careful the "star" entertainer that is reliably ticking
off their collaborators. In the event that you do, at that point you are

welcoming clash to the group party.

The distinguishing proof and fortification of group esteems is your best
preventive prescription for group strife. On the off chance that it rises,

manage it rapidly, immovably and reasonably.

Inter-Personal or Peer Disagreements

Is it true that you are beginning to see a pattern here? Indeed,
encounters — those chaotic individuals’ issues — are likely the single
parts of work that keep administrators up around evening time the
most. That is the reason numerous chiefs have a tendency to maintain a
strategic distance from them. Now and again, that is not an awful

system (i.e., grow more resistance, acknowledgment, and so forth... ).

Nonetheless, when a lot is on the line, shirking is an appalling
technique. Likewise, not all showdowns are awful — a little useful

clash is sound for a group.

Having to Learn Something New

It's dependably a test when we need to leave our usual range of
familiarity and feel "clumsy" once more. On the off chance that you
never do anything new and extraordinary, you're not creating. The
most impactful approach to create as a pioneer is new occupations and
testing assignments. "Learning dexterity" is not something anybody is

conceived with — it can be produced after some time.
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When you are in another part or exploring new territory, set up an
improvement intend to guarantee your prosperity. There are typically a
few "topic specialists" that you can gain from, and additionally books,

courses, and online assets.

These days, with person to person communication, you can without
much of a stretch discover somebody that will help by sharing their
aptitude in whatever you have to learn. Awesome pioneers are

continually learning, and are not reluctant to let it be known.

Exit of High Performance Employee

Try not to hold up until the point when your star representative appears
with an offer letter. By at that point, it's past the point of no return.
Guarantee that your high potential workers are paid what they are
worth, are tested, bolstered, and are learning. Tell them you give it a

second thought and the amount you value them.

Remember, star entertainers will in the end get advanced or leave for
better open doors. That is alright, that is the remunerating some portion
of being an extraordinary pioneer (as long as they are leaving for the

correct reasons, not on account of they are disappointed).

Exhaustion

Deal with your wellbeing and dependably keep a viewpoint on the
things in life that truly matter. Directors that don't take get-aways are
not profiting from the chance to energize their batteries. They likewise
set appalling cases for their workers, which can prompt consuming

them out also.
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Reasons for Problems in People Management

These issues may emerge because of different sorts of conditions the task
supervisors are confronting today. A portion of the causes are as recorded

beneath.

Adjusting the components of an intricate task: the time, cash, extension and
individuals - is one of the employments of a venture administrator.
Undertaking administration preparing is a fundamental stride for dealing with
the sudden snags venture chiefs can confront once a day. Recorded underneath
are a portion of the makes that leads venture administration issues that task

chiefs can experience at work.

Task Management Problems inside Corporate Projects

e Undefined Goals: When objectives are not obviously distinguished, the
entire venture and group can endure. At the point when upper
administration can't consent to or bolster indistinct objectives, the
undertaking being referred to normally has minimal possibility of
succeeding. The task chief must request that the correct inquiries build

up and convey clear objectives from the start.

e Scope Changes: Also known as degree crawl, this happens when
venture administration enables the task's extension to reach out past its
unique destinations. Customers and bosses may request changes to an
undertaking, and it takes a solid task administrator to assess each
demand and choose how and if to execute it, while conveying the

consequences for spending plan and due dates to all partners.
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Working with a Team: Problems for Project Managers

Inadequate Skills for the Project — A venture in some cases requires
abilities that the undertaking's supporters don't have. Undertaking
administration preparing can enable a task pioneer to decide the
required abilities, evaluate the accessible specialists and suggest

preparing, outsourcing or contracting extra staff.

Lack of Accountability — A venture chief's initiative qualities can
sparkle when every individual from the group assumes liability for his
or her part in making venture progress. On the other hand, an absence
of responsibility can convey a task to a total stop. Blame dealing and
maintaining a strategic distance from fault are useless, however very
basic highlights of defective venture administration. Figuring out how
to coordinate groups toward a shared objective is a critical part of

venture administration preparing.

Project Management Problem: Dealing With Risk

Improper Risk Management — Learning to manage and get ready for
hazard is another imperative bit of undertaking administration
preparing. Hazard resilience is commonly an alluring task director
quality since ventures infrequently go precisely to design. Social affair
input, creating trust and knowing which parts of a task are well on the
way to veer off base are parts of the undertaking supervisor's

employment.

Ambiguous Contingency Plans — It's essential for venture supervisors
to realize what course to take in pre-characterized "consider the
possibility that" situations. In the event that possibilities are not
recognized, the whole undertaking can wind up noticeably buried in a

startling arrangement of issues. Requesting that others recognize
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potential issue regions can prompt a smoothed and effective

undertaking.

Project Management and Communication Problems

e Poor Communication: Project supervisors give guidance at each
progression of the task, so each group pioneer realizes what's normal.
Powerful correspondence to everybody engaged with the undertaking

is essential to its effective fulfillment.

e Project administration preparing incorporates an accentuation on

composed and oral relational abilities.

e Proper correspondence can help build confidence by setting up clear

desires.

e Good venture administrators keep correspondence and criticism

streaming between upper administration and group pioneers.

Managing Expectations: An Important Project Manager Attribute

e Impossible Deadlines: A fruitful venture chief realizes that more than
once approaching a group for the outlandish can rapidly bring about
declining resolve and efficiency. The chances of effectively finishing
an undertaking under outlandish due dates are by and large not

attainable desires.

e Resource Deprivation: all together for an undertaking to be run
productively and adequately, administration must give adequate assets.
Venture administration preparing demonstrates to characterize needs
and acquire endorsement in advance, and helps venture supervisors

relegate and organize assets all through the span of a task.
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o Lack of Stakeholder Engagement: An unengaged colleague, customer,
CEO or merchant can pulverize an undertaking. A talented undertaking
director conveys transparently and energizes criticism at each

progression to make more prominent engagement among members.

Project Management Training Pays Off

Successful project administration aptitudes can be learned and created with
quality undertaking administration preparing. It's essential to sincerely assess
your abilities and work to enhance those lacking. Proceeding with training is
regularly the initial move toward conquering the difficulties you'll likely face

all through your undertaking administration profession.

Career Progression of Middle Management in IT Organizations

What is (employee) promotion? / What is (employee) advancement?

The progression of a worker starting with one employment position then onto
the next occupation position that has a higher pay go, a more elevated amount
work title, and, regularly, more and more elevated amount work obligations in

an association, is known as an advancement.

Some of the time an advancement brings about a representative assuming on
liability for overseeing or regulating crafted by different workers. Basic

leadership specialist tends to ascend with advancement also.

Not at all like in a sidelong move, can the advancement bring about more
status inside the association. Be that as it may, alongside the specialist and
status passed on with the new position title, comes extra duty, responsibility,

and extended desires for commitments.
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For sure, one standard joke in associations that advance representatives is. "Be

watchful what you wish for..."

Outwardly, advancement moves a worker's occupation up one level on an
authoritative graph. The new detailing connections are shown as vertical lines

to boxes underneath the new level of the representative after the advancement.

Advancement is seen as alluring by workers as a result of the effect
advancement has on pay, expert, obligation, and the capacity to impact more
extensive authoritative basic leadership. Advancement raises the status of the
worker who gets an advancement which is an unmistakable indication of

regard from the business.

As an indication of the esteem and regard that a worker is held in by the
business, the advancement is a noticeable activity that different representatives
see. In all instances of advancement, the business is transmitting to different
workers the sorts of activities, practices, and qualities he'd get a kick out of the
chance to find in their states of mind, viewpoints, commitments, and

responsibility.

Promotion Dilemmas

The primary problem a business faces is whether to post an occupation
opening inside, remotely or both. Inward representatives must feel as though
they have the open door for advancement or they start to feel as though their
vocations are on hold and there is no place for them to advance unless they

leave your association.

Outer candidates bring learning and experience from outside of your
association which is required for the association to proceed to develop and
create. Most bosses settle on a blend unless a vocation requires aptitudes that

the business knows are not accessible inside.
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Regardless of whether a business has time for an interior contender to get up-
to-speed on the abilities required likewise assumes a part in whether an inner

competitor is considered for advancement.

Not All Employees Want a Promotion

Advancement is not really the correct move to make with each representative.
A few workers don't need more elevated amounts of duty and specialist. They

are glad taking a shot at the employment as esteemed individual donors.

Advancement is a type of acknowledgment for representatives who make
noteworthy and successful work commitments. Therefore, a moment
predicament emerges in associations since rehashed advancements for the

most part put a representative in an administration part.

Associations, be that as it may, have made advancements the essential strategy
for workers to expand their compensation and specialist. Businesses are tested
to give elective profession ways to representatives who merit the advantages
and acknowledgment gave by advancement however don't seek to deal with

crafted by different workers.

Singular patrons must be qualified for advancements that perceive and reward
their part as donors. Both noticeably and as an educate to whatever remains of

the association, this acknowledgment exhibits what the business esteems.

For instance, in a working environment that has an advancement staff, it might
bode well to offer occupation titles, for example, Developer 1, Developer 2,
Developer 3, and Senior Developer to give acknowledgment and advancement

to representatives who are not keen on an administration or group pioneer part.
Advancement is a capable specialized device about what is esteemed inside an

association. Along these lines, advancement must be accessible to

representatives who assume any part in the commitment of work and esteem.
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1.6

Cases of a Promotion in the Workplace

These are cases of an advancement inside HR. Advancements appear to be
comparative in different divisions in your association. For instance, Marketing
Manager is elevated to Marketing Director. A portion of the cases of

advancement are:

o HR Assistant gets advancement to HR Generalist.

e HR Generalist gets advancement to a double part of HR Generalist and
Employee Development Coordinator.

e HR Generalist is given advancement to HR Manager.

e HR Manager is given advancement to Manager of Human Resources and
Administration.

e HR Manager is elevated to HR Director.

e HR Director gets advancement to HR Vice President.

e HR Vice President moves toward becoming Vice President of Global
Human Resources or Vice President of Talent Acquisition, Management,

and Development.

Middle Management — Hurdles

What is Frustration?

Frustration or Dissatisfaction is one of reasons for diminish in work intrigue.
In brain research, disappointment is a typical enthusiastic reaction to
restriction. Identified with outrage, disturbance and dissatisfaction,
disappointment emerges from the apparent imperviousness to the satisfaction
of a person's will or objective and is probably going to increment when a will
or objective is denied or blocked. There are two sorts of dissatisfaction; inward
and outside. Interior disappointment may emerge from challenges in satisfying
individual objectives, wants, instinctual drives and needs, or managing saw
inadequacies, for example, an absence of certainty or dread of social

circumstances.
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Strife, for example, when one has contending objectives that meddle with each
other, can likewise be an inner wellspring of disappointment and can make
psychological discord. Outer reasons for disappointment include conditions
outside of a person's control, for example, a physical detour, a troublesome
undertaking, or the view of sitting around idly. There are different ways people
adapt to dissatisfaction, for example, passive— forceful conduct, outrage, or
savagery. This makes it hard to distinguish the first cause(s) of their
disappointment, as the reactions are roundabout. Be that as it may, a more

straightforward and normal reaction is a penchant towards hostility.

Reasons for Frustration

Frustration or Disappointment begins from sentiments of vulnerability and
instability which comes from a feeling of failure to satisfy needs. On the off
chance that the requirements of an individual are blocked, uneasiness and

disappointment will probably happen.

At the point when these requirements are always overlooked or unsatisfied,
outrage, misery, loss of fearlessness, disturbance, hostility, and now and then

brutality are probably going to take after.

Needs can be limited by two distinctive ways; inside and remotely. Inward
blocking occurs inside a person's brain, either through absence of capacity,

certainty, clashing objectives and wants, or potentially fears.

Outer blocking happens to a person outside of their control, for example,

physical detours, troublesome errands, or saw exercise in futility.

A few people are inclined towards sentiments of dissatisfaction, listed as far as
disposition (disappointment), in immaturity and neuroticism in adulthood.
Touchy disappointment is related with perceptual adjustments incorporating

changes in saw relationship friendship.
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Disappointment can definitely affect the associations and on the

representatives as recorded underneath.

The Effects of Conflict inside an Organization

As associations endeavor to accomplish their objectives, they are frequently
addressed with difficulties they should overcome as a group. Difficulties leave
space for strife between individuals, different associations, groups and
different gatherings engaged with the association's central goal. While "strife"
regularly has a negative essence, the impacts of contention inside an

association can be sure and negative.

Psychological well-being Concerns

Struggle inside an association can make individuals wind up plainly baffled on
the off chance that they feel as though there's not a single answer for be seen,
or in the event that they feel that their sentiments go unrecognized by other
gathering individuals. Accordingly, individuals end up plainly focused on,
which antagonistically influences their expert and individual lives. Association
individuals may have issues resting, loss of hunger or indulging, cerebral pains
and wind up noticeably unapproachable. In a few cases, association
individuals may evade gatherings to keep themselves from encountering stress

and stress-related side effects.

Lessening in Productivity

At the point when an association invests a lot of its energy managing strife,
individuals remove time from concentrating on the center objectives they are
entrusted with accomplishing. Strife makes individuals concentrate less on the
current venture and more on tattling about clash or venting about
dissatisfactions. Therefore, associations can lose cash, givers and access to

basic assets.

Individuals Leave Organization
Association individuals who are progressively disappointed with the level of
contention inside an association may choose to end their participation. This is

particularly hindering when individuals are a piece of the official board or
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heads of panels. When individuals start to leave, the association needs to enlist
new individuals and choose acting load up individuals. In extraordinary cases,
where a few individuals leave or an official load up ventures down,

associations’ chance disintegration.

Savagery

At the point when struggle heightens without intervention, extraordinary
circumstances may emerge between association individuals. It's awful, yet
hierarchical clashes may cause brutality among individuals, bringing about

legitimate issues for individuals and potentially the association.

How frustration / dissatisfaction can be evaded? /What should be possible

(to diminish disappointment)?

Rouse Creativity
Luckily, some association individuals see strife as an open door for finding
innovative answers for take care of issues. Strife can rouse individuals to

conceptualize thoughts, while looking at issues from different points of view.

Offer and Respect Opinions

As association individuals cooperate to tackle struggle, they are all the more
ready to impart their insights with the gathering. Struggle can likewise make
individuals effectively tune in to each as they work to achieve the associations'

objectives.

Enhance Future Communication

Strife can unite gather individuals and enable them to take in more about each
other. From adapting every others' suppositions on points applicable to the
association's development to seeing every part's favored correspondence style,
struggle inside an association can give individuals the instruments important to

effortlessly fathom clashes later on.
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Recognize New Members

Inside associations individuals effectively take an interest in each meeting,
appreciate serving on different boards of trustees and have a sentiment on
every point the gathering talks about. There are additionally individuals who
apparently contribute little to the gathering and watch more than talk. Struggle
inside an association can move normally quiet individuals to venture up and
show their initiative abilities by offering significant answers for the issue the

gathering is confronting.

Reasons for Frustration / Dissatisfaction

Who are the unhappiest among your specialists? What's more, what's making
them insane? They may not be who you think they are. They aren't who we

would have thought.

Truly, there were some youthful superstars, poor entertainers, and a couple of
higher officials in this disappointed gathering. Be that as it may, generally,
these troubled individuals were relentless, great entertainers who'd been in the
association for quite a while yet seemed to have become lost in the general

commotion.

A portion of the reasons causing their disappointment are as recorded beneath

in expanding request of significance.

e Uniqueness or uniqueness of the individual is not esteemed or
acknowledged. Assorted variety is discussed however seldom

rehearsed.
e The individual is seeing the association as wasteful and inadequate.

Numerous associations are blameworthy of squandering cash, settling

on poor choices, and opposing advancement — at the end of the day,
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neglecting to accurately apply assets to empower representatives to

succeed.

The individual is exhausted. Numerous associations will tell
representatives that they believe it's critical to have work-life adjust yet
then dole out too extensive workload for anybody to deal with
successfully. The irregularity between what's said and what truly

happens makes huge dissatisfaction.

The individual does not trust that in the event that they raise an issue it
will be tended to. They tend to feel powerless and with no backer.

They feel that their sentiments don't make a difference.

This is a side effect of the more major inclination:

The individual does not feel esteemed or acknowledged. To a vast

degree they feel that they are exploited.

More regrettable,

The individual feels that they are dealt with unreasonably contrasted
and others. They trust others improve pay or openings, while all they

get is a terribly out of line offer of the workload.

The individual is of the conclusion that their work needs significance
and reason. At the point when individuals feel that they finish
something beneficial, they have pride in what they do and duty
increments. In any case, these workers feel that they are lost in empty,

disposable occupations that have next to no effect.
The individual sees no vocation or advancement openings. They

believe they are on a treadmill as opposed to a way to an alluring

vocation.
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What's more, at last, the factor that causes the most disappointment:

e Poor administration and leadership: Fundamentally our information
affirms that an incapable pioneer produces disappointed, uncommitted
representatives. The normal representative responsibility score for
every one of the representatives working for that same pioneer was just
at the twentieth percentile — meaning basically everybody was

despondent.

Why associations are coming up short their Middle administrators?

Today, innovation enables independent ventures to contend with the world's
corporate monsters in the worldwide commercial center, and web-based social
networking enables popular assessment to turn on a dime. The greater part of
this implies substantial, set up organizations have thinned down and turned out
to be more straightforward to coordinate the speed and mobility of their littler

startup rivals and remain pertinent.

Many organizations spent the previous decade occupying assets from center
administration, making an ability vacuum that has demonstrated hard to fill.
There are many reasons why the present associations are not ready to adapt up
to the request of good center administrators. Some of these reasons are as

recorded underneath.

e Encouraging the Wrong ones
In an aggressive business condition, an awful natural product can ruin
the entire cluster, and even one clumsy director can altogether diminish
the execution of the whole gathering. So with regards to choosing

center chiefs, finding the opportune people is basic.
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No Training to them (at any rate not viably)

The vast majority of the associations focus at the outrageous levels
with regards to improvement endeavors. These are finishes of their
administration pecking orders — broad on-boarding and preparing for
new directors and high-potential enlisted people, and inside and out

official training for abnormal state administrators.

As per a current production from the Harvard Business Review, this
barbell-formed approach leaves associations with center chiefs with
nonattendance of systems administration, arranging, and group
building abilities those are exceptionally basic and required to lead in a

level association.

Indeed, even in associations that put resources into their center
administration, the projects as of now set up are coming up short. It
was discovered that notwithstanding preparing ventures, businesses
were all the while rating half of their mid-level supervisors as
performing reasonably or underneath desires, and that trust in center

administrators was relentlessly declining.

Stressing them out (fatigue)

In the course of recent decades, associations have turned out to be
more basic and straightforward — slicing the layers of administration to
uncover lean, level authoritative game plans. This move brought about
expanded work and responsibility in all cases, however the lion's offer
tumbled to center supervisors. It was discovered that now associations
expect a ton from them [middle managers]. Associations feel that they
have to comprehend the business grids, be capable in procedures and
techniques, lead and oversee individuals adequately, and if required,
have the capacity to move up their sleeves and take the necessary steps
themselves. Associations expect them to execute hierarchical
procedure, grow new pioneers, and deliver primary concern comes

about.
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The outcome? Stress. Almost the vast majority of the mid-level
directors are feeling extremely focused on today. This all is focusing
on the center troughs totally. Such a level of stress can prompt an
immense increment in turnover, bringing about an abilities hole in a
large portion of the associations that they aren't set up to fill or it could
pulverize them. It was watched that people with high unpleasant work
profile were twice more prone to endure a lethal cardiovascular

occasion than their less-focused on partners.

Allowing them to go away (separate)

Organizations aren't totally to fault for declining responsibility among
the center supervisors. Despite the fact that it's a well known theme in
business, media, and brain science, there is a principal difference over

what constitutes representative partition.

Related representatives indicate high work level, vitality and pride and
a feeling of strengthening, and discover their work significant.
Association with conferred specialists shows better benefits and higher
returns for investors when contrasted with those with less dedicated
laborers. Tragically, center directors are a less dedicated rush. It was
watched that relationship inside mid-level administrators had
impressively diminished throughout the years. Alongside diminished
profitability, low duty accompanies a cluster of different issues, major
among them being expanded (individuals) turnover. It was
demonstrated in a the McKinsey Quarterly review that just a single
third of the center chiefs anticipated that would be with their present
bosses in two years, and an overview of Gen Y experts (the main part
of center supervisors) working at Fortune 500 organizations
demonstrated that half of them intended to remain at their present work

two years or less.
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1.7

To compress, we can state that the center supervisors may turn into the
capable operators of progress and development, or they can be the
crushed, failing to meet expectations, bureaucratic barriers as which
they are so regularly depicted. Having fruitful center chiefs relies upon
distinguishing and advancing the opportune people, furnishing them
with the best possible assets, and giving them the vital mindfulness

they have to construct and keep up a high-performing group.

To summarize, we can say that the middle managers may become the powerful
agents of change and innovation, or they can be the defeated,
underperforming, bureaucratic roadblocks as which they are so often
portrayed. Having successful middle managers depends on identifying and
promoting the right individuals, providing them with the proper resources, and
giving them the strategic self-awareness they need to build and maintain a

high-performing team.

