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Introduction 

We are delighted you are reading this document; which has been written for people who are 
either interested in following a managerial career path at Featurespace or are already one of 
our important managers/leaders. Career progression at Featurespace is encouraged via the 
managerial route or by continuing to develop technical expertise. 

Our success depends on our ability to continue to delight our customers and that outcome is 

down to the quality of the product we produce along with delivering our objectives to be 

Professional, Personal and Proactive by Surprising and Delighting. 

Featurespace is a people business. Our technology, products and services are delivered by 

and for people. Our market is well defined and our reputation in the industry is paramount, 

each person can have a positive impact on our reputation.  

We ask Managers to take great care of their people and to ensure delivery at the highest 

level by motivation and competency. We believe good managers are key to our success, as 

we scale, we delegate, which creates opportunities for career progression, however being a 

high-quality manager requires dedication, education, training and experience.  With this in 

mind we have considered how we can continue to help our managers through the day-to-

day challenges they face and coach and support them to excel in managing their people. 

Our overall approach to this is as follows: 

• Providing training and support in a detailed classroom environment delivered by 
our specialised consultant partners 

• Providing resources for making day to day management easier. Our chosen 
publication is an excellent book titled How to be an Even Better Manager by 
Michael Armstrong. It is the perfect resource to keep as a handy reference to 
keep dipping into when needed. AND it is a simple yet comprehensive quick 
reference book which helps with the structure of everyday Management 

• Featurespace Standards: The standards in this document have been developed to 
complement the above training and are aligned to the content in the above book 

• Talent pool: there are many different resources within Featurespace who can 
provide advice and guidance on everyday management issues. This is 
represented by your line manager and SMT 

• The HR team’s role is to provide administrative support 

• The Business Process Management team supports best practice by setting and 

benchmarking our management content and standards 

• Peer Group: look to your peer group, all managers share the same experiences 
and it helps to support each other 
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Our Featurespace Standards 

  

 

 

 

 

Our Featurespace standards are split into four categories. The first two are described as 

core management activities. These are the foundations for good and effective managership 

and are applicable to all our managers. They have been developed to ensure that we 

provide direction, get the most out of our people and care for their overall wellbeing during 

their Featurespace Journey. Our managers have the ultimate responsibility to care for and 

be honest with our people and these standards will help them to achieve this. 

In addition, the further two categories, business and financial management and managers 

behaviours and competencies have been developed to enhance and provide guidance for a 

different set of skills. 

These are standards and are provided to act as a set of benchmarks and provide guidance 

on how our managers can aspire and adhere to good practices. The detailed training and 

resources behind these are not provided by the standards but by the resources mentioned 

earlier in the introduction. 
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Preparing to be a manager 

Our Featurespace managers are responsible for different aspects of our business. As a 

rapidly expanding growing business there are many opportunities to develop into a 

management role and we therefore encourage early and effective preparation for moving 

into a management role. 

To start your journey, consider the following activities: 

Discuss with your manager: make your aspirations known and create your personal 

development plan.  

Get on a training course: Speak to your line manager and request attendance on our 

core management training session, at the appropriate time. LinkedIn Learning or Udemy 

also has a selection of courses for management skills. If you require help sourcing an 

appropriate one, consult our Internal Training Specialist or HR. 

Read the book! Ask your line manager for a copy of or purchase "How to be an Even 

Better Manager" use the information in this book to start to understand the key 

competencies of management. Read as much as you can on the subject matter – it’s a 

thoroughly covered topic 

Shadow: Choose a manager you respect and believe you can learn from and ask them if 

you can shadow them 

Workshops: There are several workshops available to help with understanding different 

management situations. They offer practical advice and guidance, use these to get ahead of 

the game. 

Accept opportunities that allow you to develop your management skills, and that will 

give you the chance to practise and prove your ability to be a manager. This may mean 

accepting more responsibility without receiving a pay raise or title change, but you need to 

keep your long-term management goal in mind when sizing up such opportunities. 