Middle Management — Available Opportunities

Accessible Opportunities for the center administrators might be as re-skilling.

At the center supervisor level it might be a test or an open door.

In the course of recent years, IT biggies in India have enlisted several science
graduates to tap top of the line business openings. As their professions have
advanced, many hopefuls who have gone ahead to wind up supervisors have

put some distance between their essential specialized abilities.
Presently, confronted with expanded rivalry and the absence of qualified

workforce at the center level, re-skilling and rebooting have turned out to be

essential for these IT majors to keep pace with the quick changes.
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Middle managers an imperative bunch

As indicated by the IT business sources, there is a basic need to re-expertise
the center administration and go past venture execution aptitudes to item and

arrangement definition abilities.

India can never again be viewed as a cost arbitrage economy yet one that
makes new offerings, both for household and worldwide markets. Also, re-
skilling is the quickest approach to arrive, both from the corporate point of

view and the individual vocation increasing speed viewpoint.

The pursuit has been a considerable errand for organizations with the rising
interest for new innovation aptitudes. It is felt all the more so at the center
trough level in light of the fact that such applicants are not accessible at
grounds like unpracticed new comers. Center administrators are a crucial
bundle, defenseless to mid-vocation emergency, putting the individual and

association in danger.

There are center chiefs who are casualties of personality, part and specialist
disarray because of their failure to keep pace with the changing part of their

employments, especially in the IT area, where innovation changes each week.

The issue is not impossible to miss to IT but rather various parts. At the point
when center level administrators can't grasp more current abilities that are in
worldwide request, the tension builds, making a bottleneck in the association's
execution. The association is constrained into a corner where it can neither fire
the current hopeful nor enlist a commendable one. It is vital for center

supervisors to know business and adjust to change.
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Employability

Employability is a noteworthy issue crosswise over areas and even the
Government has understood the requirement for India to scale up its skilling

endeavors.

It was watched that associations have made choices for both on the web and
disconnected courses to expertise up a portion of the most smoking IT-spaces,
for example, lithe, enormous information, the Internet of Things, cloud, and so

on.

Clearly all competitors have comparable learning abilities. The workshop
learning module, subsequently, is viewed as best to address the issue with

more sureness.

While online has the ability to contact a more extensive group of onlookers,
competitors will in any case favored the disconnected way. Internet learning
will develop, however it can't in any way, shape or form supplant the physical
style since hopefuls are more certain of getting their issues cleared up on

ground.

Online Education

While training organizations consider online training as other option to
connect ability holes and address industry needs quicker, it was seen that
nobody medium can be the main way out. It is essential to go for a mixed

model, contingent on the aptitudes that should be bestowed.

It was felt that virtual classroom models and ongoing educator drove live
instructional exercises and shared talks would be more able for learning
specialty tech subjects, while the business sources battles that experiential
realizing, which can be conveyed on the web or disconnected (grounds), is the

need of great importance.
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Coaches underscored the criticality of consistent learning and re-skilling by
expressing this would be the best way to remain in front of the following

enormous problematic change.

Middle Management — Identifying Steps to be Successful

Need to change and redesign yourself

At the point when individuals discuss middle managers, certain portrayals
unavoidably ring a bell: dark suited corporate automatons astringent about
being consigned to the sidelines of corporate power; average managers who
don't especially look after their subordinates; neglected paper-pushers anxious
to time out toward the day's end. None of these portrayals are complimenting;

none of them are exact either.

As indicated by before investigate, which included breaking down more than
thirty years of work information and directing many meetings with mid-level
chiefs and senior pioneers crosswise over many organizations, center

supervisors are focal, without a doubt vital, to an association's prosperity.

Prior research contemplates shows that center administrators are, generally,
attentive, deliberately disapproved of people who have a solid sense of duty
regarding their employments, are exceedingly drawn in with their associates,

and increase genuine joy from their everyday work.

Middle managers today live and work in an incomprehensible world. The
worldwide monetary emergency constrained many organizations to cut
expenses and decrease their workforces. The outcome left some center
supervisors with more expert and duty than they had in the past and others out
of a vocation. As worldwide rivalry increments and innovation changes the
courses in which organizations work together, some center chiefs have been

given new chances to have a considerable part in molding the eventual fate of
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their organizations. Others, in the interim, are apprehensive about their

professional stability and feel separated from their managers.

Suggestions for the Middle Mangers

Sharpen your current aptitudes and grow new ones.

Be forceful in requesting that your organization finance expansive based
preparing. Investigate courses and gatherings that will keep your range of
abilities new and enable you to grow new specialized topics. Investigate free
preparing choices, too, including online classes and online classes. You will
likely ensure you're ceaselessly adapting new things and creating compact

abilities that you can bring with you to your next employment.

Get a system outside your organization.

Try to build up a hearty expert world outside of your company. Join proficient
affiliations. Go to neighborhood organizing occasions. Turn into a dynamic
part on vocation centered online networking gatherings. On the off chance
that, one day, you have to depend on that world (since you end up out of a

vocation), it will be there for you.

Gain a system inside your organization.

There's a considerable measure of research that shows scattered systems pay
off. Become acquainted with individuals from everywhere on your
organization and make associations where they are not self-evident. Join the
official softball group. Begin a book bunch that traverses distinctive specialty
units. Go to lunch with various individuals every week. These systems will
enable you to accomplish your work all the more productively and

furthermore help start new thoughts.
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In the event that you can't move up, move across.

In the event that your organization can't ensure upward portability, investigate
open doors for horizontal versatility. Flat occupation moves have two major
points of interest for workers. One, they offer an opportunity to build up a
broadness of aptitudes in a range where you might not have a great deal of
involvement; and two, they give new empowering challenges. When chasing
for a next move, hope to see that the new employment gives you contact with
top administration and better approaches to add to the key objectives of the

endeavor.

Suggestions for the Senior Managers who manage Middle Mangers

e Be clear: during a period when all representatives are extended all the
more daintily, senior pioneers should be significantly more clear about
the course of the association. Laborers today have more extensive
obligations than in the past and it is occupant on senior pioneers to
explain a dream for the organization that helps center supervisors

organizes their chance and vitality.

e Be reasonable: Over the previous couple of years, center directors have
seen a significant number of their companions getting pink slips while
senior pioneers advance themselves. This must change. Imbalance is
tricky in light of the fact that it breeds unfaithfulness. Senior pioneers
must endeavor to disseminate assets evenhandedly with the goal that
all representatives feel genuinely adjusted. So, senior pioneers should
be less avaricious. It will build devotion and responsibility regarding

the association.
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What Organizations can do?

Organizations may energize their middle managers by giving them a suitable
vocation mapping process so they might be prepared into skillful troughs
tomorrow. This may include a few courses, for example, utilization of career
choice tools and procedures concentrate on ability administration and

coaching et cetera.

Career Selection Tools and Techniques

Albeit frequently touted as an independent procedure, worker career

determination process will be best in the event that it is incorporated into an

organization's general ability administration methodology (see Figure 14).

Figure 14: Career Selection Process Supports Talent Management Cycle

I EMPLOYEE CAREER PATHING »
= ds the Pool of Prospecti Drives Perfor by Pr ti Enh ployee Retenti
Employees Fuller Employee Development through Transparency

Affirms an organization's commitment to
employee development and future career
opportunities, two attributes of effective
EVP. These attributes enhance the
organization's attractiveness to new hires
by up to 35%, thereby expanding the
sourcing pool of active and passive
candidates.

Helps employees reach full potential by
understanding their current development
areas, listing possible career paths, and
detailing training and experiences for
future promotion. Tasks and roles that
are aligned with employees' interests and
strengths, and that allow them to develop
themselves in meaningful ways can drive
employee performance by over 28%.

Provides clear representation of available
career paths for employees within the
organization and conveys an ongoing
organizational commitment to employee
development, thereby driving employee
commitment by up to 45%. A 45%
increase in employee commitment can
decrease an employee’s probability of
departure by up to 41%.

15

—

|
Attraction Performance Employee Succession Retention
Management Development Planning

Improves Manager Feedback to
Drive Employee Performance

Gives Clarity to Promotion
Decisions and Bench Strength

Enhances performance management
discussions and feedback by explicitly
linking current skills and behaviors to the
job role and future career opportunities.
Formal performance reviews that
consider employee's long-term career
prospects and offer advice for
strengthening future performance can
drive performance by up to 36%.

Allows an organization to understand the
capabilities of its leadership pool,
ensuring adequate bench strength at
critical positions and mitigating risky
promotion decisions. Research indicates
that organizations with top-tier leadership
pools generate significantly greater
shareholder returns and market
capitalization relative to their peers.

EMPLOYEE CAREER PATHING

Reference: Campbell, B., Cohen, S., Allen, C. P., and Cormidas, S. (2010).
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By adjusting ability administration forms and giving linkage between work
parts, wanted capabilities, and key encounters, vocation ways coordinate

representatives towards the organization's future intensity.

Outlining a Career Path from Scratch

Step 1: Create a Career Roadmap

Career or profession maps are utilized to indicate what a prototypical vocation
looks like as far as consecutive positions, parts, and stages. They diagram
regular roads for moving inside and crosswise over employments in ways that
encourage development and professional success. Profession maps are
ordinarily shown in a chart, making it simple to imagine each position or part
as a phase in a way. Associations may utilize existing competency evaluations
or occupation groups to characterize vertical and even chains of importance,
and they can likewise do as such by incorporating hierarchical learning to
make a general structure. A few organizations give extra data, for example,
basic moves while evolving vocations, number of workers in a specific
occupation part and the development over those populaces, and distinctive
employment classes specifically specialty units. This data is especially
valuable as workers turn out to be more flexible and move crosswise over

occupation parts in various parts of the business to expand their aptitude.

Step 2: Build Position Profiles

Position profiles make refinements among work parts in profession ways by
plotting their center obligations, aptitudes, and prerequisites. To do this,
associations counsel topic specialists, meet utilitarian pioneers, and lead
outside industry benchmarking. It is additionally critical to decide the
capabilities and mastery related with various vocation positions, parts, and
stages. This may incorporate the prescribed or required instruction, abilities,
specialized preparing, licenses, and affirmations for fruitful execution at each

stage.
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Step 3: Identify Core Competencies and Expected Behaviors

Competencies or the Capabilities ought to indicate separating conduct that is
displayed by exceptional entertainers, and furthermore fill in as execution
norms that characterize expected outcomes in various capacities. Thusly,
abilities will drive at work execution and associate business procedure and
change activities to the workforce through behavioral principles. Moreover,
with an end goal to vertically adjust vocation way plan with the vital ability
administration process, organizations have presented the idea of "vertically
coordinated" skills (see Figure 15). These abilities have a tendency to be the
same starting with one vocation arrange then onto the next, however what
contrasts between stages is the normal extension and effect at which the skills

are communicated.

Figure 15: Example of Vertically-Integrated Competencies

Job Grades/Levels
(Designation Technical Manager Possible Titles/Roles
Process)

Strategic market leader, technical services manager, practice leader,
Mastery group leader, office leader, quality manager, lead practitioner, senior
(grades 8-10) program manager (PM4), program manager (PM3), senior project
manager (PM2), project manager (PM1)

Practice Group leader, subdiscipline leader, senior project manager (PM2),
(grades 7-8) project manager (PM1)
4 5
Foundation Technical specialist, task manager, project engineer/scientist,

(minimum grade 6) task leader

Doing Managing Managing Technical Mentoring Contribution
Technical Projects Technical Sales and and Staff to Firm's
Work and Tasks Professionals Marketing Development Stature

Reference: Campbell, B., Cohen, S., Allen, C. P., and Cormidas, S. (2010).
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Step 4: Incorporate Training and Development

Organizations can connect profession ways to representative improvement by
organizing position profile attributes and distinguishing key encounters that
workers ought to procure as they move along the vocation way. Formative
open doors may incorporate, for instances, initiative instructional classes,
extend assignments, cross-practical groups, benefit and misfortune duty, or
universal presentation. These encounters give the chance to create skills that
are essential for the following profession arrange. Sketching out basic
advancement encounters enables chiefs and representatives to have more

important profession discourses and decides sensible vocation moves.

Step 5: Establish Accountability

With the extensive measure of assets put resources into the vocation choice or
decision process, associations ought to make components to guarantee its
viability. These components should manufacture responsibility for the
procedure by characterizing the parts and obligations of people who bolster it,

guaranteeing it can adjust to changing business conditions.

Key Factors for a Successful Implementation

Communication:

Organizations should convey to their representatives about the association's
vocation improvement reasoning. Vital inquiries may include: What is the part
of the worker versus the part of the director? Are representatives enabled to
drive their own profession development, or are directors in charge of
coordinating vocation moves? Besides, what is the organization's viewpoint
on, and administration of, basic profession achievement factors, for example,
profundity versus expansiveness of mastery, global assignments, and level of
portability? These are exceptionally essential variables expected to help

educate representatives' profession choices.
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Support:

Businesses must furnish chiefs and representatives with the essential devices,

rules, layouts, motivators, and vital inside correspondence to guarantee that

the two gatherings are focused on their part in the profession improvement

course and comprehend its significance (see Figure 16).

Figure 16: Providing Support to Enable Successful Career Selection / Choice

Support for Employees \ Support for Managers cts Support
Individual
Ro;:l‘maps o .D Iscuulg: 3 Mam.gor Development izz‘::?k?ﬂt::‘ Career Advisors
Plans (IDPs)
Organizations should | Organizations should | Organizations should | Organizations should | Organizations should | Organizations often
provide employees offer training or reinforce career provide tips for market and enroll career advisors
with tools to help provide templates for | pathing activities managers to communicate the or mentors
them complete employees to within yearly goals or | customize employee | career pathing tool to | (often employees
training and facilitate effective performance IDPs to reflect create top-of-mind within HR) that assist
development and career discussions appraisals of meaningful, realistic | awareness for employees with
meet identified with their managers. | managers. development employees. career management
objectives in their opportunities. questions.
career path.

Company D created
an employee
“Roadmap for
Results,” a template
that details timelines,
rationale, and steps
for completing career
and performance
measures.

Examples of Relevant Tactics at Profiled Organizations

Company B provides

a career discussion

template to help

employees:

* Organize their
thoughts

* Frame the career
conversation

» Solicit actionable
feedback

Company A requires
all managers to meet
specific employee
mobility goals, such
as moving a certain
percentage of
employees within
their department or
into other roles.

Company C's toolkit
outlines the following
tips for IDP creation:
* Articulate goals
and expectations
Identify tools and
resources to
achieve goals
* Provide growth to
meet required
development.

Company D
promotes the career
pathing tool during
employee orientation
and communicates
its effectiveness and
advantages to
managers during
performance
management
communications.

Company A embeds
career advisors
within business units
to provide feedback
and leverage social
networks to enable
individual
development and
peer support.

Reference: Campbell, B., Cohen, S., Allen, C. P., and Cormidas, S. (2010).

Potential vocation administration assets may include: physical or virtual

profession advancement Centers of Excellence, profession counselors,

preparing to enable administrators to end up noticeably better vocation

mentors, worker self-appraisals, and vocation exchange guides.

Joint effort and Communities:

Cultivating associations among representatives is a great route for them to

investigate vocation choices and help each other to learn and develop. Some of

these roads incorporate proficient social orders or affiliations, casual normal
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intrigue gatherings, web-based social networking stages, organizing occasions,

and tutoring/supporting projects.

Examples of overcoming adversity:

These tributes are cases from workers that feature intriguing and fluctuated
ways to deal with profession achievement. Examples of overcoming adversity
may move workers to consider how they could seek after a more imaginative,

individualized profession way while mulling over their future yearnings.

Key Analytics:

With an incorporated profession way process, the establishment for vital
workforce examination is as of now set up. Ultilitarian abilities connected to
vocation stages tell organizations (a) what capacities are expected to drive a
coveted change, and (b) what capacities the workforce really has. The hole
between the two gives an association a photo of the ability systems it should

start and drive change.

To compress, in the present assorted, worldwide, and mechanically insightful
workplace, vocations are never again seen as entirely vertical developments up
the rungs of a step. Rather, a more suitable allegory for one's vocation way is a
stone climbing divider. You can go straight up the stone face, move at a point,
or you may go up for some time, move over to locate an alternate way, and
after that proceed on. In a vocation setting, every last one of these handholds
and solid footings could speak to a specific part, improvement experience, or

employment competency along a person's profession way.

Similarly, a powerful vocation way process ought to be multi-faceted, bolster
each progression in the ability administration cycle, and adjust a workforce to
the organization's future state. Along these lines, all around made vocation
ways with contextualized achievement variables can assume a urgent part in

driving authoritative change and building workforce capacity.
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Ability Management Approach

The four phases should have been considered in the advancement of Ability

management approach are:

e Definition: What do we mean by ability administration in this

association?

e Focus: Which work profiles and gatherings of individuals will ability

administration focuses on?

e Process: How will ability administration done by and by?

e Action: What are the pragmatic aftereffects of ability administration?

These are represented as appeared (see Figure 17).

Figure 17: Four Stages of Talent Management Approach

* Drivers: Why is it Focus: Where do we * Capability: Who is
important? need it? responsible? Are
we prepared?

* Busienss Risks:
Definition: What is What are the issues

Talent we are delaing

Management? with? Process: How will

we do in practice?

Reference: Campbell, V. and Hirsh, W. (2013).

Action : What are
our practical results?

* Measurement:
How will we
mesuare the effect?
or assess the
impact?

As appeared in the figure over, each of the four phases additionally has a

gathering of inquiries regarding the particular business which will condition

the decisions made at each stage. These are alluded to as 'business delegates'.

These will encourages clarification of the idea of ability administration, which

is exceptionally related component of individual’s administration.

These 'business agents' are putting the fundamental business questions which

give ability administration its genuine importance and incentive as takes after:
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In characterizing ability administration in a specific association, it is
required to consider the 'business agents' which will decide its

motivations and subsequently its definition.

In centering ability administration endeavors in an association, it is
required that one should focus on ‘risks’ or the 'business dangers' that
it will expect to alleviate and, in this manner, which occupations and

individuals are applicable to those dangers.

In figuring proper processes and procedures, one should require an
association to have the ability to work and manage those procedures.
This depends on clear structures of obligation and administration. It
likewise required senior supervisors, line chiefs and HR experts to be
focused on utilizing these procedures and having what it takes and
comprehension to do as such adequately. Association require be

prepared to execute their selective approach.

In making genuine move or action, particularly to create and convey

representatives in "ability" gatherings, it is required to be clear (about)
what sort of effect somebody is hoping to see, and here the issues of

estimation from a business point of view go to the fore.

Consequently it was watched that 'business delegates' affecting decisions

about ability administration at each stage. As these are exceptionally relevant,

they are vital components and clarify why the ability administration

methodologies and choices are distinctive crosswise over associations.

Coaching and Mentoring

Coaching and Mentoring is a progressing procedure that has been inquired

about for a very long while. Presently days the thought is towards connection

between a lesser and senior chief is instrumental and basic being developed.

This idea or hypothesis was extended later amid an investigation that

concentrated on the vital connections of grown-up guys and the parts that
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tutors had in their advancement. Amid this time it was believed that formal
coaching connections were uncommon inside associations and the advantage
seemed, by all accounts, to be noteworthy. In the course of recent decades
some examination has concentrated on the effect of tutoring in connection to a

person's very own and expert improvement.

As coaching research advanced so did the comprehension of the advantages of
such connections. Coaching is seen as the perfect relationship since it
upgrades both individual development and headway and ends up being basic

to formative connections.

The two parts of coaching are vocational functions and psychosocial functions

and formal versus casual coaching. These are explained here.

Vocational functions and Psychosocial Functions

The vocation and psychosocial capacities that coaching and mentoring gives
are immediate consequences of the social connection which happens between
the tutor and duty. Interestingly, other relationship sorts, similar to
sponsorship, give proficient help, for example, presentation inside an

association.

Tutoring was initially seen as a normally happening social marvel. As more
research has advanced with respect to coaching, it ended up noticeably
obvious that tutoring does not generally happen in specific settings or just
when a man is doled out to a guide. As the development of mentorship kept on
advancing, a refinement between the profession and psychosocial elements of

coaching was built up in the writing.

Therefore, it was additionally characterized that "profession capacities are
those parts of a relationship that upgrade headway in an association". There
are distinctive tutoring arrangements under this capacity including
sponsorship, introduction and perceivability, instructing, assurance, and giving

testing work assignments. Of these tutoring classes, sponsorship fills in as the
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most well-known and as often as possible watched vocation work.
Sponsorship includes some kind of formal supporting of a coach where the

member is appointed or chosen as a mentee by a support.

Then again, psychosocial capacities identify with the sort of relational
connections that improve the person's feeling of ability, character and
adequacy particularly in their expert part. This capacity impacts every member
by and by and the advantages for the most part reach out past the advancement

inside the association into different ranges of the person's life.

Not at all like the profession work that depends vigorously on the parts of the
members, have psychosocial capacities concentrated more on the nature of the
relational relationship. A few cases of psychosocial capacities incorporate part
displaying, acknowledgment, affirmation, advising, and companionship. The
two capacities assume a basic part with the advancement of the member. In
any case, it is noticed that such capacities don't just happen in formally settled
coaching relationship. In this manner the pattern in the writing started moving

to examine both casual and formal parts of tutoring.