Deliver in your current role Increased managerial responsibilities tend to follow 

people who deliver in their current role, support their colleagues and show an interest in 

people management.  
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Core Skills: Performance & Motivation 

FS1: Conducting 1-2-1's 
Scheduling regular one-to-one meetings with team members provides our managers with 

the greatest opportunity to inspire, influence, motivate, coach, listen, solve problems, make 

decisions, and create an environment where employees feel engaged. 

With this in mind our Standards for 1-2-1's are: 

• 1-2-1's should be regularly scheduled, monthly is best practice but schedule in 

accordance with individual need 

• Two-way feedback should be encouraged 

• 1-2-1's should be appropriately documented in bob 

FS2: Expectation/objectives setting 
At Featurespace, we feel that it is important that we all understand how our own individual 

contribution helps us to achieve continued growth development and success. As teams we 

believe it is very important that we understand the direction that we are working in and how 

we can help us to achieve our goals. To help with this we believe in setting objectives. This 

should be a rewarding and conducive initiative designed to provide clarity and act as a 

motivator. 

Our Standards around objective setting are as follows:  

• SMART (Specific, Measurable, Achievable, Realistic, Time-bound) objectives are 
set and reviewed regularly 

• Objectives setting is collaborative 

• Where individuals are struggling to achieve objectives, coaching and support is 
provided 

• Completion of objectives is acknowledged 

FS3: SMART Objectives 
FS2 refers to the setting of SMART objectives to ensure that objectives are balanced and 

provide the necessary direction. Use the guidance below to help. 
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Objective Setting Guidance 

Specific 
Objectives should be specific and a clear statement of precisely what is required, 
describing the result that is desired in a way that is detailed, focused and well 
defined. 

The following questions may be helpful. 
• What outcomes are we looking for? 
• Is it clear what the objective means? 

• How win this be achieved and what strategies will be followed? 
• What needs to happen? 
• Who will be responsible for what and do we need anyone else to be 

involved? 
When writing objectives, use action-orientated verbs which describe what needs 
to be done to achieve the objectives such as analyse, create, identify, instigate, 
and perform. 

Measurable 
Measurement is hugely important because it will enable you to know whether an 
objective has been progress to be monitored and to know when the objective 
has been achieved. 

Consider these questions: 
• How will I know that the change has occurred? 
• Can these measurements be obtained? 

Achievable 

(or agreed) 
An objective is achievable if the necessary resources are available or similar 
results have been achieved by others in similar circumstances. Design objectives 
to be challenging but ensure that failure is not built into objectives. 

Questions to consider 
• Who will carry out the actions required? 
• Do they have the necessary stalls to do the task well? 
• Are the resources (personnel, funding, time, equipment etc.) to  

achieve this objective available or can they be obtained? 
• Who will bear responsibility for what? 

Realistic (or 

relevant) 
The concepts of 'realistic' and 'achievable' are similar so the term 'relevant' is an 
alternative. Focus on outcomes rather than the means of achieving them. 

'Realistic' suggests that there is a dear understanding of how the objective 
might be reached: that there are no circumstances or factors which would make 
the achievement of the objective impossible or unlikely: and that any potential 
obstacles and constraints have been considered. 

'Relevant suggests that the objectives set are appropriate to the individual or 
team and their job role and function or at organisational level that they align 
with the overall purpose and strategy of the organization. 

Time-bound 
It is necessary to set a date or time by which the objective should have been 
accomplished or completed and this contributes to making objectives 
measurable. Therefore, agree the date by which the outcome must be achieved. 
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FS4: Review and monitoring 
At Featurespace we encourage our managers to review progress and look at how they can 

regularly support progress in their teams using the following key activities. 

• Observation:  taking a planned approach to watching the team ‘in action’. The 
manager observes the specific behaviours that they have agreed as performance 
objectives.  

• Report back: outlines the activity of the individual to self-report or critique their 
perception of their own performance to the manager. This is a really useful technique 
where each team member is responsible for ‘evidencing' their performance against 
the objectives the manager has agreed with them. 

• Feedback: solicit feedback on your team members' performance from those they 
work closely with.  This could be customers, suppliers, team members or other 
departments; it will give you a broader perspective 

The wider the range of methods you use, the more effective the assessment will be. 

FS5: Training your team 
Staff training and development is an ongoing part of our business. To increase the success 

and consistency of our team's ability to operate, effective training is important. There’s a big 

difference between attending a training session so that you can say you had it; and 

participating in a training session that effectively changes behaviour. 

As a manger you can facilitate the training of your team members by the following methods: 

• Ensure regular time is scheduled in where training is the expected activity - this could 
be team wide, or individualised 

• Encourage creation of training materials and courses for knowledge sharing purposes 
and these should be uploaded to ARICademy 

• Consider the training needs of the individual and use the following resources to put 
together a training plan for every team member 

 
Resources: 

• ARICademy 

• Udemy 

• LinkedIn 

• Office Library 

• Your team Training Ambassador 

• Internal Training Specialist 

 
Any training you are creating or evaluating for use should include as many of the following 

elements possible: 

• A precis and summary 
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• A clear statement of pre-requisite knowledge 

• Multi-sensory training - visual, auditory, doing 

• Demonstrations  

• Practical exercises  

• Refreshers where needed 

• On the job training 

• Coaching by manager or co-worker 

• Mentoring-by manager, or colleague 

• Access to books are reference sources 

• Participation or attendance at subject matter groups, events and conferences 

Most importantly we should always give our people the confidence to succeed by ensuring 

that they are trained on the key skills required to complete their role before they start it. 

FS6: Development 

We always seek to find the right fit for a person’s talent, and endeavour to ensure that 

talent is developed through progressively more challenging and meaningful activities. This is 

conducted through 

• Knowing the team 

• Understanding individuals' developmental aims 

• Creating development plans for those that want them 

• Reviewing  

• Observation and feedback 

FS7: Giving constructive feedback 
Giving feedback to colleagues can be challenging, but what’s harder is giving 

negative/developmental feedback to team members. However this is essential, often 

individuals are unaware of their gaps and if you both come from a position of trust and 

respect then developmental feedback is deemed to be motivational and constructive. 

Our managers make giving developmental feedback easier by demonstrating the following: 

• Being timely 

• Knowing the subject matter – technical and person related 

• Remaining Calm 

• Planning ahead 

• Being direct 

• Telling the truth, kindly 

• Focusing on actions and specific behaviours 
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• Listening 

• Recapping at the end 

By using some of these points, we can look to achieve a positive outcome when delivering 

difficult feedback 

FS8: Building Team Culture & Awareness 
Our standards for team culture have been developed to help teams to feel part of 

Featurespace and celebrate achievements. As managers the following should be shared and 

understood by the team 

• Why they are participating in the team 

• How the team fits within our organisation 

• How the work of their team fits in the total context of our strategic plan and vision 

• How team collaboration enables us to deliver a qualitive and successful product to 
our customers 

FS9: Motivation 
Featurespace employees are expected to be able to motivate themselves. Motivation is more 

effective with our managers' support and a clear understanding of what motivates their 

teams. Motivation can be achieved through any combination of the following: 

• Clear goal setting and achievement of them  

• Making a positive difference to our customers and company 

• Empowering 

• Supporting and coaching 

• Showing appreciation 

• Offering opportunities for self-development 

• Encouraging happiness and job satisfaction 

• Bonus payments and rewards 

• Supporting career progression 

• Active management 

FS10: Acknowledgement and reward 
Everyone needs to feel valued and rewarded for their contribution to our business. Think 

about your people, their happiness and their job satisfaction to understand how each 

individual in their team likes to be thanked, recognised and rewarded. 