Formal vs. Casual Mentoring

The fundamental qualification amongst formal and casual tutoring is the
manner by which the relationship is framed. The formal coaching relationship
is the place a tutor and member are matched together with the end goal of
building up a circumstance where the guide fills in as an instructor to improve
the member's advancement. Generally a more experienced, proficient, more
seasoned, and tenured representative is matched with a lesser partner.
Moreover, formal coaching is produced by task from an outsider and
periodically the members have not met each other until the point that they are

combined together.
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Conversely, a casual tutoring relationship is frequently determined by some
common need alongside shared recognizable proof of each other. The shared
ID and choice is seen similar to an instrumental factor to the closeness of the

connection amongst coach and member.

Notwithstanding how the relationship is started and framed, the length and
structure of formal and casual coaching connections varies. Because of the
unstructured idea of casual connections, the members regularly meet as much
as required or wanted all through the span of the relationship. Formal
connections, then again, for the most part have the meeting prerequisites pre-
characterized. This may incorporate determinations with respect to the span,

mode, recurrence and area of contact.

There is an unmistakable distinction in the motivation behind a formal and
casual tutoring relationship. Formal tutoring connections are generally
centered around here and now profession objectives and have pertinence to the
members' present part or position. Conversely, casual tutoring connections are
typically equipped towards helping the member accomplish their long haul

profession objectives.

Despite the fact that coaching in circumstances where the administrator and
subordinate relationship is seen as the model for upgrading vocation
improvement, it ought to be noticed this is by all account not the only kind of
tutoring relationship. Training, distributed, and sponsorship are different
strategies for coaching connections. In this manner these warrant audit and

discourse as a survey of the artistic history of coaching connections.

The underlying idea that a tutoring relationship should have been formally
settled between a guide and member alongside the particular results of
coaching have been observationally tried and serve to invalidate the thought
that exclusive a dyadic coaching relationship is perfect for profession
advancement. The varieties in comes about are because of member inspiration

and an eagerness to give and get help.
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Quite a while later, in an examination think about checked on the impacts of
coaching capacities (vocation or psychosocial) in conjunction with the sort of
relationship (formal or casual) and the impacts of the sexual orientation
organization on the tutoring relationship. They contrasted the sorts of tutoring
programs with decide if casual or formal coaching programs were more viable.
An impetus for prior research was that a few associations with exhibited
accomplishment with casual tutoring selected to attempt to imitate the
accomplishment with formal projects. This was not generally achievable as
there were different elements that effect the accomplishment of such
connections including the eagerness, states of mind, and inspiration of the
members towards the tutoring relationship. This investigation outlined that
components, for example, inspiration and the mentality of the member
assumes a basic part in the general fulfillment and ability to take an interest in

the coaching relationship to their fullest potential.

Coaching and Mentoring Stages

The all-encompassing topic of tutoring alone is static and inadequate unless
there is a talk about the periods of the coaching relationship. In any case if the
relationship is dyadic, as in an average senior-junior tutoring relationship, or
there is a more collegial, shared or casual formative relationship, there are four

unmistakable periods of any sort of coaching relationship.

The four phases of a coaching relationship are start, development, partition
and redefinition. The start stage is the point at which the relationship starts.
The development stage is the point at which the capacities extend to a most
extreme point. The partition stage is when there are changes and the
relationship is suspended. The redefinition stage is the point at which the

relationship advances or changes into another type of a relationship.
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Table 1 indicates the stages of the mentor relationship and provides detailed

definitions and turning points for each stage.

Table 1: Mentoring Relationships Stages

Stage Definition Turning Points

Start A time of a half year Fantasies turn out to be more
to a year when the solid desires.
relationship starts and Expectations are met; senior
winds up noticeably director gives instructing,
vital to both boss and testing work, perceivability.
subordinate or senior Junior director or subordinate
and junior supervisor. gives specialized help, regard,

and wanted to be instructed.
There are open doors for
cooperation around work
assignments.

Development A time of two to five Both  people keep on
years when the most benefitting from the
extreme scope of relationship.
vocation and Opportunities for significant
psychosocial and more successive
capacities are given. collaboration increment.

Emotional bond extends and
closeness increments.

Partition A time of a half year Junior supervisor/subordinate
to two years after a never again needs direction
huge change in the yet rather the chance to work
auxiliary part, all the more self-ruling.
relationship, or Senior  supervisor  faces
potentially in  the emotional meltdown and is
enthusiastic less accessible to  give
experience  of  the coaching capacities.
relationship. Job revolution or

advancement limits open
doors for proceeded with
collaboration, profession and
psychosocial capacities can
never again be given.

Blocked opportunity makes
hatred and threatening vibe
that disturbs positive
collaboration.

Redefinition An inconclusive Stresses of segment lessen,
period  after  the and new connections are
partition stage when framed.
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the relationship e The guide relationship is
finishes or goes up never again required in its
against essentially past frame.

unique qualities, e Resentment and  outrage
making it a more reduce; appreciation  and
associate like thankfulness increment.
companionship. e Peer status is accomplished.

1.9

Note. The table provides explanation of the different mentoring relationship phases. It also provides
examples of the most frequently observed psychological and organizational factors that cause movement

into each of the phases.

Coaching and Mentoring relationships and the stages shown as above may

become the basis for organizations to begin with.

Information Technology (IT) Industry in India

What is Information Technology (IT)?

Information Technology (IT) is the use of PCs and web to store, consider,
recover, transmit, and control information, or data, frequently with regards to a
business or other venture. IT is viewed as a subset of Information
Communication Technology (ICT). In 2012, Zuppo proposed an ICT
progression where every chain of command level "contains some level of
shared characteristic in that they are identified with advancements that
encourage the exchange of data and different sorts of electronically intervened

interchanges." Business/IT was one level of the ICT pecking order.

History of IT area in India before 1991

In 1965, immigration laws in USA were changed and the limitations on
settlers were lessened extensively. Subsequently a considerable measure of
Indian experts moved for inquire about circumstances in USA. The IT
transformation in USA and the much fancied Silicon Valley in the US amid
the 90s couldn't have been conceivable without crafted by these relocated
Indians. What this movement improved the situation the Indian IT industry

was making multitudinous open doors in the USA in the IT division. Because
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of the quickly developing IT division in USA, there was a requirement for IT
experts outside USA. India had an immense number of instructed individuals
and the training in India being in English, there was a huge populace of
English talking actually solid individuals in India. Thus outsourcing of work
began picking up energy and this prompted the colossal blast in the IT part in
India, whose the vast majority of the work is sending out programming and

programming administrations to the US and different abroad customers.

Tata Consultancy Services (TCS) was begun by the TATA bunch for
programming improvement benefits in India in 1968. TCS began the product
benefits by creating punched card offices for TATA Steel Employees
(TISCO). The main abroad customer for TCS was Burroughs Corporation,
United States. The employment of TCS was to compose programming code

for the Burroughs machines in 1974.

With informal, TCS snatched various undertakings, little and huge amid the
next years and today TCS is India's best IT Company with a turnover of more
than $10 billion. In 1966, Azim Premji turned into the directors of the huge
organization WIPRO and the concentrate of WIPRO was focused on the IT
administrations  division. Patni Computer Systems began creating
programming and giving administrations since the start of the organization in
1972 (around then it was named Data Conversion Inc). In 1981, Infosys was
established by Narayan Murthy and his associates. Infosys was totally
dedicated towards giving quality programming administrations and
furthermore built up an IT plan of action which was later trailed by the vast

majority of the IT organizations in India.

The Indian economy amid this period was totally controlled by the Indian
Government and there were strict confinements and directions for private
business substances in India. Thus there was no real development in the IT

segment in India till 1991.
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Monetary changes in 1991 and advancement of IT part in India

The Indian government had strict control over the private business substances
in India before progression of economy in 1991. Additionally, the wide range
systems and web lines were totally controlled by the focal government. Thus,
the Indian IT division was completely kept down because of these limitations

on the working of the product administrations suppliers.

The main real IT change by the Indian Government was the making of
company called Software Technology Parks of India (STPI). This enterprise
gave satellite connects to real IT engineers empowering them to transmit the
work done in India straightforwardly abroad. This lessened the costs brought
about to the Indian IT organizations and additionally helped the customers in
US put stock in Indian ventures and go for outsourcing. Fund serve, Dr.
Manmohan Singh, presented the major monetary changes in 1991 to tackle the

obligation issue made amid that time.

According to these financial changes the global incorporation ended up plainly
conceivable. The gigantic confinements on abroad business were lifted and
outside speculations were invited. Accordingly, the IT business in India turned
out to be free and the matter of outsourcing would at last pick up energy with
an ever increasing number of customers and ventures going for outsourcing of
IT. Likewise, the beginning of Windows and other easy to use working
administrations influenced the PC to encounter considerably more basic and
less tedious. Combined with advancement of abnormal state programming
dialects like Basic, C and others, the Indian IT brains had the ideal stage to
ascend in the worldwide field. The Indian IT part blasted and developed at

pick up of about half consistently.
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Another real occasion for Indian IT industry post the 1991 changes was the
Y2K bug. Dread of an entire breakdown of PC benefits, the US partnerships
outsourced all the hardware and overhauling work to Indians. The undertaking
of correcting the Y2K bug was tossed to the Indians and thus the adjustment of
the considerable number of codes and virtual products, which were at first
planned till a date of 1999, was to be altered and colossal work was
outsourced to the Indian IT enterprises. The Indian IT industry has given a
national GDP of over 6% since these monetary changes occurred 20 years

back and today, India is known as the IT center point of the world.

National Task Force, NTP and IT Act, 2000 helped IT segment develop in

India

The NDA (National Democratic Alliance) government, under the
administration of PM Atal Bihari Vajpayee, incorporated the advancement of
IT as the best need in their long haul motivation. Indian National Task Force
was framed for this reason which surpassed the advancement of IT benefits in
extensive and little IT ventures in India. The National Task Force, inside 3
months, gave a nitty gritty provide details regarding the Indian IT and
innovative ventures with more than 100 suggestions which would help

enhance the IT benefits in India.

A quick activity design by the Central Government towards IT administrations
development was executed and every one of the proposals was followed up on
sooner than later. The aftereffect of these endeavors from the Indian
Government proved to be fruitful with the IT sends out touching more than
$50 billion. Indian economy was not any more that of a creating country,

however at standard with those of the created countries on the planet.
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The New Telecommunications Policy, 1999 (NTP 1999) helped free the media
communications area in India. This helped accessibility of the foundation for
the media transmission. The satellites, towers and other telecom related
organizations were never again claimed by the Central Government. The
passage of private division in media transmission area helped the telecom
business develop quickly. This further upheld the blast in IT segment in India
in the end. The development of IT is absolutely reliant on the advancement
and improvement of telecom industry. The Information Technology Act 2000
gave legitimate acknowledgment of the electronic reports, computerized
marks, offenses and contradictions. This helped far in hitting manages US
customers as no longer the individual to individual meeting was required for

conclusion of business bargains.

Pay points of interest of experts in IT Industry in India

There is an enormous buildup with respect to the pay rates of IT experts in
India. One may hear a pay as low as Rs. 2500 every month to compensation as
high as Rs. 1 lakh for every month for programming experts. Consequently
there is no chance to get there can be a speculation of the compensations of the
IT experts. The pay rates are reliant on the aptitudes of the experts, capability
of the workers and the experience of the representatives. I have enrolled
normal pay rates of IT experts in light of the experience and assignment. This
rundown can't be taken as the standard pay bundles for IT experts and the data
can't be utilized to request proportionate pay rates from IT bosses. It is only a

normal gauge of the compensations just for examination reason.

e Average Salary of IT proficient having background of 0-2 years: Rs. 2-
4 lakh for every year.

e Average Salary of IT proficient having background of 2-5 years: Rs. 4-
7 lakh for every year.

e Average Salary of IT proficient having background of 5-8 years: Rs. 7-
12 lakh for every year.
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e Average Salary of IT proficient having background of 8-12 years: Rs.
12-18 lakh for every year.

e Average Salary of IT proficient having knowledge of over 12 years:
More than Rs. 18 lakh for each year.

Conclusion

The IT sector in India today outsources programming administrations over the
world and in view of the monetary changes in 1991 and the different
progression acts presented by the consequent Governments helped the IT
segment in India develop enormously. The IT area has given work to more
than 30 lakh Indians and has turned into a wellspring of pay for more than 2
crore Indians by implication. Due to the IT part, Indian working class has
achieved an essential status and way of life has expanded impressively in India

on account of the IT unrest.

About the Research Study

Introduction to Thesis Topic

Naturally, we realize that middle managers have any kind of effect to
associations. These chiefs have been with the association sufficiently long i.e.
normal five to seven years to completely know the way of life and the
complexities of how function completes. Their residency additionally implies
that they comprehend the association culture and can disclose and show it to

fresher workers.

Further, middle managers have an all encompassing comprehension of where
the association is currently and where it is heading—since they get key data
from senior pioneers, and in addition strategic and operational input from first-
line. So it winds up plainly basic for associations to guarantee that their middle

management is fruitful. The accomplishment of middle managers prompts
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1.11

better profession movement for their groups and higher inspiration levels that

advantage the association.

Middle managers are basic to driving business comes about. middle managers
are vital to associations as they help mentor viably which leads to objective
situated colleagues who are resolved to succeed. Individuals clear out
individuals and not associations. Expert given to center administration
moreover assumes a vital part in their execution. middle managers battle if
they are given duty yet are denied fitting expert. Absence of expert would
influence center supervisors to fail to meet expectations or may prompt

disappointments.

Objectives of the Study

Research Problem

Notwithstanding their significance, middle managers are extended thin.
Agreement on the extent of the perfect traverse of control for middle managers
has ascended in the course of the most recent quite a few years, with it now
being between fifteen to twenty five direct reports for every center chief in a

few associations.

Middle managers are frequently advanced for their specialized capacities and
not their capacity to oversee individuals. In spite of this reality, the greater part
of the associations do not convey administration preparing to administrators
until the point when they are as of now middle managers —when it is
frequently past the point where it is possible to revise terrible administration
propensities. All these prompt middle managers attempting to play out their
kin administrator obligations. Dissatisfactions among middle managers are

additionally prompting their health issues.
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Also many a times organizations have dire need of middle managers due to
various reasons like pressure from the market, expansion, business growth etc.
All this puts additional burden on the recruiting team and they at times
compromise on the selection process and the organization then is stuck with a
wrong hire for such an important role. This also plays a crucial role in failure

of middle management in an organization.

The objectives of the study are:

e To identify why middle managers struggle in their role.

e To find out exactly what type of skills are required for a successful
middle manager.

e To list down the traits and competencies those are required for a
successful middle manager.

e To find out why certain middle managers failed in their role and plan
training plan accordingly.

e Actions taken by organizations towards removal of frustration levels

among middle managers.

Research Questions:
e How do middle managers know what they need to be successful?
e  Why do certain middle managers succeed and few fail?

e (Can we look in and to list down traits and competencies required for a

successful middle manager?
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2.1

2.2

Chapter 2: Review of Literature

Chapter 2 is titled as, ‘Review of Literature, which narrates an overall
appraisal of research studies done in the areas of people managers, people

management, and so on.

Introduction

Understanding the concept of people managers and people management needs

an examination of several works of literature.

Mid-level leadership serves an important role in IT industry. As demonstrated
by the following review of literature, leadership of mid-level managers in IT
industry yields various resources for transferrable skills that can be applied to

a wide range of different leadership roles.
The review of literature speaks to the purpose of this study and to the

particular expectations and skills needed from a group of strong mid-level

managers in IT industry.

Review of Literature

A review of some of the recent literature used in analyzing people management trends

and skills required therein.

As per En Route (2002), administrators of today need to approach benefit with

innovativeness and advancement. Individuals should be urged to wind up noticeably

expert sufficiently dynamic to envision issues and start intending to hinder them

instead of to deal with the challenges when these emerge.
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Kelley (1979) says it is likewise conceivable to separate among administrative
practices as indicated by the time in which they are normally learned and performed.
Confidence may be a case of an "expertise" that at one time would have been
portrayed as behaviourally nonspecific but since of crafted by behaviorists to depict
particular verbal and nonverbal practices would now be described as behaviourally

particular.

Gerard (1993) says that basic fundamental aptitudes for dealing administrators may be
categorized into association, administration, and correspondence. Of these three,
administration is the hardest ability to inculcate.A standout amongst the most referred
to attributes of fruitful directors is vision. For directors, vision is a striking thought of
what the future ought to be. The best administrators are the individuals who perceive

issues, seize openings, and make their own future.

Longenecker et al. (2005) in this paper expects to investigate why associations
regularly concentrate little consideration and assets on administration training and
gives a valuable agenda of approaches to close the administrative aptitudes hole

through preparing. Trained mangers are assets to dynamic organizations.

Ranjanet. al. (2009) in this paper is to exhibit a wide chronicled audit of basic
shrewdness writing of old Indian custom and look at how these statutes can
supplement and enhance the contemporary administrative casings. The paper
endeavors to basically survey amazingly profound religious and mainstream

conventions of India and coordinate them in a theoretical model.

Joel (2000) uncovers that bosses' sure full of feeling respect for subordinates is related
as often as possible with higher execution examination evaluations, and with different
discoveries, for example, more noteworthy radiance, lessened precision, a superior

relational relationship, and a reluctance to rebuftf poor execution.
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Richard (2005) reevaluates the reactions of the most powerful hypothesis of the ascent
of the extensive enterprises, and to perceive how these reactions can be met without
completely forsaking the essential components of the hypothesis. The creator found
that the hypothesis could be rescued by reordering the development of administrative

practices in light of an assortment of authentic examinations.

Rappe (2001) stated that chiefs who have a solid self-revealed recognizable proof
with the administrative part are additionally better acknowledged as a supervisor by
their subordinates. The attention to the bosses' desires is the best indicator of
acknowledgment by bosses and furthermore a solid indicator of occupation

fulfillment. Authority preparing and training can expand initiative skills.

John (1995) portrays a technique for examining fitness necessities and pinpointing
skill upgrades, together with the fitting preparing media, which is pertinent to all
administration and specialized expert capacities. It is inferred that constant expert
advancement should be fused in the human asset improvement arrangement all

together for business associations to confront the test of business change effectively.

Latif (2000) declares that administrative abilities are seen as being of basic
significance for enhanced administrative execution and adequacy as the entirety. It is
inferred that while individuals related aptitudes are strongly correlated with work
performance. These, in any case, constitute the most critical classification for the
expanded adequacy of senior chiefs, regardless of their position in the chain of

importance.

James (2005) tells that the "Delicate Skills" of Success, a discourse by James clarifies
that those Individuals who prevailing in their professions had both brilliant
specialized aptitudes and "delicate aptitudes" particularly the capacity to work
decidedly with everybody. Specialized aptitudes are parts of numerous innovative
instructive educational programs. The "delicate aptitudes" require extra accentuation
in school educational modules. Understudies who learn ahead of schedule of their

significance will have a "leg up" as they start a business profession and life.
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The said subjective research examine reason for existing was to pick up understanding
into the one of a kind individual and authoritative perspectives that impact mid-level
managers and their work profile and execution. Understanding the variables may
enhance development opportunity mindfulness and may build authority abilities at the

basic center administration hierarchical level.

Central administration is the key part to making authoritative progress, yet is regularly
ill-equipped to address the difficulties administration faces as per Friel (2004).
Administrative capability is reliant on individual, automatic, and hierarchical

components that incorporate a situation that advances grown-up learning.

Bernthal and Wellins (2003) characterized center administration as a key position,
making center chief authority aptitudes advancement urgent to hierarchical
achievement. The authors additionally expressed that center administration parts
developed from specialized and strategic capacities to parts requiring expanded
authority ability in aptitudes that included versatility, change administration,

relationship building, critical thinking, and business and industry information.

With regards to development of people supervisor Janczak (2004) said that working
with upper administration, other center administrators, and directors, center chiefs are
"... the center of hierarchical ability". Center chiefs may ended up plainly in charge of
inside and outer connections, and in the best associations, center directors needed to
incorporate individual information and ability with hierarchical learning and

expertise.

According to Huy (2001) the center administration is the administration assemble
"two levels underneath the CEO and one level over the line workers". Today, center
administration competency improvement is as yet inadequate and keeping in mind
that mid-level director advancement is basic to hierarchical achievement. Center
supervisors likewise apply their experience to assess the importance and achievability
of proposed corporate key activities and changes. Their translations are then used to
outline data conveyed to subordinates. Center chiefs are agents of progress. They

guide the pace to guarantee forward advance without wrecking.
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Bigger and more intricate administration errands moved further into the association,
expanding the authority traverse of control. Center administration parts turned out to
be additionally testing and complex says Wellins and Weaver (2003). Center
administrators needed to pick up workforce responsibility where shared
unwaveringness was not any more a hierarchical esteem and where there was a

request to create more with fewer assets.

New hierarchical structures started to rise as indicated by Fenton-O'Creevy (1996).
Various leveled plans offered approach to compliment structures that expelled
numerous administration layers. Center supervisor numbers dwindled, but instead

than vanishing, the part developed to address hierarchical issues.

Center chiefs required attributes that moved specialists into administration (learning,
ability, and specific insight) and new aptitudes to oversee in the incomprehensible
circumstances that spoke to present and future business circumstances, feels Buchen
(2005). Center supervisors had essential abilities, yet expected to figure out how to
utilize the aptitudes in an unexpected way. Indeed, even the route in which center
administrators connected Decision-production in equivocal circumstances is an
expertise for which center chiefs had insignificant reference, yet expanded obligation

regarding business strategy and connections requested the ability advancement.

Caldwell (2003) emphasized on center directors as change operators. As change
specialists, center directors required differing abilities, constraining the chiefs to learn
and utilize new aptitudes, and to flag an acknowledgment of progress through
adaptability and hazard taking. Center administrators supported change usage by

changing conventional executive and controller parts into facilitator parts.

Center administration not just made the authoritative ability to help change, yet was
incidentally responsible for executing the change to which center administration was
likewise subject. Regardless of the need to champion change, there was an industrious
thought that center administration was impervious to change as expressed by

Townsend (2003).
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Center administration was where individual and unit learning met to make new
authoritative information and a related upper hand said Balogun and Johnson (2004).
It was seen that center administration connects with both upper administration and
representatives at the same time in both integrative and unique exercises that advance

open door and development through change.

Floyd and Lane (2000) expressed that center supervisors changed over the large scale
and small scale sees into a solitary system in light of the bearing gave by upper
administration vision and the business substances gave by day by day connection. As
facilitators in the social communication basic to vital recharging, center supervisors

assumed a key part in fruitful authoritative methodology improvement.

Kantor (2004) focused on that center supervisors must have a casual system and they
should know about how to utilize it. Center directors had validity achieved by having
a bigger number of years at work than most senior officials. The center administration
amass was more various and would be wise to understanding and thoughts than senior

administration.

Administration progression administration through ability recognizable proof and
initiative advancement can secure authoritative prospects and vital achievement.
Initiative ability administration is best when ability advancement incorporates

supervisors at or beneath center administration parts as per De Koning (2005).

As per Bennis (2003), administration is a designated position that spotlights on
effectiveness and is worried about individuals' quantifiable exercises and yields—the
solid profitability components. Administrators are regularly specialized specialists
advanced into administrative parts. All things considered, the supervisors endeavor to

augment hierarchical execution through managerial activities.
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Hunt (2004) focuses at the truth of initiative. There is no single agreement on what
middle administration is. The administration reality can be forced from outside
oneself or made as far as one could tell. Two extremes of such an initiative the truth
are the logical pragmatist, where the conventional administration idea exists as a
dispassionately quantifiable steady that has particular connections, and the social

constructionist, where authority is a projection of individual creative ability.

Yukl (2002) portrays center administrator as pioneer. Center administration is an
assigned part from which the authority procedure can be normal. Center supervisors
are the two pioneers and adherents, following upper administration's lead and, thusly,
driving the work constrain. Center administration works from a mutual impact
worldview when center supervisors cooperate over an association, doing and enabling

others to do initiative capacities when required.

Vardiman (2001) feels that administration advancement and hierarchical ability go as
an inseparable unit. The positive effect on authority improvement made by the
comprehension of why the work is imperative encourages the comprehension of how

center administration can prevail regardless of specially appointed advancement.

Key Management Development is a basic perspective says Buus and Saslow (2005).
Organizations utilize procedure as a differentiator from the opposition, and human
capital as center skills is one preferred standpoint an association can have over the
opposition. Administration advancement is emphatically connected with authoritative
execution and associations relate initiative improvement to their hierarchical

technique.
The key connection between authoritative achievement and human capital

improvement requests a philosophical move on senior administration's part and full

engagement by human asset specialists notices Rose and Kumar (2006).
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Albert and Picq, (2004) watched that center administration cooperates to support vital
restoration by catching and utilizing learning to advance and enhance development
and pick up an upper hand. Center administration that comprehends key goals is better

ready to encourage the focused open door.

Vital advancement empowers hierarchical limit, restoration, and change as per King
(2006). Associations that offer help, vision, opportunity, and acknowledgment

emphatically impact authority improvement.

As indicated by Brown (2003), components that help vital administration
advancement are: 1) duty and association by senior administration, 2) center abilities
recognizable proof driven by vital activities and concentrated on an aggregate fitness,

and 3) improvement connected to the employment.

Kesler (2002) believes that progression administration is the intentional
demonstration of building authoritative. Progression arranging goes up against
different key structures. Three of the most widely recognized are the substitution

system, the enrollment technique, and the improvement procedure.

Progression administration guarantees preparation and spryness for hierarchical
development says Kim (2003). Progression administration that incorporates initiative
improvement proactively makes achievement. Watchful progression keeps up vital
energy when known or sudden changes in initiative happen. Progression
administration is a prescient measure in an indeterminate situation. It envisions
change, disturbance, and obscure inward and outer factors and creates ability,

thoughts, and qualities as a versatile strategy.

The enlistment methodology depends on employing outside aptitude and experience
into the association as accentuated by Byham (2003). Finding completely gifted and
experienced prospects is difficult, tedious, and expensive. The successor will require

time to absorb, to learn approaches and methods one of a kind to the association, to
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comprehend the business sectors and clients, and to assemble a powerful system,

adding to enrollment expenses and slack time.

Learning associations make learning openings around the recognized abilities and
support and reward authority aptitude advancement at all hierarchical levels, not

simply senior administration thinks Montier et al. (2006).

Caldwell (2003) communicated a vanity in attempting to recognize administrative
abilities. Abilities were troublesome "to characterize, form or coordinate into
customary behavioral models of administration improvement, and there is
subsequently developing disappointment with the competency-system as a way to

deal with change office".

Smith (2003) contended that authority and administration required distinctive skills.
Administration concentrated on efficiencies and accomplishing pre-set particulars
while pioneers concentrated on deciding the determinations. Smith battled that
authority fitness required understanding and learning and that administration

advancement required an educational programs guided by the key hierarchical course.

Armitage et al., (2006.) conceives that specialized ability is fundamental for center
chiefs. Specialized fitness influences current execution and market position.
Reshaping capability impacts the association's capacity to adjust and change. Both
specialized and reshaping capabilities require deliberate administration and

association from key pioneers inside the association.

Fraser and Stupak (2002) is of the view that endeavors must be put to build up the
required skills. Learning ability is a learning procedure, as is key arranging; along
these lines, incorporating grown-up learning rehearses in corporate procedures can

enhance hierarchical fitness.

The last hypothetical component encompassing the momentum investigates is
authoritative learning notices Goh (2003). Authoritative learning centers around
individual and aggregate learning inside associations and learning associations give

the way to such learning. Learning makes associations versatile. As individuals learn,
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lessons go starting with one authoritative era then onto the next and hierarchical

culture develops.

Dimitriades (2005) is of the supposition that administrative improvement advances
upper hand and learning situations empower advancement. Administration
advancement, including vital administration improvement, prompts expanded
administrative fitness, and expanded administrative skill enhances hierarchical

capability and upper hand.

Managers are keen on discovering that which immediately influences the occupation
declares Patton and Pratt (2002). Singular attributes and hierarchical components

assume a part in how learning moves into the work environment.

Balogun (2007) showed the significance of dealing with the everyday elements of
center administration. The creator sees center directors as key vital performing artists
in the vital procedure. Because of their position in the association, center

administrators are the two beneficiaries and implementers of progress.

Johnson, Scholes and Wittington (2008) characterize three patterns influencing center
administration concentrates on vital. These incorporates: authoritative decentralization
of vital activities, expanded center director trust in the vital space because of
enhanced preparing and operational obligation and information being pushed onto the

center administration level.

Different methodologies towards the center administration part in methodology
advancement and execution have risen up out of before contemplates. The first from
Hrebiniak (2008) sees center administrators as implementers of best administration,

characterized system.

The second approach spoke to by Floyd and Wooldridge (2000), characterizes center
administration's part as members in key discussions and as limit spanners between
top-administration and lower levels. In this view, center administration makes an

imperative commitment both upwards and downwards in vital change executions.
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In the third approach spoke to by Balogun and Hailey (2008), center administration is
the key vital on-screen character who “comprehends" the need, plan and activities

required to roll out key improvements inside their group.

Balogun (2003) characterizes their part as "change delegates" or "limit spanners." The
way center supervisors decipher and comprehend the vital change is significant and
straightforwardly impacts the result accomplished by the system. In Balogun's view,
disappointment of translation is a key reason for contrasts between top administration

expectations and the genuine execution.

Johnson, Whittington, and Scholes (2011) recognize the key part of center supervisor
part. The authors expressed that this acknowledgment of key parts of center chiefs
might be because of a few changes in the administration circumstance. Now a day’s,
an ever increasing number of associations decentralize their hierarchical structures
and influence directors, to bring down in the chain of importance, in charge of key
choices. Besides, administrators are given better coaching and in this way are more

skilled and eager to take an interest in methodology.

Center administrators at operational level comprehend and impact these learning
based wellsprings of upper hand superior to remote best chiefs. Furthermore, the
nature of the contemporary condition muddles the vital administration as the time and
data to investigate and execute a painstakingly imagined methodology are regularly
not accessible. All things considered, Floyd and Wooldridge (2000) fight that system
making is a center level social learning process. The accompanying segment offers a

coordinated elucidation of the part of center administrators in key administration.

The Middle Manager

In spite of the way that the term middle manger is entrenched in writing, one would

not regularly discover individuals with the employment title 'center administrator’ in

associations. Rather, the position of a center chief rather alludes to an operational
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capacity or hierarchal arrangement. A few conceptualizations of the term have been

proposed.

Ika"valko (2005) depicts center supervisors as those performers who go about as the
two subordinates and bosses. In talking about the "engaging" part, the creator
additionally battles that enabling does not stress the usage of the present, proposed
system, however rather alludes to activities that endeavor to assess and even test the
current methodology. By urging subordinates to differentiate condition and

methodology, the point is to look for signals for change.

The significance of the center chief's part in actualizing technique has been supported
for a long time. Floyd and Wooldridge (1992) express that center chiefs interface the
exercises of vertically related gatherings and are in charge of in any event sub-
utilitarian work process, however not for the work process of the association in
general. The authors characterize the term 'championing options' as the diligent and
enticing correspondence of key choices to upper administration. This part is
unmistakable from encouraging versatility as it focuses on affecting corporate

administration to change their present idea of methodology.

Integrated account of the literature on the strategic roles of middle managers

Literature not only recognizes the important role of middle managers as implementers
but also acknowledges the value of middle managers as linking pins who have

upward, downward and lateral influence.

Currie and Procter (2005) accentuated that center chiefs execute technique by making
an interpretation of corporate procedure without hesitation designs and individual
destinations. Center supervisors can apply a descending impact through 'encouraging
versatility' where they bolster more radical exercises inside the territories they deal

with that lie outside best administration's legitimate desires.
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Figure 18 shows a summary of the roles within the strategy domain of middle

managers.

Figure 18: The most prominent strategic activities of middle managers

Facilitating
S ©
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'E Influencing Supporting
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Chia and Holt (2006) portrayed that on account of think system, there is substantially
more noteworthy clearness of comprehension about what is normal as far as express
purposes. Here the part of the center chief is more identified with consistence with

key principles. Center directors are vital to powerful methodology execution.

O'Shannassy (2003) trusts that the current contemporary administration viewpoints
hold that the center supervisor's part has changed from being a request transmitter to a
more dynamic member in methodology development and that they have moved

toward becoming limit spanners who encourage vital discussions and data streams.

With a specific end goal to clarify how center chiefs decipher and offer vital change at
the authoritative interface, Rouleau and Balogun (2011) considered the workings of

essential sense seeming well and good giving miniaturized scale rehearses.

At the point when center administrators impact the route in which an issue is being
comprehended and established, they take part in sense giving. The significance of
these exercises is underlined by Costanzo and Tzoumpa (2008) who attest that center

directors shape authoritative records by sense providing for their pioneers and
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subordinates. As social on-screen characters, center chiefs likewise encourage
information incorporation and exchange crosswise over groups and hierarchical limits

to upgrade authoritative practice.

As indicated by Briggs (2005) center administrators are connects between senior
administration and the work groups. In a position where they have the learning and
experience to associate unique thoughts created from inside the association to vital
issues, the subject of deciphering and conveying data affirms the significance of
center chiefs as key on-screen characters.Center chiefs sort out, screen and assess
crafted by staff and frequently go about as good examples satisfying the parts of a

'staff supervisor' and the 'pioneer’.

Nordqvist and Melin (2008) allude to this part just like the 'social craftsperson', since
the center administrator steps up with regards to cultivate adaptable hierarchical
courses of action that outcome in vital changes. Center chiefs are required to advance
experimentation and self-sufficient improvement inside their zones of obligation. This
desire is set on center directors with the point of work works on being adjusted to the

evolving condition.

Mantere and Vaara (2008) fight that the desire to encourage versatility likewise can
possibly empower vital office with respect to the center chief. In a dynamic business
condition, flexibility is besides acquired by a participative way to deal with technique

detailing inviting center supervisors as procedure formulators.

Mantere (2005), who likewise examined the key champions, picked to treat the
championing movement as far as the administration position and not the part. His
broad examination portrays methodology champions as hierarchical individuals who
endeavor to impact vital issues in a way that reaches out past their prompt and

essential operational duties and the desires of others.
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Chapter 3: Research Methodology and Hypothesis

Chapter 3 is titled as, ‘Research Methodology which explains conceptual framework,
hypotheses of the study, the research methodology used for the proposed survey for

data collection and relevant information.

The proposed study is titled as “Study of Career Progression of Middle Management in IT
Organizations in and around Pune with special reference to hurdles and identifying steps
to be successful in the middle management”. There are various factors contributing towards

work performance as people managers.

For this study we have considered some of these factors. These are:
e Skills and Desires of Middle Manager Group.
e Management Objectives.

e Frustration amongst Middle Managers.
e Absence of Training.

e Mentoring from Seniors.

e Maintaining healthy Work Life Balance.
e Stress Management.

e Better Personal Life.

e Managing the Expectations.

e Earlier Experience is Advantageous.

¢ Availability of Required Resources.

e Personal Empowerment.

e People Management as Career Choice.



The typical conceptual framework for this study is as shown below:

Figure 1: Conceptual Framework
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Source: Designed and Compiled by Jeetendra (2017)

Hypotheses for the said study are as given below.

Hypothesis
Code

Hypothesis Statement

S1

Skills and desires of middle manager group of workforce are not
necessarily aligned with management objectives.

S2

Frustration amongst middle managers is due to lack of training.

S3

As a people manager, what the team needs from people manger and what
their manager expects them to deliver, are at times difficult to achieve

S3.1] ltis relatively easy to execute people manager responsibility where,
one has been promoted to that role within the same organization versus
where one has been hired from outside to take up the responsibility.

S3.2] It is always good to have previous people manager experience to be
successful in people management role.

S3.3] Middle management is a full time responsibility and that it should
not be shared with any other business related responsibility.

S4

Seniors do not always provide enough coaching and guidance to execute
people manager responsibility.

S4.1] People managers always have the required resources to execute
their role.

S4.2] Itis difficult to be seen as a neutral people manager by the team

S5

At times, people manager role disturbs your work life balance.

S5.1] People management is a stressful role.

S5.2] People management role helps to become a better person in
personal life.

S5.3] People managers are empowered enough to execute their job.

Source: Designed and Compiled by Jeetendra (2017)




Present research will come under the descriptive inferential type of research, which will

investigate the factors affecting work performance of people managers in IT Industry.

Research Design:

e |dentify list of IT companies in and around Pune who have middle management

layer.
e Interview about 100 to 150 sample size of middle managers.

e Design questionnaire for middle managers to find out what skills and competencies

are required and what they currently possess.
e Approach product based and consulting organizations for the above sample size.
e Analyze the captured data using tools like graphs, presentations, notes etc.

e Qualitative data to be captured to identify theme or a pattern to support quantitative
data.

Research Techniques:

e Interviews

e Survey questionnaire
e Statistical techniques
e Review of literature

e Analysis tools

Data Collection:

The secondary data was gathered from various sources such as newspaper, magazine,

online journals, etc.



The primary data was collected through survey among the respondents working in IT
Industry as ‘People Manager’ (within the required experience span of the respondents) to
understand their views and opinions about their job profile and challenges faced by them

as people manager.

A survey was done to collect the required information from sample size. However, it may
have some limitations: as people might be busy or unwilling to take it, or in some cases
they intend to give positive answers to please the interviewer which leads to erroneous in
the results. In order to handle this limitation, questions were addressed in an anonymous

form.

The survey was conducted using some of the following methods, such as:

e Manual Survey was conducted using printed forms which were distributed to required
respondents.
e Online survey was conducted through websites and social media also.

e Online survey was conducted through emails which were sent to required respondents.

A structured questionnaire was prepared and used as survey tool. This was filled by the
required number of respondents (sample size for the proposed survey), which were

randomly selected. Both the online and offline ways were used to gather the data.

A sample research questionnaire is enclosed as Appendix.



Table 1: Survey Questionnaire Details

Survey Questionnaire Details

Sr. No. Variable Particulars
1 Respondent Profile and | Name
Demographics Email Id

Whether working in IT Industry or not?
Work Location — Pune or Other

Experience as People Manager - Less than 3
years, 3to 6 years, 6 to 10 years and More

than 10 years

2 Role of the Respondent Individual Contributor  (No  People
management responsibility)
Team Leader - Junior Level
Assistant Manager - Middle Level
Manager - Senior Level
Senior Manager and above - Top Level
3 Definition of Role As a People Manager managing:

Only individual contributors

Team leads and individual contributors
Associates  having people management
responsibility

Team leads, individual contributors and their

people manager




Survey Questionnaire Details

Sr. No. Variable Particulars
4 Selection of this role As part of my career progression plan
For my career growth, had to choose between
technical track and management track and |
chose the latter.
Peer pressure / Industry norm
5 Given the preview of what | To a great extent
people management | To some extent
before taking up the role | No
6 Training provided on | Yes, within first three months
people management after | Yes, but after three months
promotion to  people | No
management role
7 Assigned a mentor during | Yes, but I did not see any value
initial period of the people | Yes, it was a great value
management role No
8 Ranking the | Budgeting
responsibilities  of  a | Communication
people manager Customer Management
People Management
Reporting and Analysis
9 Ranking the skills of a | Change Management

people manager

Influencing

Problem Solving
Enabling

Coaching and Mentoring




10 Ranking of the important | Budget / Funds
or must have to manage | Clarity on Strategic Direction
your team Authority to take Decision
Survey Questionnaire Details
Sr. No. Variable Particulars
11 Opinion on the training | Somewhat relevant
provided to you to as a | Relevant and useful
people manager Never relevant and useful
12 Ranking  of  success | Low attrition in your team
parameters High engagement scores during satisfaction
surveys
More than 70% of your team surpassing their
performance goals
13 Support received from | Coaching to take relevant problem resolution
senior management approach
Directing or connecting to the expert in the
organization
Expected to resolve on your own
14 Ranking the competencies | Delegation
of a people manager Decision Making
Collaboration
Talent Management
Conflict Resolution
15 Ways that organization | In class training programs

use to bridge the
competency gap for
people managers to be

successful

E-training / online courses

No support provided




16 Various statements | Getting opinions of the respondents on these
related to work profile as | statements
people manager
17 Ranking of importance of | Tasks over Relationships
managing  task  and | Relationships over task
manage relationship Tasks and Relationships equally
Survey Questionnaire Details
Sr. No. Variable Particulars
18 Ranking of the reasons for | Relevant tools are available to engage team
success as people | members
manager Clear expectations / established key
performance indicators
Authority along with responsibility
Timely relevant training
Seniors walk the walk i.e. they practice what
they preach
19 Ranking of the reasons | Lack of improved training

that may be considered as
hurdles in the role as

people manager

High stress levels
No proper feedback mechanism in place
No role model to look up to

No autonomy in meeting organizational goals

Selection of Respondents:

Selection of respondents is based on certain conditions. These are as follows:

e The respondent must be working in IT Industry.

e The respondent work area is Pune city / Pune metropolitan area.

e The respondent must be working in the role of People Manager.




e The respondent must be working experience in the role of People Manager.

Some of the respondents were not included in the survey based on certain conditions. These

are as follows:

e The respondent is not working in IT Industry.

e The respondent work area is outside Pune city / Pune metropolitan area.

e The respondent is not working in the role of People Manager.

e The respondent does not possess required working experience in the role of People
Manager.

e The respondent is in a top management role.

The above criterion was translated (in the questionnaire) as answers in the following
manner:

e ‘No’ for currently working in IT Industry.

e ‘Other’ for current work location.

e ‘None’ for experience as People Manager.

e ‘Senior Manager and above — Top level’ for designation of the respondent.

Data collection was followed by data analysis using suitable statistical tools and

techniques.

Primary Data Sources
Data was gathered from the respondents i.e. survey among the respondents working in IT
Industry as ‘People Manager’. Required data was collected with the help of structured

guestionnaire.

Secondary Data Sources
The secondary data regarding people manger and their work performance and so on, was
collected from various books, newspapers and websites. This data is useful for developing

the conceptual framework.