To do this our managers should use any of the following tools/skills  

• Appropriately acknowledge good work 
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• Pay appropriate renumeration and review each quarter – a rise my not be necessary, 
however we create the opportunity to review on a quarterly basis 

• Communicate success through the awarding of bonus payments 

• Share options 

• Team building events 

• Send a personal letter or note 

• Thank you awards 

At Featurespace we have worked hard to ensure that the success of the company is shared 

with all team members. We have many means at our disposal to acknowledge and reward 

our people for extra effort and or contribution. Managers should choose the correct and 

most appropriate means for everyone. Effective use of private and public praise, verbal and 

non-verbal rewards. 

Team Member Lifecycle 

Our teams are made up of different skills and the completion of several different activities. 

The combination of both is displayed through the employee lifecycle. These activities along 

with the expected managers activities are detailed below.  

FS11: Hiring decisions 
When hiring new team members, our managers should clearly identify and understand: 

• The role and its impact on the team and organisation – including the creation of a 
job description 

• Does the role exist in the headcount budget? 

• The full cost of the hire 

• How much extra value will be given to Featurespace? 

• Will it help us to achieve Featurespace goals and vision? 

FS12: Recruitment 
When selecting employees our managers should consider candidates for their talent and 

according to the skills needed for the role. For effective recruitment, the following tasks 

should be competed: 

• An accurate job description is prepared which is reflective of the actual job 
requirements 

• The salary is competitive enough to attract the right candidate, and fits within the 
Featurespace pay structure 
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FS13: Effective Interviewing 
It is important for us to remember that it is not just the candidate being interviewed. Good 

candidates will be assessing and considering whether they believe Featurespace will be a 

good fit for them and whether they would like to work for the manager as part of the team.  

It is important that the candidate is aware of the many benefits of working for 

Featurespace.  Featurespace always expects all team members to professionally represent 

our business. 

• Preparation is key, and must be completed as part of the selection process 

• Content:  we consider what information we want to share with the candidate and 
what information we want from them 

• Contact: we ensure that we build a good rapport and encourage the candidate to 
talk freely allowing them to reveal their true self, and their strengths and 
weaknesses 

• Control: we demonstrate the ability to control the interview so that we get 

everything needed to allow a decision to be made 

• Plan:  we structure the timing and content of the interview  

• Approach:  we decide on the format of interview that is best placed for the role 

• Communicate: remember we want to employ good talent so remember to stay in 
contact effectively and regularly with candidates 

• Timekeeping: be prompt and avoid being late to interviews as this is very poor 
practice and does not give a good impression of Featurespace 

FS14: Deciding on a candidate 
When considering a candidate for the opportunity to work at Featurespace it is important 

that we can demonstrate that they can fulfil the following: 

• Can they do the job? Is the person competent? 

• Will the individual do the job? Are they motivated? 

• How is the individual likely to fit into the team? 

• Will the individual fit in to our business and protect our unique culture? 

FS15: Probation decisions 
All employees are subject to a statutory probation period. This period is designed to assess 

the following: 

• Are they able to do the job? 

• Do they fit into their team? 

• Has there been any absence issues? 

• Has there been any performance issues? 

• Are they happy? 
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These points all form part of the end of probation review. All managers are expected to 

complete the managers probation guidance training on the Featurespace Learning 

Management System along with attendance at the manager's probation workshop. 

FS16: Leaver's process 
Our leaver process is designed to ensure that in the event of an employee leaving the 

business this is handled efficiently and sensitively. The leaver process on SharePoint should 

always be followed to ensure that there are no risks to the business from the employee 

departure. 

We don’t want good people to leave our organisation and therefore it is very important for 

us to understand why people leave Featurespace and what we can do to avoid this. Our 

leaver process is designed to deliver on this and to mitigate the risks associated with people 

leaving our business. 