As stated earlier, data was gathered from the respondents i.e. survey among the respondents
working in IT Industry as ‘People Manager’. About 150 numbers of respondents were
included in the said study. These will be considered as samples; with the use of convenience

sampling will be taken in the study.

Data was collected by on line survey. Survey link was published on various social
networking sites such as LinkedIn, Twitter and Facebook. The survey link was also
published on management college portal where alumni of college were registered. Using
personal network and their network channels the survey was advertised to get maximum
response. The survey data was also collected by face to face interactions i.e. through field
survey method that includes personal interviews. The questions in the questionnaire were
both mostly closed ended. Since the survey was about the influential factors (opinion and
attitude based), Likert rating scale was used. The collected data was tabulated and
presented in the form of tables and graphs. Data was statistically analyzed. Various

statistical test techniques were used to test and analyze the collected data.

Sample size was decided by considering 648 IT companies in Pune. Of the 648 IT
companies 78 to 82% i.e. approx. 531 companies were not considered as they were too
small (less than 50-60 employee strength) to have considerable middle management layer.
From remaining 117 (having more than 150 employee strength) we assumed that they
would have about 850 -950 people management that would form middle management. Off
950 people managers in these companies about 150 i.e. 16% were considered as sample

size for the purpose of the survey.

Before launching final field survey, pilot data was collected for about 30 responses. Pilot
data analysis was studied and checked with hypothesis to see if final field survey can be
launched. After discussing with the guide and the confirmation final field survey was
launched.



Data was classified and presented in tables. Analysis was performed using weighted
average, Rank and Percentages. Suitable Correlation coefficients (e.g. Pearson’s
Correlation) was used to analyze the data. Hypotheses will be tested by using relevant

statistical tests (e.g. One sample t test, One sample z test).

Data was processed using MS-Excel software and analyzed by using SPSS software.



4.1

Chapter 4: Data Analysis and Interpretation

Chapter 4 narrates ‘Data Analysis and Interpretation’, in which collected data

has analyzed and interpretation has been provided by researcher.

Data Analysis

Field Survey findings are obtained by analyzing the data collected and are
based upon the questionnaire. Subsequent data analysis activity is elaborated

here.

The collected data has been tabulated in both the forms like Simple Tabulation

with one variable and Cross Tabulation having two variables.

The tabulated data has been analyzed by using SPSS 18.0 that comprises of

the following statistical techniques:

Univariate Analysis — As the name suggests, it includes only one variable for
analysis. The methods related to this analysis included are Simple Percentage

Method, Multiple Linear Regression.

Bivariate Analysis — As the name suggests, it includes only two variables for
analysis. The methods related to this analysis included are Pearson Correlation

and Multiple Linear Regression test of two variables.

Multivariate Analysis — As the name suggests, it includes more than two
variables for analysis. The methods related to this analysis included are Factor
Analysis. It also includes the methods of explaining the associations among

more than two variables simultaneously.
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4.2

Cronbach’s Alpha

Field Survey discoveries are gotten by breaking down the information
gathered and depend on field survey. Ensuing study discoveries are introduced

here.

Cronbach's alpha is fundamentally used to check how solid is the information
gathered? For the most part estimation of Cronbach's alpha increments, as the
estimation of relationship coefficients (between the two terms) increment. The
most extreme incentive for Cronbach's alpha is 1, and in by and large the base

esteem is 0. [t can have negative esteem.

The acknowledged thumb manage for the estimation of alpha is that an alpha
of 0.7 (some say 0.6) implies information gathered is dependable and
satisfactory. With alpha esteem more noteworthy than 0.8 shows satisfactory
dependability. Indeed, even high estimations of information unwavering

quality are not basically required, as this may show things exists in excess.

What is expressed above can be considered rules as it were. As a general rule,
distinct estimation of Cronbach's alpha shifts with a few viewpoints. E.g. it
might be watched that as the quantity of things expands, Cronbach's alpha may

tend to increment as well even with no expansion in inward consistency.

For this study we have datasets for Q. 1 to Q. 16. For these datasets we have
calculated Cronbach’s alpha using various statistical tests. These are:
e Anova: Single Factor and

e Anova: Two-Factor without Replication
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Details are as presented below.

Dataset Q.1 to Q. 16

Anova: Single Factor

Groups Count Sum Average Variance

Experience Qa5 150 556 3.7067 1.1080
Your Role Qa6 150 501 3.3400 0.4541
Role Definition Qa7 150 352 2.3467 1.4092
1) Why this role? 150 211 1.4067 0.2429
2) Given preview 150 269 1.7933 0.4872
3) Provided training 150 291 1.9400 0.7413
4) Assigned mentor 150 362 2.4133 03112
5) Responsibility 1 Rank 150 604 4.0267 1.2745
5) Responsibility 2 Rank 150 327 2.1800 1.2090
5) Responsibility 3 Rank 150 450 3.0000 1.4631
5) Responsibility 4 Rank 150 279 1.8600 0.8997
5) Responsibility 5 Rank 150 590 3.9333 1.2975
6) Skilll Rank 150 582 3.8800 2.1466
6) Skill2 Rank 150 378 2.5200 1.0835
6) Skill3 Rank 150 476 3.1733 2.3590
6) Skill4 Rank 150 386 2.5733 1.3604
6) Skill5 Rank 150 428 2.8533 1.8710
7) MH1 Rank 150 403 2.6867 0.2703
7) MH2 Rank 150 204 1.3600 0.3796
7) MH3 Rank 150 293 1.9533 0.4743
8) Opinion about training

provided 150 219 1.4600 0.3038
9) Success 1 Rank 150 381 2.5400 0.3306
9) Success 2 Rank 150 260 1.7333 0.7069
9) Success 3 Rank 150 259 1.7267 0.5355
10) Type of Support 150 233 1.5533 0.5307
11) Competency 1 Rank 150 501 3.3400 1.9977
11) Competency 2 Rank 150 366 2.4400 1.8319
11) Competency 3 Rank 150 458 3.0533 1.7421
11) Competency 4 Rank 150 397 2.6467 2.2166
11) Competency 5 Rank 150 528 3.5200 1.4459
12) Bridge gap 150 236 1.5733 0.5281
13) Opinion S1 150 422 2.8133 1.1730
13) Opinion S2 150 408 2.7200 1.0889
13) Opinion S3 150 517 3.4467 1.3495
13) Opinion S3.1 150 518 3.4533 1.3770
13) Opinion S3.2 150 496 3.3067 1.4758
13) Opinion S3.3 150 447 2.9800 1.9526
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13) Opinion S4 150 451 3.0067 1.0536
13) Opinion S4.1 150 385 2.5667 0.7707
13) Opinion S4.2 150 388 2.5867 0.7139
13) Opinion S5 150 470 3.1333 1.2841
13) Opinion S5.1 150 497 3.3133 1.1025
13) Opinion S5.2 150 585 3.9000 1.2315
13) Opinion S5.3 150 511 3.4067 1.0751
14) Important task manage 150 294 1.9600 0.1326
15) Reasonl success Rank 150 523 3.4867 1.2716
15) Reason2 success Rank 150 278 1.8533 1.0924
15) Reason3 success Rank 150 354 2.3600 1.2387
15) Reason4 success Rank 150 583 3.8867 1.4971
15) Reason5 success Rank 150 512 3.4133 2.0294
16) Reasonl hurdle Rank 150 585 3.9000 1.5671
16) Reason2 hurdle Rank 150 436 2.9067 1.6557
16) Reason3 hurdle Rank 150 346 2.3067 1.4489
16) Reason4 hurdle Rank 150 497 3.3133 1.9616
16) Reason5 hurdle Rank 150 386 2.5733 1.8436
ANOVA
P-
Source of Variation SS df MS F value F crit
Between Groups 4564.584 54 | 84.5293 72.1919 0| 13378
Within Groups 9595.5 8195 1.1709
Total 14160.08 8249
Alpha 0.9861

Values of alpha shown here are in the range of commonly accepted values and thus

indicate acceptable reliability.
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Anova: Two-Factor without Replication

Groups Count Sum Average Variance
Experience Qa5 150 556 3.7067 1.1080
Your Role Qa6 150 501 3.3400 0.4541
Role Definition Qa7 150 352 2.3467 1.4092
1) Why this role? 150 211 1.4067 0.2429
2) Given preview 150 269 1.7933 0.4872
3) Provided training 150 291 1.9400 0.7413
4) Assigned mentor 150 362 2.4133 0.3112
5) Responsibility Rank 150 604 4.0267 1.2745
5) Responsibility 2 Rank 150 327 2.1800 1.2090
5) Responsibility 3 Rank 150 450 3.0000 1.4631
5) Responsibility 4 Rank 150 279 1.8600 0.8997
5) Responsibility 5 Rank 150 590 3.9333 1.2975
6) Skilll Rank 150 582 3.8800 2.1466
6) Skill2 Rank 150 378 2.5200 1.0835
6) Skill3 Rank 150 476 3.1733 2.3590
6) Skill4 Rank 150 386 2.5733 1.3604
6) Skill5 Rank 150 428 2.8533 1.8710
7) MH1 Rank 150 403 2.6867 0.2703
7) MH2 Rank 150 204 1.3600 0.3796
7) MH3 Rank 150 293 1.9533 0.4743
8) Opinion about training
provided 150 219 1.4600 0.3038
9) Success 1 Rank 150 381 2.5400 0.3306
9) Success 2 Rank 150 260 1.7333 0.7069
9) Success 3 Rank 150 259 1.7267 0.5355
10) Type of Support 150 233 1.5533 0.5307
11) Competency 1 Rank 150 501 3.3400 1.9977
11) Competency 2 Rank 150 366 2.4400 1.8319
11) Competency 3 Rank 150 458 3.0533 1.7421
11) Competency 4 Rank 150 397 2.6467 2.2166
11) Competency 5 Rank 150 528 3.5200 1.4459
12) Bridge gap 150 236 1.5733 0.5281
13) Opinion S1 150 422 2.8133 1.1730
13) Opinion S2 150 408 2.7200 1.0889
13) Opinion S3 150 517 3.4467 1.3495
13) Opinion S3.1 150 518 3.4533 1.3770
13) Opinion S3.2 150 496 3.3067 1.4758
13) Opinion S3.3 150 447 2.9800 1.9526
13) Opinion S4 150 451 3.0067 1.0536
13) Opinion S4.1 150 385 2.5667 0.7707
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13) Opinion S4.2 150 388 2.5867 0.7139
13) Opinion S5 150 470 3.1333 1.2841
13) Opinion S5.1 150 497 3.3133 1.1025
13) Opinion S5.2 150 585 3.9000 1.2315
13) Opinion S5.3 150 511 3.4067 1.0751
14) Important task manage 150 294 1.9600 0.1326
15) Reasonl success Rank 150 523 3.4867 1.2716
15) Reason2 success Rank 150 278 1.8533 1.0924
15) Reason3 success Rank 150 354 2.3600 1.2387
15) Reason4 success Rank 150 583 3.8867 1.4971
15) Reason5 success Rank 150 512 3.4133 2.0294
16) Reasonl hurdle Rank 150 585 3.9000 1.5671
16) Reason2 hurdle Rank 150 436 2.9067 1.6557
16) Reason3 hurdle Rank 150 346 2.3067 1.4489
16) Reason4 hurdle Rank 150 497 3.3133 1.9616
16) Reason5 hurdle Rank 150 386 2.5733 1.8436
ANOVA
P-

Source of Variation SS df MS F value F crit
Rows 81.12111 149 0.5444 0.4599 1] 1.2003
Columns 4424.103 53 | 83.4736 70.5071 0| 13412
Error 9349.286 7897 1.1839
Total 13854.51 8099
Alpha 0.9858

Values of alpha shown here are in the range of commonly accepted values and thus

indicate acceptable reliability.
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4.3

Survey Findings

Field Survey findings are obtained by analyzing the data collected and are

based upon the questionnaire. Subsequent survey findings are presented here.

Respondent’s Profile

No. of Respondents (n) = 150

All of the respondents were working in [T Industry.

Work Experience

Table 3: Working Experience

Experience as People Manager In %
3 to 6 years 20%
6 to 10 years 35%
Less than 3 years 18%
More than 10 years 27%

It was observed that the respondents are with varying years of experience.

Figure 20: Working Experience

Experience as a People Manager
(as % of Respondents)

Less than 3
years
18%
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Role in Your Organization

Table 4: Role in Your Organization

Role in Your Organization In %
Assistant Manager - Middle Level 43%
Manager - Senior Level 45%
Team Leader - Junior Level 11%

Most of the respondents were working in the role of either as Assistant

Manager - Middle Level and as Manager — Senior Level.

Figure 21: Role in Your Organization

Role in your organization (as % of
Respondents)

Team'Leader -
Junior Level
11%
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Definition of Current Role

Table 5: Definition of Current Role

How would you define your current role? In %
People manager, managing only individual contributors 31%
People manager, managing associates having people
management responsibility 11%
People manager, managing team leads and individual
contributors 31%
People manager, managing team leads, individual
contributors and their people manager 26%

Figure 22: Definition of Current Role
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Why this Role?

Table 6: Why this role?

1) Why did you choose to take up people (middle) management role? In %

As part of my career progression plan 59%
For my career growth, had to choose between technical track

and management track and I chose the later 41%
Peer Pressure / Industry Norm 0%

Most of the respondents selected this role as a part of their career enhancement
plan. For some of the respondents the basis was that management side was

more of their interest as compared to the technical side.

Figure 23: Why this role?

Why did you choose to take up people
(middle) management role? (as % of
Respondents)

H As part of my career progression plan

B For my career growth, had to choose between technical track and management track and
I chose the later
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Given preview of the role

Table 7: Given preview

2) Were you given preview of what people management would

look like before you took up the role? In %

No 16%
To a great extent 37%
To some extent 47%

Most of the respondents mentioned that they were given preview of their role -

what people management would look like before you took up the role.

Figure 24: Given preview

Were you given preview of what people
management would look like before you
took up the role? (as % of Respondents)

47%

ENo ®To a great extent To some extent
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Provided Training

Table 8: Provided Training

3) Were you provided training on people management after you were

promoted to people management role? In %
No 34%
Yes, but after three months 26%
Yes, within first three months 40%

Nearly 1/3" of the respondents mentioned that they were not provided training

on people management after they were promoted to people management role.

Figure 25: Provided Training

Were you provided training on people
management after you were promoted to
people management role? (as % of
Respondents)

Yes, within first
three months,
40%
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Assigned the Mentor

Table 9: Assigned the Mentor

4) Were you assigned a mentor during your initial period of

people management role? In %
No 45%
Yes, but I did not see any value 3%
Yes, it was a great value 52%

About half of the respondents (i.e. 52%) are of the opinion that they were
assigned a mentor during their initial period of people management role and it

was a great value to them.

Figure 26: Assigned the Mentor

Were you assigned a mentor during your
initial period of people management role? (as
% of Respondents)

52%

3%

ENo EYes, butIdid not see any value Yes, it was a great value
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Responsibilities of People Manager and their ranks

Table 10: Responsibilities of People Manager and their ranks

5) Responsibilities of a people manager, and their ranks
Customer People Reporting and
Budgeting | Communication | Management | Management Analysis

Rank 1 8% 28% 12% 47% 5%
Rank 2 0% 45% 21% 26% 9%
Rank 3 14% 15% 39% 23% 10%
Rank 4 37% 7% 13% 5% 39%
Rank 5 41% 6% 16% 0% 37%

Figure 27: Responsibilities of People Manager and their ranks

Responsibilities of a people manager, and
their ranks (as % of Respondents)
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Respondents mentioned that according to them the responsibilities with high
importance are people management, communication and customer

management.

Top ranked responsibilities are People Management, Communication and
Customer Management.

Customer People
Communication | Management | Management
Rank 1 28% 12% 47%
Rank 2 45% 21% 26%
Rank 3 15% 39% 23%

Individual responsibility and rank-wise details are as shown below.

Rank 1

]%udgeting

%

28%

Reporting an ..
eporting and Communication

Analysis

People Management Management
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Rank 2

Budgeting
0%

459
Reporting and ’ L
- Communication
Analysis
26% 21%

Customer
Management

People Management

Rank 3

Budgeting
40%

Reporting and

. Communication
Analysis

23%

Customer

Management
39%

People Management
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Lower ranked responsibilities are Budgeting, and Reporting and Analysis.

Budgeting | Reporting and Analysis
Rank 4 37% 39%
Rank 5 41% 37%

Individual responsibility and rank-wise details are as shown below.

Rank 4

Budgeting 37%

40%

Reporting and
Analysis

39%

Communication

Customer
Management

People Management

Rank 5

Reporting and
Analysis
37%

Communication

Customer
Management

People Management
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Correlation in between ranking of these responsibilities is as shown below.

Table 11: Responsibilities of People Manager and their Correlation

Customer People Reporting and
Budgeting | Communication | Management | Management Analysis
Budgeting 1
Communication -0.4635 1
Customer
Management -0.2457 -0.0858 1
People Management -0.3799 -0.0462 -0.2507 1
Reporting and
Analysis 0.0431 -0.3815 -0.5261 -0.1424 1

There is no significant correlation amongst rankings of these responsibilities. This

indicates to become a successful people manager, it is required that one must handle

and take care of all of these responsibilities.

Skills of People Manager and their ranks

Table 12: Skills of People Manager and their ranks

6) Skills of a people manager, and their ranks

Change Problem Coaching and
Management Influencing Solving | Enabling Mentoring
Rank 1 11% 19% 27% 19% 25%
Rank 2 14% 29% 5% 36% 16%
Rank 3 7% 39% 17% 17% 20%
Rank 4 13% 9% 27% 24% 28%
Rank 5 55% 5% 25% 4% 11%
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Figure 28: Skills of People Manager and their ranks

Skills of a people manager, and their ranks
(as % of Respondents)

Coaching and Mentoring

Enabling

Problem Solving

Influencing

55%

Change Management - 79
14%
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WRank 5 mMRank4 ®WRank3 ®Rank2 ®Rank1

Respondents mentioned that according to them the most preferred skills (of a

people manager) are enabling, coaching and mentoring and influencing.
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Top ranked skills are Enabling, Coaching and Mentoring, and Influencing.

6) Skills of a people manager, and their ranks

Change Problem Coaching and
Management Influencing Solving | Enabling Mentoring
Rank 1 11% 19% 27% 19% 25%
Rank 2 14% 29% 5% 36% 16%
Sub-
total 25% 47% 32% 55% 41%
Individual skill and rank-wise details are as shown below.
Rank 1 + Rank 2
Change Management
60%
0% 5%
40%
0
Coaching and Mentoring , 0% Influencing

41%

&

Enabling

0%

‘v

Sl

55%

32%

Problem Solving
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Correlation in between ranking of these skills is as shown below.

Table 13: Skills of People Manager and their Correlation

Change Problem Coaching &
Management Influencing Solving Enabling Mentoring
Change Management 1
Influencing 0.2172 1
Problem Solving -0.2472 -0.4010 1
Enabling -0.5761 -0.1477 -0.2844 1
Coaching &
Mentoring -0.4676 -0.4175 -0.3105 0.1961 1

The matrix shows lesser correlation amongst rankings of some of these skills. These
skill pairs are change management and influencing and another one is enabling and
coaching and mentoring. It is required that to become a successful people manager,

one must possess these skills.

In other words a good people manager must influence people so as to result required
or desired changes. Also one must have coaching and mentoring approach so that a
good people manager may enable the team members to achieve desired outcomes.

Important or Must Haves Parameters and their rankings

Rankings of the parameters that the respondents think that those are important or must
have to manage their team.

Table 14: Important or Must Haves Parameters and their rankings

7) Important or Must Have Parameters to manage your team and their rank
Clarity on Strategic Authority to Take
Budget / Funds Directions Decisions
Rank 1 3% 71% 26%
Rank 2 26% 21% 53%
Rank 3 71% 7% 21%
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Figure 29: Important or Must Haves Parameters and their rankings

Important or Must Have Parameters to
manage your team and their ranks (as % of
Respondents)
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Correlation in between ranking of these must have parameters is as shown

below.

Table 15: Important or Must Haves Parameters and their Correlation

Clarity on Authority to
Budget / Strategic Take
Funds Directions Decisions
Budget / Funds 1
Clarity on Strategic
Directions -0.2741 1
Authority to Take
Decisions -0.5097 -0.6877 1

There is no significant correlation amongst rankings of these must have parameters.

This indicates that such type of must have parameters vary from organization to

organization depending upon type of project, size of project, manpower working on

the project and so on.
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Opinion on Training Provided

Table 16: Opinion on Training Provided

8) Are all training's provided to you to as a people manager

relevant and practical for you to execute your people

manager responsibility? In %
Never relevant and useful 3%
Relevant and useful 41%
Somewhat relevant 57%

About more than half of the respondents (i.e. 57%) are of the opinion that they were

provided with somewhat relevant training to them as people manager and it was

relevant and practical for them to execute their people manager responsibility. Nearly
more 2/5™ of the respondents (i.e. 41%) are of the opinion that they were provided

with relevant and useful training to them.

Figure 30: Opinion on Training Provided

Are all training's provided to you to as a
people manager relevant and practical for
you to execute your people manager
responsibility? (as % of Respondents)

Never relevant and
useful, 3%

Somewhat
relevant, 57%
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Success parameters and their ranks

Table 17: Success parameters and their ranks

9) How does success look like for you as a people manager?
High engagement scores | More than 70% of your team
Low attrition during satisfaction surpassing their performance
in your team surveys goals
Rank 1 4% 52% 44%
Rank 2 38% 23% 39%
Rank 3 58% 25% 17%

Figure 31: Success parameters and their ranks

How does success look like for you as a
people manager? Success parameters and
their ranks
(as % of Respondents)
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60% o8% 590,
50%
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Low attrition in your team  High engagement scores during More than 70% of your team
satisfaction surveys surpassing their performance
goals

mRank 1 mRank2 mRank 3

According to the respondents, they are looking it as success when they see following
things happening:
e High engagement scores during satisfaction surveys.

e More than 70% of your team surpassing their performance goals.
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Correlation in between ranking of these success parameters is as shown below.

Table 18: Success parameters and their Correlation

High
engagement More than 70% of
Low scores during | your team surpassing
Attrition in satisfaction their performance
your Team surveys goals

Low Attrition in
your Team 1
High engagement
scores during
satisfaction surveys -0.5192 1
More than 70% of
your team surpassing
their performance
goals -0.1892 -0.7410 1

There is no significant correlation amongst rankings of these success parameters.
This shows that it is not possible to generalize such success parameters and they are
not generic in nature. Such type of success parameters vary from organization to
organization depending upon type of project, size of project, manpower working on

the project and so on.

Type of Support made available

Table 19: Type of Support

Type of Support In %
10) What kind of support do you receive from senior
management while resolving difficult people management

problems?

Coaching to take relevant problem resolution approach 59%
Directing or connecting to the expert in the organization 27%
Expected to resolve on your own 14%

About 59% of the respondents are of the opinion that they were provided with good
support from senior management in the form of ‘Coaching to take relevant problem

resolution approach’.
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Figure 32: Type of Support

Expected to resolve
on your own, 14%

Type of Support available from senior
management (as % of Respondents)

People Manager Competencies

Table 20: People Manager Competencies and their ranks

11) People Manager competencies and their ranks

Decision Talent Conflict
Delegation | Making | Collaboration | Management | Resolution
Rank 1 13% 38% 15% 33% 1%
Rank 2 20% 12% 19% 19% 30%
Rank 3 18% 27% 29% 17% 9%
Rank 4 19% 15% 18% 14% 34%
Rank 5 30% 9% 19% 17% 25%

Top ranked competencies are Decision Making and Talent Management.
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Figure 33: People Manager Competencies and their ranks

People Manager competencies and their
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Individual competency and rank-wise details are as shown below.
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Correlation in between ranking of these competencies is as shown below.

Table 21: People Manager Competencies and their Correlation

Decision Talent Conflict
Delegation Making Collaboration | Management Resolution
Delegation 1
Decision Making 0.0616 1
Collaboration -0.2148 -0.2837 1
Talent
Management -0.4847 -0.4053 -0.2772 1
Conflict
Resolution -0.4088 -0.3848 -0.1825 0.0921 1

The matrix shows lesser correlation amongst rankings of some of these competencies.
Theses competency pairs are delegation and decision making and another one is talent
management and conflict resolution. It is required that to become a successful people

manager, one must possess these competencies.

In other words a good people manager must delegate and have good decision making
ability to influence the people so as to achieve desired results. Also one must have
conflict resolution ability and talent management skill as a good people manager so as

to achieve desired outcomes.

Organization efforts to bridge the competency gap for people managers to be
successful

Table 22: Bridging the gap

12) According to respondents, how does your organization bridge the

competency gap for people managers to be successful? In %
E-training / online courses 29%
In class training programs 57%
No support provided 14%

About less than 1/3" of the respondents (i.e. 29%) are of the opinion that E-training or
Online courses were used to bridge the competency gap. About more than half the
respondents (i.e. 57%) mentioned that in house or in class training programs were

used for the same.
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Figure 34: Bridging the gap

How does your organization bridge the
competency gap for people managers to
be successful? (as % of Respondents)

No support
provided, 14%

Q 13 Various Statements and opinions of the respondents about these statements

S1
Skills and desires of middle manager group of workforce are not necessarily aligned

with management objectives.

Figure 35: Respondent's Opinion S1
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More than one third of the respondents (i.e. 37%) agree that the skills and desires of
middle manager group of workforce are not necessarily aligned with management
objectives. Less than half of the respondents (i.e. 44%) disagree that the skills and
desires of middle manager group of workforce are not necessarily aligned with
management objectives. About 1/5™ of the respondents have given ‘Neutral’ response

to this statement.

S2

Frustration amongst middle managers is due to lack of training.

Figure 36: Respondent's Opinion S2

S2 (as % of Respondents)
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Less than one third of the respondents (i.e. 30%) agree that the frustration amongst
middle managers is due to lack of training. Less than half of the respondents (i.e.
46%) disagree that the frustration amid middle managers is because of absence of
training. This means that there are some other factors also that cause frustration
amongst middle managers. About 1/4™ of the respondents have given ‘Neutral’

response to this statement.
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S3

As a people manager, what your team needs from you and what your manager expects

you to deliver are at times difficult to achieve.

Figure 37: Respondent's Opinion S3

S3 (as % of Respondents)
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More than half of the respondents (i.e. 61%) agree that their role as people manager is
difficult too. This indicates that as a people manager it is required to meet the
expectations from both ends i.e. your team and your manager. It is quite possible that

this can become a challenging task.

About 19% of the respondents each have given ‘Disagree’ response and about 14% of

the respondents have indicated ‘Neutral’ response to this statement.
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S3.1
It is relatively easy to execute people manager responsibility when you have been
promoted to that role within the same organization versus when you are hired from

outside to take up the responsibility.

Figure 38: Respondent's Opinion S3.1

S3.1 (as % of Respondents)
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More than half of the respondents (i.e. 58%) agree that their role as people manager is

much easier to execute when they are promoted within the same organization.

Otherwise, it become not that easy, when they are hired from outside. This indicates
that to execute responsibility as a people manager within the other organization
outside is somewhat difficult as it takes time to understand the people therein, their

mindsets and getting with them.

About 17% of the respondents have given ‘Disagree’ response to this statement.

About 19% of the respondents have given and ‘Neutral’ response to this statement.
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S3.2
It is always good to have previous people manager experience to be successful in

people management role.

Figure 39: Respondent's Opinion S3.2

S3.2 (as % of Respondents)
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About half of the respondents (i.e. 49%) agree that it is advantageous to have previous
experience in the same domain. They feel that it is always good to have previous
people manager experience to be successful in people management role. This

indicates need of having the experience and the domain expertise.

About 27% of the respondents have given ‘Disagree’ response to this statement. They
feel that it is not always required to have previous people manager experience to be
successful in people management role. This indicates observation that such
experience and domain expertise may be learnt, acquired over period of time, even if
someone has no previous experience as people manager. Thus people manager may
become good career option that may be considered as additional skill in the context of

career enhancements.
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S3.3
You think that people management is a full time responsibility and that it should not

be shared with any other business related responsibility.

Figure 40: Respondent's Opinion S3.3

S3.3 (as % of Respondents)
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About less than half of the respondents (i.e. 49%) feel that people manager is full time
responsibility. Respondents think that people management is a full time responsibility
and that it may not be shared with any other business related responsibility. This
indicates that people manager is multi-faceted work profile and requires diverse skills

to function in an effective manner.

About 45% of the respondents have given ‘Disagree’ response to this statement. They
feel that people manager may be considered as another activity and may be shared
with any other business related responsibility. This may be true as people may have

learned, acquired some additional skills required for work profile of people manger.
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S4

Seniors do not always provide enough coaching and guidance to execute people

manager responsibility.

Figure 41: Respondent's Opinion S4

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

S4 (as % of Respondents)

45%

36%

5%

1%

Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

About more than one third of the respondents (i.e. 36%) agree that seniors do not

always provide enough coaching and guidance to execute people manager

responsibility. About less than half of the respondents (i.e. 46%) disagree with this.

They are of the opinion that they get cooperation from their seniors. They think that

seniors do provide (as and when required) enough coaching and guidance to execute

people manager responsibility. About one tenth of the respondents have given

‘Neutral’ response to this statement. Another 5% of the respondents have given

‘strongly agree’ response to this statement. This indicates that there is some scope to

make available enough coaching and guidance to execute people manager

responsibility.
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S4.1

You always have the required resources to execute your role as a people manager.

Figure 42: Respondent's Opinion S4.1

S4.1 (as % of Respondents)

80%
67%

70%

60%

50%

40%

30% 25%

20%
7%

10%

0% 1%
0% ]

Agree Disagree Neutral Strongly Agree Strongly Disagree

About 68% of the respondents think that they do not have or possess the required

resources to execute your role as a people manager in an effective manner.
This indicates the importance of availability of required resources therein. This also

highlights the need of providing of good support, resources so as to function itself as

an effective people manager.
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S4.2
According to your opinion, it is difficult for you to seen as a neutral people manager

by your team.

Figure 43: Respondent's Opinion S4.2

S4.2 (as % of Respondents)
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More than half of the respondents (i.e. 58%) feel that it is not that much difficult for

someone to seen as a neutral people manager by their team. This is mainly due of the
fact that people manager understands the team and their approach and work

accordingly so as to achieve desired outcomes.

About one fifth of the respondents have shown their response as ‘Agree’ to this
statement. They feel that yes it is complex situation when working as neutral people

manager and may have impact on their decision making ability.
About 22% of the respondents have given ‘Neutral’ response to this statement. They

feel that it is somewhat difficult scenario and they may not be able to decide about

their response on this aspect.
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S5

At times, people manager role disturbs your work life balance.

Figure 44: Respondent's Opinion S5

S5 (as % of Respondents)
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Less than half of the respondents (i.e. 43%) agree that their role as people manager is
disturbing their work life balance. Another 6% of the respondents have indicated their

response as ‘Strongly Agree’.

About less than 1/4™ of the respondents (i.e. 22%) have given ‘disagree’ response to

this statement.
About less than one fifth of the respondents were ‘Neutral’. This indicates that people

manager is a complex job or role to manage, handle diverse team members and get the

required job done within stipulated time frame.
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S5.1

People management is a stressful role.

Figure 45: Respondent's Opinion S5.1
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About less than half of the respondents (i.e. 46%) agree that their role as people
manager is stressful. Another 9% of the respondents too strongly agree that their role

as people manager is stressful.

About less than 1/3™ of the respondents (i.e. 31%) have given ‘disagree’ response to
this statement. This indicates that people manager is really a stress generating work
profile as it involves going with different types of people in the team, managing them

to get desired outcomes within specified time period.
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S5.2

People management role helps you to become a better person in your personal life.

Figure 46: Respondent's Opinion S5.2

S5.2 (as % of Respondents)
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Less than about 3/4™ of the respondents (i.e. 74%) agree that their role as people
manager is special one. Such diversified role is helping them to become a better

person in their personal life.

About 13% of the respondents have given ‘Neutral’ response to this statement. About

one tenth of the respondents have given ‘Disagree’ response to this statement.
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S5.3

You think that you are empowered enough to execute your job as a people manager.

Figure 47: Respondent's Opinion S5.3

S5.3 (as % of Respondents)
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More than half of the respondents (i.e. 61%) feel that they are empowered enough to
execute their job as a people manager. This is mainly because of their past experience

as people manager.

About 21% of the respondents have given ‘Disagree’ response to this statement. They
feel that they are not that much capable of performing their job as people manager.
This indicates observation that there is a need of empowerment. There may be scope
for training, consulting, coaching and mentoring for the people those want to become
good people managers. Thus people manager may become good career option that

may be considered as additional skill in the context of career enhancements.
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Correlation in between above listed statements is as shown below.

S1 52 S3 S83.1 3.2 S83.3 54 S4.1 S4.2 S5 S§5.1 5.2 S85.3
S1 1
S2 0.0247 1
S3 0.1147 0.1371 1
S3.1 -0.0280 -0.0875 -0.0166 1
S3.2 0.1458 -0.0430 -0.0502 0.0996 1
S3.3 -0.0690 0.1342 0.2329 -0.2646 -0.0399 1
S4 0.0736 0.0707 0.4534 0.0030 0.0522 0.0048 1
S4.1 0.0273 -0.1920 -0.6184 0.1073 -0.0256 -0.3791 -0.4287 1
S4.2 0.1205 -0.0332 0.1894 0.3053 0.4512 0.0668 0.0109 -0.0621 1
S5 -0.1382 0.0715 0.6274 -0.0306 -0.0007 0.2009 0.2358 -0.4408 0.3944 1
S5.1 -0.0308 0.0132 0.5393 -0.1215 -0.0548 0.1873 0.2098 -0.4851 0.2680 0.7769 1
S5.2 0.2077 -0.1576 0.2483 -0.1350 -0.1464 0.1026 0.5780 -0.1068 0.0988 0.1014 0.0386 1
S5.3 -0.1471 -0.1918 -0.4638 -0.1250 -0.1157 -0.1426 -0.3935 0.4308 -0.0673 -0.4691 -0.4815 0.0181 1

The matrix shows correlation amongst some of these statements. These statement

pairs showing good correlation (with coefficient more than 0.4) are as listed below.

Table 23: Statements with good Correlation (>0.4)

S3 53.2 54 S§4.1 S5
S4 |0.4534
S4.2 0.4512
S5 10.6274 1
S5.1 | 0.5393 0.7769
S5.2 0.5780
S5.3 0.4308

Inferences about these statement pairs showing good correlation (with coefficient

more than 0.4) are listed herewith.
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Table 24: Inferences for the Statements with good Correlation (> 0.4)

Statement
Codes

Coefficient

First Statement

Second Statement

Inference

S4 and S5.2

0.5780

Seniors do  not
always provide
enough coaching and
guidance to execute
people manager
responsibility.

People management role
helps you to become a
better person in your
personal life.

People management
role helps you to
become a better
person in  your
personal life. This is
possible when there
is not  enough
coaching and
guidance to execute
people manager
responsibility.

S4 and S3

0.4534

Seniors do  not
always provide
enough coaching and
guidance to execute
people manager
responsibility.

As a people manager, what
your team needs from you
and what your manager
expects you to deliver are at
times difficult to achieve.

Support from seniors
is required in the
form of  proper
coaching and
guidance. This will
facilitate  carrying
out the people
manager
responsibilities.  in
absence of such
support or guidance,
it will be challenging
task to achieve (as a
people manager);
what  your team
needs from you and
what your manager
expects you to as
deliverables.

S5 and S5.1

0.7769

At times, people
manager role disturbs
your  work life
balance.

People management is a
stressful role.

People management
may become a
stressful role and in
turn disturb work
life balance.

S5 and S3

0.6274

At times, people
manager role disturbs
your work life
balance.

As a people manager, what
your team needs from you
and what your manager
expects you to deliver are at
times difficult to achieve.

As a people
manager, what your
team needs from you
and what  your
manager expects you
to deliver are at
times difficult to
achieve. in view of
achieving the same,
it may disturb your
work life balance.

S5.1 and S3

0.5393

People management
is a stressful role.

As a people manager, what
your team needs from you
and what your manager
expects you to deliver are at
times difficult to achieve.

People management
is a demanding work
profile. As a people
manager, there may
be variations in what
your team needs
from you and what
your manager
expects you to
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deliver are at times,
such things are very
difficult to achieve.

S3.2 and
S4.2

0.4512

It is always good to
have previous people
manager experience
to be successful in
people management
role.

According to your opinion,
it is difficult for you to seen
as a neutral people manager
by your team.

It is always good to
have previous people
manager experience
to be successful in
people management
role.

S4.1 and
S5.3

0.4308

You always have the
required resources to
execute your role as a
people manager.

You think that you are
empowered enough to
execute your job as a
people manager.

People management
become smooth
when you are
empowered enough
to execute your
responsibilities.  in
this case, all the
required  resources
were provided to the
people manager.

Importance for people manager to manage task and manage relationship

As a people manager, how important is it for you to manage task and manage

relationship?

Table 25: Importance for people manager to manage task and manage relationship

14) As a people manager, how important is it for you to
manage task and manage relationship?

In %

Relationships over task 9%
Tasks and Relationships equally 87%
Tasks over Relationships 5%

Most of the respondents (i.e. 87%) feel that as a people manager it is important to

manage equally the tasks and responsibilities.
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Figure 48: Importance for people manager to manage task and manage relationship

you to manage task and manage

Tasks over

Relationships, 5%

task, 9%

relationship? (as % of Respondents)

As a people manager, how important is it for

Relationships over

Important reasons which lead to success in the people manager role and their

ranks

Table 26: Important reasons which lead to success in the people manager role and

their ranks

15) Important reasons which lead to success in the people manager role

Relevant Clear Authority Timely Seniors walk
tools are expectations / along with relevant | the talk i.e. they
available to | established key | responsibility | training practice what
engage team performance they preach
members indicators
Rank 1 3% 51% 23% 7% 15%
Rank 2 19% 23% 37% 8% 13%
Rank 3 26% 14% 28% 17% 15%
Rank 4 30% 11% 5% 27% 27%
Rank 5 22% 0% 7% 41% 29%

Top ranked reasons which lead to success in people manager role are: clear

expectations / established key performance indicators, authority along with

responsibility and relevant tools are available to engage team members.
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Figure 49: Important reasons which lead to success in the people manager role and
their ranks

Some of the important reasons which leads to
success in the people manager role and their
ranks (as % of Respondents)

60%

51%

50%

40%

30%

20%
10%

0%
Relevant tools are Clear expectations / Authority along ~ Timely relevant  Seniors walk the
available to engage established key ~ with responsibility training talk i.e. they
team members performance practice what they
indicators preach

ERank 1 ®MRank2 ®Rank3 ®Rank4 ®Rank5

Individual reason and rank-wise details are as shown below.

Rank 1

Relevant tools are

available to engage team

members
9 0

Seniors walk the talk i.e. Clear expectations /

they practice what they established key
preach performance indicators
51%
/Authority along with

Timely relevant training 230 responsibility
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Rank 2

Relevant tools are available to
engage team members
° 19%

23%
Clear expectations / established
key performance indicators

Seniors walk the talk i.e. they
practice what they preach

/Authority along with
responsibility
37%

Timely relevant training

Rank 3

Relevant tools are available to
engage team members
0

Seniors walk the talk i.e. they
practice what they preach

Clear expectations / established
key performance indicators

‘Authority along with
responsibility
28%

Timely relevant training
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Rank 4

Relevant tools are available to
engage team memberg)o
g 3%% €59%

Seniors walk the talk i.e. they
practice what they preach
27%

Clear expectations / established key
performance indicators

Timely relevant training Authority along with responsibility

27%

Rank §

Relevant tools are
available to engage team
members

Seniors walk the talk i.e.
they practice what they

h
preac 20%

Clear expectations /
established key
performance indicators

Authority along with
responsibility

Timely relevant training
41%
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Correlation in between ranking of these reasons for success is as shown below.

Table 27: Important reasons which lead to success in the people manager role and
their Correlation

Authority along Timely Seniors walk
Relevant Clear with relevant the talk i.e. they
tools are expectations / responsibility training practice what
available to established key they preach
engage team performance

members indicators

Relevant tools are

available to engage

team members 1

Clear expectations /

established key

performance

indicators 0.0325 1

Authority along with

responsibility -0.5897 -0.0812 1

Timely relevant

training 0.1229 -0.5011 -0.1965 1

Seniors walk the talk

i.e. they practice

what they preach -0.4603 -0.2655 -0.0860 -0.4350 1

There is no significant correlation

amongst rankings of these reasons for success.

This shows that it is not possible to generalize these reasons for success and they are

not generic in nature. Such reasons for success vary from organization to

organization, project to project and they may depend upon type of project, size of

project, cost of the project, project deliverables, and manpower working on the project

and so on.
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Important reasons that may be considered as hurdles in the people manager role
and their ranks

Table 28: Important reasons that may be considered as hurdles in the people manager
role and their ranks

16) Important reasons that may be considered as hurdles in the people manager role

Lack of | High Stress No proper No No autonomy in

Continuo Levels Feedback Role meeting

us Mechanismin | Model | Organizational
Training place to look Goals
up to

Rank 1 5% 18% 35% 15% 27%
Rank 2 15% 21% 19% 15% 30%
Rank 3 11% 27% 34% 17% 11%
Rank 4 25% 22% 5% 27% 22%
Rank 5 45% 13% 7% 25% 10%

Top ranked reasons that may be considered as hurdles in people manager role are: no
proper feedback mechanism in place, no autonomy in meeting organizational goals,

high stress levels and no role model to look up to.

Figure 50: Important reasons that may be considered as hurdles in the people manager
role and their ranks

Some of the important reasons that may be
considered as hurdles in the people manager
role and their ranks (as % of Respondents)

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

Lack of continuous High stress levels No proper No role model to  No autonomy in
training feedback look up to meeting
mechanism in organizational
place goals

ERank 1 ®Rank?2 Rank3 ®Rank4 ®Rank5
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Individual reason and rank-wise details are as shown below.