Business and financial management 

FS17: Examination of financial impact risk factors 
Sound financial management is key to our success and the following points are considered 

important to be completed by our managers during the delivery lifecycle 

• Impact on revenue is considered during all stages of the delivery lifecycle. And in all 
decision making 

• A pro-active approach and forward thinking is adopted to ensure that impacts to 
delivery revenue are rare and where such impacts may be present the delays are 
managed to a minimum 

• All revenue delays/changes are discussed in the weekly delivery meeting, thereby 
ensuring a "no surprises" culture 

FS18: Managing project risks and issues 
All projects hit issues from time to time. Our managers need to be able to identify how best 

to deal with problems as they arise. This process includes the following: 

• How to assess an issue 

• Issue management is incorporated into weekly routines. Time is put aside to go 
through the issue log each week 

• Risk management is part of project habits so that risks don’t turn into issues and 
create problems for our Featurespace business 

• Major risks/red flags and issues are regularly communicated and discussed pro-
actively to find solutions 



POL-86 Featurespace Management Standards  Version 2.0 

 
P a g e  | 15 

FS19: Tracking time/invoicing 
When managing tasks which impact delivery to a contract, it is expected that our managers 

are aware of the following:  

• Total Contracted hours 

• Total utilised hours 

• Forecasted variance 

• Key invoice milestone dates 

It is more likely that the project will incur additional costs or delays if full control over the 
project is not in place. It is essential that financial management is completed regularly and 
effectively.  

FS20: Resource allocation 
Using the wrong resource on a task can lead to it taking longer or being poorly done. It 

helps to know the strengths and weaknesses of individuals so that the person can be 

allocated to the task/customer. Consideration should be given by our managers to the 

following: 

• Is the breadth, depth, diversity and calibre of the individual appropriate to the 
task/customer 

• Where there are specific required skills for the activity, does the individual have 
these 

• Right time allocation 

FS21: Contract Awareness 
A good understanding of the contract and its deliverables is essential to effective delivery.  

All managers should ensure that the people on their teams working on customer projects 

are aware of the following: 

• Statement of work 

• Key milestones 

• Any other applicable contractual obligations 

FS22: Effective customer change management 
Featurespace has a change request management process in place. Following this makes it 

easier to avoid customer disputes and scope creep. It also serves to ensure that all changes 

made are clear and transparent. 

FS23: Analysis of contracted hours versus variance 
A pro-active approach to scope creep must be followed in the course of any project lifecycle. 

The number of utilised hours should regularly be reviewed and compared to contracted 

hours. This ensures the following: 



POL-86 Featurespace Management Standards  Version 2.0 

 
P a g e  | 16 

• Scope creep control 

• Elimination of the possibility of fraudulent billing 

• Acts as an early warning indicator to customers to advise if they are going to go over 
contractual hours therefor providing a proactive transparent approach and a 
reduction in disputed invoices. 

Management behaviours and competencies 

FS24: Running meetings 
Meeting management is an important business skill. To ensure that meetings in 

Featurespace are effective and don’t require an excessive amount of time, managers should 

always consider the following: 

• Specify why you want to organise a meeting 

• Plan your meeting: Who should you invite and why? What are your objectives? How 
long should the meeting be? When should you hold it and where? 

• Make sure you have Plan Bs for problem situations to be able to solve them quickly 

and effectively 

• Divide tasks and set deadlines for every item you discuss during the meeting 

• Ensure that your co-workers know what’s expected of them 

• Follow up to check that meeting objectives are met 

• Use tools from the Facilitation club 

 

FS25: Problem solving 
Problem solving is an important skill used in our everyday business.  Our problem-solving 

processes include the following: 

• Define the problem. Find the real problem, not just the symptoms that result from 
the problem 

• Make important decisions first. Recognise the decisions you need to make and how 
they will contribute to solving your problem 

• Simplify the problem. An overly complicated problem can feel overwhelming and be 
difficult to solve. If there are multiple problems, break them down into smaller parts 
and deal with them individually 

• Outline what you know and don't know. Familiarise yourself with the knowledge and 

information you already have. Then, seek out what you need 

• Anticipate future outcomes. Come up with a Plan B (or more) so you’re not locked 
into one solution. Once you’ve come up with possible solutions, think about how 
each one would play out. 
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FS26: Attention to detail 
Having a varied and complex business it is very easy to get involved in too many tasks at 

one time which could result in not enough attention to detail. To avoid this there are several 

different techniques we recommend you use: 

• Get organised. This will help you focus on the small things 

• Make lists. Lists are one really useful way to be organised and to make sure that you 
know when and how everything needs to come together 

• Keep to a specific schedule. Sometimes following a routine that follows the same 
general rhythm may help. 

• Limit distractions. Distractions come in a variety of forms: your family, your friends, 
co-workers, automated notifications, even being hungry 

• Get exercise. Exercise helps improve your memory and your concentration abilities 
while also being good for your whole body 

• Take breaks. A good way to keep your brain sharp and willing to focus on the 
smaller details is to allow it to take breaks 

FS27: Troubleshoot  

• Review Quality: getting a view of the quality of the components of the 
system/process allows problems to be found 

• Use bottleneck analysis to review whether the process is too slow 

• Look at all steps of the system/process to identify problems 

• Don’t assume. Question all areas 

FS28: Single points of failure risk (SPOF) 
A single point of failure (SPOF) is a potential risk posed by a flaw in the design, 

implementation or configuration of the delivery lifecycle. To eliminate SPOF managers 

should pay attention to the following: 

• Gap analysis of critical roles is conducted 

• Back up for critical roles is in place 

• Succession plans are developed to increase the robustness of our contingency plans 

FS29: Building relationships  
Positive and supportive relationships help us to feel healthier, happier, and more satisfied 

with our lives. Here are a few tips to help you to develop more positive and healthy 

relationships in all areas of your life: 

• Ensure that the relationship you have with yourself is a positive one 

• Accept the fact that we are all different, and embrace difference 

• Actively listen to hear what other people have to say 

https://www.bing.com/search?q=Single+point+of+failure&filters=sid%3a1c7eb123-1a29-b020-d0da-9329a337c18a&form=ENTLNK
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• Give people time and “be present” when you are with them 

• Manage mobile technology and be aware of its pitfalls 

• Give and take constructive feedback 

• Be more understanding and empathetic 

• Treat people as you would like to be treated yourself 

FS30: Effective decision making 
Decisions need to be capable of being implemented. Our effective decision-making process 

ensures that we can do so. 

 When making decisions, we can demonstrate that consideration is given to the following: 

• Do we have enough information? 

• Is the right information available? 

• Is there too much information? 

• Are there too many people involved? Making decisions by committee is difficult 

• Are we aware of any vested or emotional interests? 

FS31: Effective stakeholder management 
Effective stakeholder management takes place, and our standards are characterised by the 

following: 

• A full updated stakeholder plan is in place, where appropriate, which ensures that 
the right people are engaged and communicated with at the right times. 

• Regular steering committees are being held and decisions taken with the 
understanding of any impacts to the customer or Featurespace. 

• There is an understanding of the people involved. This is important to gather 
information about the stakeholders so that the appropriate communication 
techniques are used. 

• Relationships are built which increase trust and confidence across all elements of the 

delivery process and speeds up problem solving and decision making. 

• Potential hazards are anticipated, and simple quick and effective steps are taken to 
manage these hazards, instilling confidence in Featurespace. 

• Negotiation and compromise techniques are known and used in all communication  

FS32: Effective communication 
Open, honest and clear communication channels are important to the success of 

Featurespace and the following is considered in our day to day communication: 

• Escalation process is known and is always followed 
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• Internal communication is open and regular. This ensures that there are no surprises 
and fosters an honest relationship built on trust 

• Regular progress reports are provided to all stakeholders. This enables decisions to 
be made and allows problems/blockers to be identified early, giving the opportunity 
to fix it 

FS33: Coping under pressure 
Being able to cope under pressure is important for our teams at Featurespace. We are able 

to use the following techniques where needed. 