Rank 1

Lack of continuous training
40%

0
Aﬁ High stress levels

G
N

No autonomy in meeting
organizational goals

27%

/N

15%

No role model o ook up to o proper feedback mechanism

in place

35%

Rank 2

Lack of continuous
training
0
p 15%

No autonomy in meeting

o High stress levels
organizational goals

0,
30% 21%
No role model to look up o proper feedback
to mechanism in place

15% 19%
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Rank 3

Lack of continuous
training
0,

No autonomy in meeting

organizational goals High stress levels 279

N\
.
/7T N
No role model to look up “~¢No proper feedback
to mechanism in place

34%

Rank 4

Lack of continuous training

No autonomy in meeting
organizational goals

22%

High stress levels
22%

o proper feedback mechanism
in place

No role model to look up to
27%
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No autonomy in meeting
organizational goals

10%

No role model to look up to

Rank 5§

Lack of continuous training 45%

High stress levels
13%

o proper feedback mechanism
in place

25%

Correlation in between ranking of these reasons as hurdles is as shown below.

Table 29: Important reasons that may be considered as hurdles in the people manager
role and their Correlation

No proper No autonomy in
feedback No role model meeting
Lack of mechanism in to look up to organizational
continuous High stress place goals
training levels
Lack of continuous
training 1
High stress levels -0.1100 1
No proper feedback
mechanism in place -0.1309 0.0056 1
No role model to
look up to -0.3495 -0.4455 -0.3639 1
No autonomy in
meeting
organizational goals -0.3412 -0.3917 -0.3957 0.0355 1

There is no significant correlation amongst rankings of these reasons that may be

considered as hurdles. This shows that it is not possible to generalize these reasons

for failure and they are not generic in nature. Such reasons may vary from

organization to organization, project to project and they may vary according to the

type of project, size of project, cost of the project, project deliverables, and manpower

working on the project and so on.
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Other Findings

Correlation coefficients of the all parameters resulted from larger correlation
matrix is presented here. Listed here are the parameters having good
correlation coefficients (with correlation coefficient greater than 0.4). Details

are as below.

The first one is obviously the Work Experience (Qa6).

e Work Experience: This factor shows good correlation coefficient with
the following factors:
o Your Role Qa6 (0.5389)
o 2) Given preview (0.5198)
o 5) Responsibility 5 Rank - Reporting and Analysis (0.4705)
o 9) Success 2 Rank - High engagement scores during
satisfaction surveys (0.4418)
o Role Definition Qa7 (0.4364)
o 3) Provided training (0.4322)

In the context of work experience the role as project manager is very critical to
achieve expected results. Also if given a preview of this role, it may be a plus

point.

Another parameter is Role Definition (Qa7).

e Role Definition: This factor shows good correlation coefficient with
the following factors:

o 13) Opinion S3 - As a people manager, what your team needs

from you and what your manager expects you to deliver are at

times difficult to achieve. (0.4710)
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o 13) Opinion S5 - At times, people manager role disturbs your
work life balance. (0.4643)

o 6) Skill4 Rank - Enabling (0.4469).

o 13) Opinion S5.1 - People management is a stressful role.
(0.4292).

o 2) Given preview (0.4029).

With regards to the Role Definition, it is clear that people manager work
profile is not that simple and it may create work life imbalance. Also there
may be different expectation from the team and from the seniors form this
work profile. This in turn makes the task of people manager somewhat

difficult.

Next parameter is 2) Given preview of the role.

e Given preview of the Role: This factor shows good correlation
coefficient with the following factors:
o 13) Opinion S5.1 - People management is a stressful role.
(0.4552)
o 4) Assigned mentor (0.4449)
o 13) Opinion S3 - As a people manager, what your team needs
from you and what your manager expects you to deliver are at

times difficult to achieve. (0.4291)

In the context of given preview of the role of the role as project manager is
very critical to achieve expected results. This may be done by assigning
mentor. In absence of such preview it may be possible that people

management will become a hectic work profile.
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This is followed by the parameter 5) Responsibility 5 Rank - Reporting and
Analysis
e Responsibility 5 Rank — Reporting and Analysis: This factor shows
good correlation coefficient with the following factors:
o 11) Competency 5 Rank - Conflict Resolution (0.4910)
o 13) Opinion S3.3 - You think that people management is a full
time responsibility and that it should not be shared with any

other business related responsibility. (0.4250)

Next parameter is 6) Skill5 Rank - Coaching and Mentoring.

e (Coaching and Mentoring: This factor shows good correlation
coefficient with the following factors:
o 13) Opinion S5.2 - People management role helps you to
become a better person in your personal life. (0.4943)

o 11) Competency 3 Rank — Collaboration (0.4096)

Having a good skill like coaching and mentoring is advantageous for the role
of people manager. It facilitates them to become a better person in their day to
day life beyond their professional life. It also inculcates the collaboration skills

within themselves.

This is followed by the parameter 10) Type of Support
e Type of Support: This factor shows good correlation coefficient with
the following factors:

o 13) Opinion S3.1 - It is relatively easy to execute people
manager responsibility when you have been promoted to that
role within the same organization versus when you are hired
from outside to take up the responsibility.  (0.4347)

o 13) Opinion S4 - Seniors do not always provide enough

coaching and guidance to execute people manager (0.4258)
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Next parameter is 13) Opinion S4 — Seniors do not always provide enough

coaching and guidance to execute people manager.

e Opinion S4: This factor shows good correlation coefficient with the
following factors:
o 13) Opinion S5.2 - People management role helps you to
become a better person in your personal life. (0.5780)
o 13) Opinion S3 - As a people manager, what your team needs
from you and what your manager expects you to deliver are at

times difficult to achieve. (0.4534)

This is followed by the parameter 13) Opinion S5 - At times, people manager
role disturbs your work life balance.
e Opinion S5: This factor shows good correlation coefficient with the
following factors:
o 13) Opinion S5.1 - People management is a stressful role.
(0.7769)
o 13) Opinion S3 - As a people manager, what your team needs
from you and what your manager expects you to deliver are at

times difficult to achieve. (0.6274)

As stated earlier, in the work profile as people manager one have to pay
attention to different expectation from the team and from the seniors. This
makes the life of people manager much worse. Notice the high correlation
scores among the parameters. It is evident that people manager is not that easy
work profile and is stressful. It may sometime happen that sometimes this

people manger role may create disturbances in someone’s’ life.
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Next parameter is 13) Opinion S4.1 - You always have the required resources
to execute your role as a people manager.
e Opinion S4.1: This factor shows good correlation coefficient with the
following factors:
o 13) Opinion S5.3 - You think that you are empowered enough
to execute your job as a people manager. (0.4308)

o 16) Reason2 failure Rank - High stress levels (0.4274)

It is a good sign that the people manager is provided enough support (in the
form of required resources) to execute their job. In absence of the same, the

work profile may have high stress levels.

The above analysis shows that on the basis of all parameters (regarding people
manager job, work profile, competencies, responsibilities, skills, as so on),

according to the respondents, following are the major ones:

= Work Experience: This factor shows good correlation

coefficient with other six (6) factors.

= Role Definition: This factor shows good correlation coefficient

with other five (5) factors.

= Given preview of the role: This factor shows good correlation

coefficient with other three (3) factors.

= Responsibility 5 Rank - Reporting and Analysis: This factor

shows good correlation coefficient with other two (2) factors.

= Skill5 Rank - Coaching and Mentoring: This factor shows good

correlation coefficient with other two (2) factors.

= Type of Support: This factor shows good correlation coefficient

with other two (2) factors.
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Opinion S4 [Seniors do not always provide enough coaching
and guidance to execute people manager.]: This factor shows

good correlation coefficient with other two (2) factors.

Opinion S5 [At times, people manager role disturbs your work
life balance.]: This factor shows good correlation coefficient

with other two (2) factors.

Opinion S4.1 [You always have the required resources to
execute your role as a people manager.]: This factor shows

good correlation coefficient with other two (2) factors.
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4.5 Hypotheses Testing

Hypothesis Testing based on survey data as well as statistical tests is included

here.

Hypotheses Testing Based on Survey Data

Summary of Hypotheses Testing Based on Survey Data

Table 30: Summary of Hypotheses Testing Based on Survey Data

Hypothesis
Code

Hypothesis Statement

Accepted

Rejected

S1

Skills and desires of middle manager group of
workforce are not necessarily aligned with
management objectives.

X

S2

Frustration amongst middle managers is due to
lack of training.

S3

As a people manager, what the team needs from
people manger and what their manager expects
them to deliver, are at times difficult to achieve

S3.1] It is relatively easy to execute people
manager responsibility where, one has been
promoted to that role within the same
organization versus where one has been hired
from outside to take up the responsibility.

S3.2] It is always good to have previous people
manager experience to be successful in people
management role.

S3.3] Middle management is a full time
responsibility and that it should not be shared
with any other business related responsibility.

S4

Seniors do not always provide enough coaching
and guidance to execute people manager
responsibility.

S4.1] People managers always have the required
resources to execute their role.

S4.2] It is difficult to be seen as a neutral people
manager by the team

S5

At times, people manager role disturbs your work
life balance.

S5.1] People management is a stressful role.

S5.2] People management role helps to become a
better person in personal life.

S5.3] People managers are empowered enough to
execute their job.

<] 2l=2| 2]
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The details are presented subsequently.

Hypothesis Testing of S1

Skills and desires of middle manager group of workforce are not necessarily aligned
with management objectives.

Figure 51: Hypothesis Testing S1

S1 (as % of Respondents)
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It is evident from the results (above graph) that Less than half of the respondents (i.e
44%) disagree that the skills and desires of middle manager group of workforce are

not necessarily aligned with management objectives. About 1/5" of the respondents
have given ‘Neutral’ response to this statement.

Hence above hypothesis S1 is rejected.
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Hypothesis Testing of S2

Frustration amongst middle managers is due to lack of training.

Figure 52: Hypothesis Testing S2
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It is evident from the results (above graph) that less than one third of the respondents

(i.e. 30%) agree that the frustration amongst middle managers is due to lack of

training. Less than half of the respondents (i.e. 46%) disagree that the frustration

amid middle managers is because of absence of training. This means that there are

some other factors also that cause frustration amongst middle managers. About 1/4®

of the respondents have given ‘Neutral’ response to this statement.

Hence above hypothesis S2 is rejected.
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Hypothesis Testing of S3

As a people manager, what your team needs from you and what your manager expects

you to deliver are at times difficult to achieve.

Figure 53: Hypothesis Testing S3

S3 (as % of Respondents)
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It is evident from the results (above graph) that more than half of the respondents (i.e.
61%) agree that their role as people manager is difficult too. This indicates that as a

people manager it is required to meet the expectations from both ends i.e. your team

and your manager.

Hence above hypothesis S3 is accepted.
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Hypothesis Testing of S3.1

It is relatively easy to execute people manager responsibility when you have been

promoted to that role within the same organization versus when you are hired from

outside to take up the responsibility.

Figure 54: Hypothesis Testing S3.1
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It is evident from the results (above graph) that more than half of the respondents (i.e.

58%) agree that their role as people manager is much easier to execute when they are

promoted within the same organization.

they are hired from outside.

Hence above hypothesis S3.1 is accepted.

Otherwise, it become not that easy, when

174




Hypothesis Testing of S3.2

It is always good to have previous people manager experience to be successful in
people management role.

Figure 55: Hypothesis Testing S3.2

S3.2 (as % of Respondents)
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It is evident from the results (above graph) that about half of the respondents (i.e

49%) agree that it is advantageous to have previous experience in the same domain.

Hence above hypothesis S3.2 is accepted.
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Hypothesis Testing of S3.3

You think that people management is a full time responsibility and that it should not

be shared with any other business related responsibility.

Figure 56: Hypothesis Testing S3.3

S3.3 (as % of Respondents)
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It is evident from the results (above graph) that about half of the respondents (i.e.
51%) feel that people manager is full time responsibility. Respondents think that

people management is a full time responsibility and that it may not be shared with any
other business related responsibility.

Hence above hypothesis S3.3 is accepted.
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Hypothesis Testing of S4

Seniors do not always provide enough coaching and guidance to execute people
manager responsibility.

Figure 57: Hypothesis Testing S4

S4 (as % of Respondents)

50%
40%
30%
20%
10%
0%

Disagree Neutral
Strongly

Agree

Strongly
Disagree

It is evident from the results (above graph) that about less than half of the respondents
(i.e. 46%) disagree with this. They are of the opinion that they get cooperation from
their seniors. They think that seniors do provide (as and when required) enough

coaching and guidance to execute people manager responsibility. About one tenth of

the respondents have given ‘Neutral’ response to this statement.

Hence above hypothesis S4 is rejected.
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Hypothesis Testing of S4.1

You always have the required resources to execute your role as a people manager.

Figure 58: Hypothesis Testing S4.1

S4.1 (as % of Respondents)
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It is evident from the results (above graph) that nearly 68% of the respondents think

that they do not have or possess the required resources to execute your role as a
people manager in an effective manner.

Hence above hypothesis S4.1 is rejected.
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Hypothesis Testing of S4.2

According to your opinion, it is difficult for you to seen as a neutral people manager
by your team.

Figure 59: Hypothesis Testing 4.2
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It is evident from the results (above graph) that more than half of the respondents (i.e.

58%) feel that it is not that much difficult for someone to seen as a neutral people
manager by their team.

Hence above hypothesis S4.2 is rejected.
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Hypothesis Testing of S5

At times, people manager role disturbs your work life balance.

Figure 60: Hypothesis Testing S5

S5 (as % of Respondents)
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It is evident from the results (above graph) that about less than half of the respondents
(i.e. 43%) agree that their role as people manager is disturbing their work life balance.

Another 6% of the respondents have indicated their response as ‘Strongly Agree’.

Hence above hypothesis S5 is accepted.
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Hypothesis Testing of S5.1
People management is a stressful role.

Figure 61: Hypothesis Testing S5.1

S5.1 (as % of Respondents)
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It is evident from the results (above graph) that about less than half of the respondents
(i.e. 46%) agree that their role as people manager is stressful. Another 9% of the

respondents too strongly agree that their role as people manager is stressful.

Hence above hypothesis S5.1 is accepted.
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Hypothesis Testing of S5.2

People management role helps you to become a better person in your personal life.

Figure 62: Hypothesis Testing S5.2

S5.2 (as % of Respondents)
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It is evident from the results (above graph) that about less than 3/4th of the

respondents (i.e. 74%) agree that their role as people manager is special one.

Hence above hypothesis S5.2 is accepted.
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Hypothesis Testing of S5.3

You think that you are empowered enough to execute your job as a people manager

Figure 63: Hypothesis Testing S5.3
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It is evident from the results (above graph) that more than half of the respondents (i.e.
61%) feel that they are empowered enough to execute their job as a people manager.

This is mainly because of their past experience as people manager.

Hence above hypothesis S5.3 is accepted.
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Hypothesis Testing based on Statistical Tests

For hypothesis testing, we have used one sample t test and one sample z test.

Summary of Hypotheses Testing based on Statistical Tests

Table 31: Summary of Hypotheses Testing based on Statistical Tests

Hypothesis
Code

Hypothesis Statement

Accepted

Rejected

S1

Skills and desires of middle manager group of
workforce are not necessarily aligned with
management objectives.

\/

S2

Frustration amongst middle managers is due to lack
of training.

S3

As a people manager, what the team needs from
people manger and what their manager expects them
to deliver, are at times difficult to achieve

S3.1] It is relatively easy to execute people manager
responsibility where, one has been promoted to that
role within the same organization versus where

one has been hired from outside to take up the
responsibility.

S3.2] It is always good to have previous people
manager experience to be successful in people
management role.

S3.3] Middle management is a full time
responsibility and that it should not be shared with
any other business related responsibility.

S4

Seniors do not always provide enough coaching and
guidance to execute people manager responsibility.

S4.1] People managers always have the required
resources to execute their role.

S4.2] It is difficult to be seen as a neutral people
manager by the team

S5

At times, people manager role disturbs your work
life balance.

S5.1] People management is a stressful role.

S5.2] People management role helps to become a
better person in personal life.

S5.3] People managers are empowered enough to
execute their job.

<] 2=l 2] 2] <21 =2
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The details are presented below.

Hypothesis Testing of S1

Skills and desires of middle manager group of workforce are not necessarily aligned

with management objectives.

Hence above hypothesis S1 is accepted.

One sample t test
count 150
mean 2.813333
std dev 1.083040
std err 0.088430
hyp mean 0
o 0.05
tails 1
df 149
t stat 31.814300
p value 1.2918E-68
t crit 0.062812
sig yes
One Sample z Test
count 150
mean 2.813333
std dev 1.083040
std err 0.088430
hyp mean 0
o 0.05
tails 1
df 149
t stat 31.814300
p value 2.4869E-14
t crit 0.062812
sig yes

Hence above hypothesis S1 is accepted.
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Hypothesis Testing of S2

Frustration amongst middle managers is due to lack of training.

One Sample t Test

Hence above hypothesis S2 is accepted.

count 150
mean 2.720000
std dev 1.043484
std err 0.085200
hyp mean 0
o 0.05
tails 1
df 149
t stat 31.924838
p value 8.2276E-69
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 2.720000
std dev 1.043484
std err 0.085200
hyp mean 0
o 0.05
tails 1
df 149
t stat 31.924838
p value 2.19824E-14
t crit 0.062812
sig yes

Hence above hypothesis S2 is accepted.
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Hypothesis Testing of S3

As a people manager, what your team needs from you and what your manager expects

you to deliver are at times difficult to achieve.

One Sample t Test

Hence above hypothesis S3 is accepted.

count 150
mean 3.446667
std dev 1.161674
std err 0.094850
hyp mean 0
o 0.05
tails 1
df 149
t stat 36.337982
p value 3.0609E-76
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 3.446667
std dev 1.161674
std err 0.094850
hyp mean 0
o 0.05
tails 1
df 149
t stat 36.337982
p value 2.22045E-16
t crit 0.062812
sig yes

Hence above hypothesis S3 is accepted.
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Hypothesis Testing of S3.1

It is relatively easy to execute people manager responsibility when you have been
promoted to that role within the same organization versus when you are hired from

outside to take up the responsibility.

One Sample t Test
count 150
mean 3.453333
std dev 1.173457
std err 0.095812
hyp mean 0
o 0.05
tails 1
df 149
t stat 36.042658
p value 9.1269E-76
t crit 0.062812
sig yes

Hence above hypothesis S3.1 is accepted.

One Sample z Test
count 150
mean 3.453333
std dev 1.173457
std err 0.095812
hyp mean 0
o 0.05
tails 1
df 149
t stat 36.042658
p value 3.33067E-16
t crit 0.062812
sig yes

Hence above hypothesis S3.1 is accepted.
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Hypothesis Testing of S3.2

It is always good to have previous people manager experience to be successful in

people management role.

One Sample t Test

Hence above hypothesis S3.2 is accepted.

count 150
mean 3.306667
std dev 1.214823
std err 0.099190
hyp mean 0
o 0.05
tails 1
df 149
t stat 33.336742
p value 2.8616E-71
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 3.306667
std dev 1.214823
std err 0.099190
hyp mean 0
o 0.05
tails 1
df 149
t stat 33.336742
p value 4.66294E-15
t crit 0.062812
sig yes

Hence above hypothesis S3.2 is accepted.
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Hypothesis Testing of S3.3

You think that people management is a full time responsibility and that it should not

be shared with any other business related responsibility.

One Sample t Test

Hence above hypothesis S3.3 is accepted.

count 150
mean 2.980000
std dev 1.397361
std err 0.114094
hyp mean 0
o 0.05
tails 1
df 149
t stat 26.118805
p value 8.7194E-58
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 2.980000
std dev 1.397361
std err 0.114094
hyp mean 0
o 0.05
tails 1
df 149
t stat 26.118805
p value 3.89865E-11
t crit 0.062812
sig yes

Hence above hypothesis S3.3 is accepted.
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Hypothesis Testing of S4

Seniors do not always provide enough coaching and guidance to execute people

manager responsibility.

One Sample t Test

Hence above hypothesis S4 is accepted.

count 150
mean 3.006667
std dev 1.026473
std err 0.083811
hyp mean 0
o 0.05
tails 1
df 149
t stat 35.874300
p value 1.7068E-75
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 3.006667
std dev 1.026473
std err 0.083811
hyp mean 0
o 0.05
tails 1
df 149
t stat 35.874300
p value 3.33067E-16
t crit 0.062812
sig yes

Hence above hypothesis S4 is accepted.
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Hypothesis Testing of S4.1

You always have the required resources to execute your role as a people manager.

One Sample t Test

Hence above hypothesis S4.1 is accepted.

count 150
mean 2.566667
std dev 0.877892
std err 0.071680
hyp mean 0
o 0.05
tails 1
df 149
t stat 35.807520
p value 2.1894E-75
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 2.566667
std dev 0.877892
std err 0.071680
hyp mean 0
o 0.05
tails 1
df 149
t stat 35.807520
p value 3.33067E-16
t crit 0.062812
sig yes

Hence above hypothesis S4.1 is accepted.
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Hypothesis Testing of S4.2

According to your opinion, it is difficult for you to seen as a neutral people manager

by your team.

One Sample t Test
count 150
mean 2.586667
std dev 0.844935
std err 0.068989
hyp mean 0
o 0.05
tails 1
df 149
t stat 37.494092
p value 4.5461E-78
t crit 0.062812
sig yes

Hence above hypothesis S4.2 is accepted.