• Remain calm, always. Maintain a calm approach no matter what happens. 

• Staying focused on what needs to be accomplished. Even though the day may be 
stressful we keep minds firmly focused on completing our responsibilities. 

• Get help if you need it. Assessing situations and taking care of issues right away 
helps to relieve pressure 

• Take breaks. Taking short breaks helps release pent-up stress, rejuvenate, and 
enables more productivity.  

• Use your annual leave. Plan leave allowing for rest during holiday periods.  

FS34: Building confidence 
Self-confident people are important to the overall success and perception of Featurespace. 

Ways to boost and build self-confidence are as follows: 

• Stay away from negativity and bring on positivity 

• Use body language 

• Learn from failure 

• Be prepared 

• Know your worth 

• Seek feedback 

• Review and list achievements 
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And Finally 

Management is a set of skills that can be acquired and practiced. No matter which area you 

work in here are some tips to being a good manager. 

Manage your emotions. Your emotions give you energy. If they're low, your energy is 

low; if they're running high, you feel positive and optimistic. To be at your best as a 

manager, manage your emotions--when you do, you manage your energy too. 

Develop your skills. If you don't have the skills to lead, no title or position will ever 

make you into the manager you want to be. There's only one way to become a better 

manager, and that's to work on your management skills, develop expertise in your field, and 

discover the heart of what management is about for you. 

Become a great communicator. Discipline yourself to understand what's happening 

around you by observing and listening. A great manager is always a skilled communicator--

not only as speaker but as a listener. 

Admit when you are wrong. It takes a strong, confident person to say they are 

wrong. Sometimes people think that admitting you're wrong is a sign of weakness, but in 

fact just the opposite is true--the more honest and open you are, the more people will 

respect you as a manager. 

Learn how to spot talent. A huge element of great management is knowing how to 

connect with the right kind of people--those who can move your vision forward and develop 

successful strategies. But hiring great individuals is only half the game; it's just as important 

to understand how people of diverse backgrounds and abilities can best work together. 

Be part of the team. There's an acronym that says "team" stands for Together 

Everyone Achieves More, and great management comes from those who see themselves as 

part of a team, who are willing to roll up their sleeves and do what it takes to support, help, 

guide and mentor. 

Give credit where it's due. It's not uncommon to see someone in a management 

position take credit for the work of others, but true managers are generous with credit. They 

know that any great accomplishment takes many people and talents. 

Be a mentor, not a preacher. People are interested in growth and development; they 

want to know how they can do better and find their own path. As a manager your job is to 

mentor them, guide them and support them--not to boss them or preach to them. 

Invest in people. To be a great manager, you need to start at the heart of what matters 

and what matters is people. To see them happy, engaged, loyal and dedicated, make the 

time to invest in them, nurture them and provide them with a clear vision of what needs to 

be done. 
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Be quick to praise. Praise people often and openly. Let others know when the work is 

well done, a job is completed with excellence and the results are great. But when it comes 

to feedback that's focused on development and growth, do it privately. It's likely to feel like 

a negative assessment, and no wants to feel they're being berated in public. 

Give the benefit of the doubt. Many of the bad things that happen in the course of a 

day or a week--a miscommunication, an uncomfortable moment, an act of disrespect can 

happen because someone is quick to judge and to give their opinion. The best managers 

give the benefit of the doubt. They work on being fair and kind and on always giving people 

a second chance or the benefit of the doubt. 

Have fun. Business may be serious, but the best managers know how to build excitement 

and fun. They're great at creating an optimistic culture and an enthusiastic environment--

they know fun's important when people are working hard. 

Show compassion and care. Compassion helps to bridge the gaps between what the 

organisation needs, what your people want, and what you can give. And it's the managers 

who show compassion who are the most admired. 

 

 

 

 