One Sample z Test
count 150
mean 2.586667
std dev 0.844935
std err 0.068989
hyp mean 0
a 0.05
tails 1
df 149
t stat 37.494092
p value 1.11022E-16
t crit 0.062812
sig yes

Hence above hypothesis S4.2 is accepted.
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Hypothesis Testing of S5

At times, people manager role disturbs your work life balance.

One Sample t Test
count 150
mean 3.133333
std dev 1.133189
std err 0.092524
hyp mean 0
o 0.05
tails 1
df 149
t stat 33.864919
p value 3.6076E-72
t crit 0.062812
sig yes

Hence above hypothesis S5 is accepted.

One Sample z Test
count 150
mean 3.133333
std dev 1.133189
std err 0.092524
hyp mean 0
a 0.05
tails 1
df 149
t stat 33.864919
p value 2.66454E-15
t crit 0.062812
sig yes

Hence above hypothesis S5 is accepted.
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Hypothesis Testing of S5.1

People management is a stressful role.

One Sample t Test

Hence above hypothesis S5.1 is accepted.

count 150
mean 3.313333
std dev 1.050003
std err 0.085732
hyp mean 0
a 0.05
tails 1
df 149
t stat 38.647407
p value 7.5644E-80
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 3.313333
std dev 1.050003
std err 0.085732
hyp mean 0
a 0.05
tails 1
df 149
t stat 38.647407
p value 0
t crit 0.062812
sig yes

Hence above hypothesis S5.1 is accepted.
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Hypothesis Testing of S5.2

People management role helps you to become a better person in your personal life.

One Sample t Test

Hence above hypothesis S5.2 is accepted.

count 150
mean 3.900000
std dev 1.109749
std err 0.090611
hyp mean 0
a 0.05
tails 1
df 149
t stat 43.041296
p value 3.0247E-86
t crit 0.062812
sig yes
One Sample z Test

count 150
mean 3.900000
std dev 1.109749
std err 0.090611
hyp mean 0
o 0.05
tails 1
df 149
t stat 43.041296
p value 0
t crit 0.062812
sig yes

Hence above hypothesis S5.2 is accepted.
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Hypothesis Testing of S5.3

You think that you are empowered enough to execute your job as a people manager.

Hence above hypothesis S5.3 is accepted.

One Sample t Test
count 150
mean 3.406667
std dev 1.036881
std err 0.084661
hyp mean 0
o 0.05
tails 1
df 149
t stat 40.238908
p value 3.1209E-82
t crit 0.062812
sig yes

One sample z test
count 150
mean 3.406667
std dev 1.036881
std err 0.084661
hyp mean 0
o 0.05
tails 1
df 149
t stat 40.238908
p value 0
t crit 0.062812
sig yes

Hence above hypothesis S5.3 is accepted.
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Chapter 5: Conclusions, Suggestions / Recommendations and Scope of Study

5.1

Chapter 5 presents ‘Conclusions’ based on the analysis of data this chapter titled as,

‘Conclusions, Suggestions / Recommendations and Scope of Study.’

Conclusions

As stated earlier, the field survey findings were obtained by analyzing the data collected

and are based upon the questionnaire.

The study conducted on career progression of middle managers in information technology
organizations in and around Pune, was primarily focused on finding out hurdles in the role
of middle management. The study also covered the aspect of what can be done to avoid the
failure and what opportunities are available to be a good people manager. The study also

included finding out steps to be successful in middle management.

Various books, literature, information were referred during this study. Guidance and
opinions from seniors in the IT industry were also considered during this study. A survey
was also conducted for 163 [150 responses were considered for this study] people managers
working in information technology organizations in Pune region during the study to get

answers to the objectives and hypothesis of the study.



In order to cover the entire scope of the study, following five hypothesis statements were

stated.
Hypothesis Hypothesis Statement
Code
S1 Skills and desires of middle manager group of workforce are not
necessarily aligned with management objectives.(Rejected)
S2 Frustration amongst middle managers is due to lack of training.
(Rejected)
S3 As a people manager, what the team needs from people manger and what
their manager expects them to deliver, are at times difficult to achieve.
(Accepted)

S3.1] Itis relatively easy to execute people manager responsibility where,
one has been promoted to that role within the same organization versus
where one has been hired from outside to take up the responsibility.

S3.2] It is always good to have previous people manager experience to be
successful in people management role.

S3.3] Middle management is a full time responsibility and that it should
not be shared with any other business related responsibility.

S4 Seniors do not always provide enough coaching and guidance to execute
people manager responsibility. (Rejected)

S4.1] People managers always have the required resources to execute

their role.

S4.2] It is difficult to be seen as a neutral people manager by the team
S5 At times, people manager role disturbs your work life balance.

(Accepted)

S5.1] People management is a stressful role.

S5.2] People management role helps to become a better person in
personal life.

S5.3] People managers are empowered enough to execute their job.

Out of 5 hypotheses statements 2 (S3 & S5) were accepted and 3 (S1,S2 & S4) were
rejected. Statistical analysis was also carried out and all 5 hypothesis statements were

accepted by this process



Following conclusions were derived from the survey findings -

- People management is one of the preferred choices for career progression in IT industry.
- While employees take their career decisions to become people managers, they really do
not exactly know what people management would look like for them.

- Equipping employees with right skills and competencies is the key for their success.
However the study showed that, 1/3 rd of the respondents were not provided training on
how to handle people management responsibility.

- Having mentor during initial phase of the people manager role was very well appreciated
by the survey respondents.

- Survey finding lists down People Management, Communication and Budgeting as top
ranked responsibilities of a people manager.

- Problem solving, Enabling and Influencing are top ranked skills as per the survey
findings. The matrix shows lesser correlation amongst rankings of some of these skills.
These skill pairs are change management and influencing and another one is enabling and
coaching and mentoring. For a successful people manager, one must possess these skills.
In other words a good people manager must influence people so as to result required or
desired changes. Also one must have coaching and mentoring approach so that a good
people manager may enable the team members to achieve desired outcomes.

- A good people manager requires close interactions with the team so that the team can be
well engaged and productive.

- For a good people manager delegation and decision making ability are good to have skills.
Also one must have conflict resolution ability and talent management skill to be effective
people manager.

- Training to middle management should be provided in house . It should be class room
based with ample scope to experiment the new tools and skills they have learned. E-
learning or virtual training should be avoided for these set of employees.

- Coaching by senior leaders is one of the important reasons for a middle manager to be successful.



- People management is a stressful job and at times disturbs work life balance, however it makes
one a better person.

- It is relatively easy to execute people manager responsibility when you have been promoted to
that role within the same organization versus when you are hired from outside to take up the
responsibility.

- The study shows that it is advantageous to have previous people manager experience to be
successful in middle management.

- The study also highlights that people managers always do not have the required resources to
execute their role as a people manager, however they feel they are empowered enough to their job
as people manager.

- The study confirms that People management is a full time responsibility and should not be shared
with any other responsibility.

- Middle management would be successful when they are given clear expectations, authority along
with responsibility and relevant tools are available to engage team members.

- The study also highlighted that no proper feedback mechanism in place, no autonomy in meeting
organizational goals , high stress levels and no role model to look up to leads to failure in people

manager role.

Final Conclusion:

The research identified and highlighted hurdles in middle management role. The research also

identified steps to be successful in middle management. Details of which are listed below.

HURDLES IN MIDDLE MANAGEMENT:
e Employees are not aware of what people management would look like for them i.e.
they do not understand the job description before they apply or choose people

management career path.

e Lack of effective training makes role of people manager challenging.



e People managers always do not have required resources to execute their role of people
management.
e No proper feedback mechanism, lack of autonomy in meeting goals, high stress levels

and no role model look after leads to failure in people management.

STEPS TO BE SUCCESSFUL IN MIDDLE MANAGEMENT:
e Be expert at People Management, Communication and Budgeting
e Possess, Develop or exhibit Problem solving, Enabling and Influencing skills.
e Have close interactions with team members; have balanced approach towards tasks and
relationships.
e Having clear expectations, authority along with responsibility and relevant tools to

engage team members would be useful to be successful in middle management.

5.2  Suggestions / Recommendations

1] To create awareness to employees of what consists of people management role and what are
the expectations from a middle manager, organizations should design and conduct a training
program which would give the participants a pre view of what is expected from middle manager,
what skills are required, opportunity to introspect themselves to check against their passion/interest
versus the requirement of the role. It can be termed as “Potential Manager training program”.

More details below -

Potential Manager training Program :

Purpose — Create context, tools and experience for employees to decide if people management is
right for them.

Duration: 3 months with combination of class room training, virtual self learning and peer to peer
learning. Only 4 days of in class room training, rest would be virtual, self learning and e-learning.
Content of the training:

Week 1 -4:

e Introduction to people management

e Explanation on job description of people manager



Day in the life of a people manager.
Guest speaker who has taken a right choice to become a people manager

Introduction to mentor and helping identifying the mentor

Week 4-8 :

Meeting with middle managers, understanding the role

Interview the manager by the participant to find out more about management
In class room training on developing self awareness in managing people
Training programs on empowering others, motivating others, giving feedback
Getting mentor ship from mentor.

Peer to peer coaching and support

Week 9-12 :

Self assessment — Understand middle manager competencies and assess current
strength and gaps.

Role play of the learning

Share their learning

Identify if people management is the right choice for them

2] Since middle managers are in between top management and front line employees, the role

generates stress on middle managers. To help manage stress to middle managers introduction of

Employee Assistance Programs where managers are counseled by the experts on how to manage

stress is recommended. It is further recommended that the counseling has to be confidential

between the employee and the counselor to be most effective.

3] In order to further improve the effectiveness of the middle manager role, experiential training

over traditional class room should be imparted so that the skills or tools introduced during the

training session can be tried or practiced by the participants for effective use during managing their

teams. Training programs to middle managers should be focused on 70% - Experience, 20% -

Mentoring + networking, 10% - In class training. More details below

70% - Experience :

Stretch assignments



New projects

Build network across organization

Learn about other parts of the business
Attend industry conference and workshops

Job shadow

20% - Mentoring + Networking :

Reflection
Ask feedback from peers + managers

Seek professional mentor

10% - In class training :

4] Mentor plays an important role in success of newly promoted or hired middle manager.
Continuing to assign mentors at initial stage of middle management role will further strengthen
middle managers. To make the mentor-ship program effective, the scope of the mentor ship
program should be defined in detail, the program should also define expectations for both mentor
and mentee and success criteria should be listed down. It is also suggested that the mentor should

be from different department or region than that of the mentee for the mentee to receive a broader

perspective.

5] Having a strong bonding or a good relationship with the team members is the key to success of
middle manager. Regular Manager Assimilation Program should be conducted so that the middle

manager understands their teams better and can build upon the strengths of the team to make their

Instructor-led training

Internal + External programs

role more effective. Details below -

Manager Assimilation Program :

Purpose : Opportunity for both, the middle manager and team to learn more about each other

Duration : 4-5 hours depending upon the size of the team.



Content :

A facilitator sets up the meeting and introduces the team to the middle manager and explains the
guiding principles such as Respect, Honesty, and Good intent , Open communication,
Confidentiality.

Desired outcome :

e Provide the middle manager with insight into the key challenges and issues faced
by the team

e Opportunity for the middle manager to understand what the group needs from him
or her

e Springboard for working effectively together

e Set a climate of openness and willingness to deal with issues including working

styles, values, expectations and concerns.

How it works :
¢ Both the manager and the team explore, discover and share blind, hidden, unknown
and open area to each other.
e This helps the team and the manager to understand each other well and bond the

working relationship.

6] Hiring a right candidate from outside in middle management role is a challenging task. To
ascertain right competencies required for middle management role, traditional selection process of
interviews, meetings and reference checks would not suffice. It is recommended here that to close
any open middle management position, organizations should establish a “Assessment Center”. All
external and internal candidates after clearing the interviews should be assessed by the assessment
center to ascertain the right competencies and then provide their recommendations to hiring
manager to take final decision. More details as follows -

Assessment Center -

Purpose : To assess important competencies for middle manager role during selection process.
How it works :
An Assessment Center is a method of evaluating potential candidates using verified techniques

under simulated conditions. These techniques provide a more real-life flavour to the selection



process. Moreover an Assessment Center, provides candidates an opportunity to demonstrate their
skills in a number of different situations. It places the candidate in situations similar to those
encountered on the job, yielding better measures of his/her managerial skills. It puts candidates
through a series of group and individual exercises, interviews, and tests designed to simulate
the conditions of a managerial job and determines if they have the skills and abilities necessary to
perform the job. Assessment center composition would be of experts from out side the organization

to avoid bias.

Scope for further research :

This study results suggest several areas for additional research to gain a better understanding of

middle management in Information Technology organizations.

This study was focused on a group of middle managers located in a specific city in Maharashtra.
Expanding a similar study to include a broader selection of middle managers around the state might
provide some insights into other aspects of middle management. In addition, nationwide

viewpoints may help to eliminate any anomalies that may have resulted from a particular city.

As a compliment to this study, it might be interesting to conduct a survey for middle managers of
BPO/RPO or call center to understand their success and challenges in middle management.
Comparing the results and leanings from each group size can also add tremendous value to the

further research.

Finally, a study can be initiated to see how IT organizations can pro actively start building up skills

identified by this research study in creating a bench of middle managers needed for IT industry.

5.3  Scope of Study

Scope of the study will be limited to Pune city.



Respondents to this study are working in IT industry in Pune. They are in the role of ‘people
manager’ and are working in IT organization in Pune city were the samples for the study.

Structured Schedules were used as the instrument for the data collection.

Importance of the Research Study

The findings of this study will provide insights for individuals transitioning from entry-level to
mid-level roles in IT Industry as people managers. These will facilitate their entry into new mid-
level roles with minimal hurdles. This will allow the new leader to have the ability to understand
the 'ground realities' in his or her responsibilities as people manager. This will also build a culture

of efficiency and effectiveness in the work environment.

Additionally, this individual will be able to lead his or her team to successfully accomplish the
mission of the organization and goals of the department while maintaining a healthy work/life
balance. Although organizations differ in their policies, expectations, and job descriptions for mid-
level professionals, there is a general expectation of what and how a mid-level leader should
perform in order to effectively manage from the middle, and also lead one’s team in alignment

with the university’s mission and departmental goals.

Results from this study will enable small and medium IT organization leaders to learn firsthand
from those who previously transitioned from entry-level to mid-level positions what is needed in
a comprehensive career advancement program to produce quality mid-level managers as they

transition to new mid-level leadership from entry-level roles.

As such, the research findings will also allow small and medium IT organizations to continuously
develop training and orientation programs (for their employees) that produce quality mid-level

managers, enhancing the efficiency of the organization.

This research work would help organizations to take proactive steps for making the middle

management successful.



This research work would also help employees decide what it takes to be in middle management.
Overall this research would provide a tool to HR function in IT industry in identifying traits that

are required for a middle management workforce.

Limitations of the Study

Major limitations of this study are as follows:

e The study has limited geographic area — Pune City.

e The study has limited sample space or study area — respondents working in the role of
middle managers in the IT organizations in Pune City.

e This study was limited to working professionals in IT organizations in Pune city, and only
considered the expectations and characteristics of mid-level manager work profile within
the organization. This study was not an international one, assessing the commonalities and
differences in regard to the expectations and characteristics of mid-level managers in IT
Industry.

e The study has limited sample size— Total 150 (One Hundred and Fifty only) numbers of
respondents. This moderately small sample size may constrain the generalizability of the
findings.

e Respondents were selected (based upon certain criterion), which may not reflect the
interpretation of the larger population.

e It may not be suitable to make generalization of the findings. This is mainly because of its
limited sample size and study area being limited only to Pune City.

e The study findings may be limited to this study area in Pune city only and not applicable
to any other area in the Maharashtra state.

e The study findings may not be of comprehensive in nature. These will not be applicable
for other industry or sector.

¢ In addition to this, it must be noted that the data obtained through questionnaires were all
self-reports from the respondents and hence the findings may be subject to response
consistency effect.






APPENDICES

I. Research Questionnaire

Qal. Name:

Qa2. Email ID:

Qa3. Currently Working in IT Industry: YesL_1 No [
Qa4. Current Work Location: Pune Metropolitan L1 Other []
Qab. Experience as a People Manager:

None[—] Lessthan 3 years ] 3to 6 years ] 6to 10 years (]
More than 10 years []

Qa6. Role in your organization

Individual Contributor (No People management responsibility) ]

Team Leader - Junior Level ]
Assistant Manager - Middle Level 1
Manager - Senior Level 1

Senior Manager and above - Top Level [

Qa7. Your Role Definition in your organization

People manager, managing only individual contributors [
People manager, managing team leads and individual contributors (I
People manager, managing associates having

people management responsibility [
People manager, managing team leads, individual contributors —

and their people manager

1. Why did you choose to take up people (middle) management role?
e As part of my career progression plan [J
e For my career growth, had to choose between technical track and management track and |
chose the latter. ]
e Peer pressure / Industry norm [



2. Were you given preview of what people management would look like before you took up the
role?
Toagreatextent ] Tosomeextent L1 No (.

3. Were you provided training on people management after you were promoted to people
management role?
Yes, within first three months T Yes, but after three months 1 No [

4. Were you assigned a mentor during your initial period of people management role?
Yes, but I did not see any valueC_1  Yes, itwasagreatvalue 1 No [

5. From the following responsibilities of a people manager, please rank them on the scale of 1 to
5, (where 1 is most important).

Responsibilities of a People Rank
Manager

Budgeting
Communication
Customer Management
People Management
Reporting and Analysis

6. From the following skills of a people manager, please rank them on the scale of 1 to 5. (where
1 is most important).

Skills of a People Manager | Rank
Change Management
Influencing
Problem Solving
Enabling
Coaching and Mentoring

7. From the following list, please rank on the scale of 1 to 3 which you think is important or must
have to manage your team. (where 1 is most important).

Required to Manage your Team | Rank
Budget / Funds

Clarity on Strategic Direction
Authority to take Decision

8. Are all training's provided to you to as a people manager relevant and practical for you to execute
your people manager responsibility?
Somewhat relevant 1 Relevantand useful 1 Never relevant and useful 1

9. How does success look like for you as a people manager, please rank them in order of 1 to 3?
(where 1 is most important).
As a People Manager you see success as ] Rank \




Low attrition in your team
High engagement scores during satisfaction surveys
More than 70% of your team surpassing their performance goals.

10. What kind of support do you receive from senior management while resolving difficult people
management problems?

Coaching to take relevant problem resolution approach ]
Directing or connecting to the expert in the organization ]
Expected to resolve on your own ]

11. Please rank following people manager competencies as per importance on the scale of 1 to 5
(where 1 is most important) that are required to be successful in people management.

People Manager Competencies Rank
Delegation
Decision Making
Collaboration
Talent Management
Conflict Resolution

12. According to you, how does your organization bridge the competency gap for people managers
to be successful?

In class training programs [ E-training / online courses 1

No support provided []

13. Please indicate your opinion about the following statements. (Please rate on the scale of 1 to
5, where 1 is Strongly Disagree and 5 being Strongly Agree).

Sr. Statement

No. Your Opinion (Please Tick)
Strongly . Strongly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

S1 | Skills and desires of middle manager group of workforce
are not necessarily aligned with management objectives.

S2 | Frustration amongst middle managers is due to lack of
training.

S3 | As a people manager, what your team needs from you and
what your manager expects you to deliver are at times
difficult to achieve.

S3.1 | It is relatively easy to execute people manager
responsibility when you have been promoted to that role
within the same organization versus when you are hired
from outside to take up the responsibility.

S3.2 | It is always good to have previous people manager
experience to be successful in people management role.

S3.3 | You think that people management is a full time
responsibility and that it should not be shared with any
other business related responsibility.

S4 | Seniors do not always provide enough coaching and
guidance to execute people manager responsibility.




S4.1 | You always have the required resources to execute your
role as a people manager.

S4.2 | According to your opinion, it is difficult for you to seen as
a neutral people manager by your team.

S5 | At times, people manager role disturbs your work life
balance.

S5.1 | People management is a stressful role.

S5.2 | People management role helps you to become a better
person in your personal life.

S5.3 | You think that you are empowered enough to execute your
job as a people manager.

14. As a people manager, how important is it for you to manage task and manage relationship?

(Rank them as 1 being very important and 3 as least important)

Managing Tasks and Relationships

Rank

Tasks over Relationships

Relationships over task

Tasks and Relationships equally

15. Few of the important reasons which leads to success in the people manager role are listed
below, please stack rank them on the scale of 1 to 5 (where 1 is the most relevant reason according

to you)

Reasons leading to success in the role of People Manager

Rank

Relevant tools are available to engage team members

Clear expectations / established key performance indicators

Authority along with responsibility

Timely relevant training

Seniors walk the walk i.e. they practice what they preach

16. Few of the important reasons which may be considered as hurdles in the people manager role
are listed below, please stack rank them on the scale of 1 to 5 (where 1 is the most relevant reason

according to you)

of People Manager

Reasons which may be considered as hurdles in the role

Rank

Lack of improved training

High stress levels

No proper feedback mechanism in place

No role model to look up to

No autonomy in meeting organizational goals
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