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[bookmark: _Toc1115174329]1.0 Introduction
1.1 TechInnovate is a software company based in Wales, founded 5 years ago, they now have over 200 employees. The workplace culture is informal and collaborative, meaning the founders handled the hiring and HR matters themselves.
[bookmark: _Int_bwoXbQuh]1.2 They hired their first HR manager 18 months ago as the HR challenges were threatening the company's success, however, the HR manager is now overwhelmed with all the duties due to the expansion of the business.
1.3 Jucius (1955) says that the role of HRM involves planning, organisation, developing and maintaining a labour force.
1.4 HRM role is to manage/support the business and its employees. I believe that having an effective HRM team is essential for any business that wishes to maximise its productivity, employee retention and comply with workplace law.
1.5 Boxall and Purcell (2003) write that HRM plays a key role in business performance. Effective management of people will benefit shareholders.
1.6 They help the organisation with recruitment, training, development, compensation, benefits, retention, policy development, compliance, and employee safety.


[bookmark: _Toc954300932]2.0 Main Findings
2.1 A successful HR team can help a business grow. They can recruit employees with the correct skills and experience. Retain these employees by offering correct training along with a positive working environment that will reduce the turnover rates.
2.2 Making sure that the company and employees are following the laws of the workplace means limiting the risks of legal issues that can harm the growth of the business.
2.3 Paauwe (2004) write that HRM should be able to provide the organisation with talented employees who can help the organisation improve its financial performance, along with providing the employees with a workplace environment that is healthy and encourages growth.



[bookmark: _Toc42661967]3.0 Current Challenges
TechInnovate is currently facing many HR challenges.
3.1 Recruiting/Retention – data scientists are high in demand, but the supply is low, especially in Wales as London dominates the country for this role. To reach a wider audience, send job advertisements to universities that carry this programme such as UWTSD. Offering apprenticeships to final year students can help with keeping up with client demand. 
[bookmark: _Int_sLXFypOV]3.2 Cullen and Osborne (2002) write that wrong hiring decisions have an impact on retention. A wrong hire can have a negative impact on other employees which can cause them to leave.
3.3 Reduce turnover. TechInnovate needs to try to match the competitors that are offering more salary benefits.
3.4 TechInnovate needs to provide employees with ongoing training and development to help them grow and succeed in their roles. Sufficient onboarding is essential to welcome the new employee and make them feel at ease. Assign a mentor that can assist with questions and provide support in the first few weeks. 
[bookmark: _Int_GUBl7czw]3.5 Cabral (2014) states that company turnover accounts for a large portion of total productivity growth.
[bookmark: _Int_8RNCsk2b]3.6 Regular feedback and performance reviews with employees prevent them from falling behind. It's an opportunity to offer guidance and take on board any feedback from employees regarding the company or resolve any queries or troubles they might have. 
3.7 With no leadership, professional boundaries may be crossed and cause a lack of respect for each other. The collaborative culture in TechInnovate needs some structure and leadership. They need to set clear roles for team members, like leadership and decision-making roles as this will prevent job confusion and promote professional respect within the team.
3.8 TechInnovate need to promote diversity by advertising on various platforms so that it reaches a wider audience and various demographic groups and minorities including women in the tech field. Offer leadership roles to candidates based on skills and experience to avoid unconscious bias.
3.9 An organisation can become an employee's favorite if the organisation employs candidates from various backgrounds and provides a workplace culture that allows them to be themselves. (Gupta, 2020)



[bookmark: _Toc1029705619]4.0 Managers Skills: What is required and how to develop
[bookmark: _Int_DoNJyiGY]4.1 Managers play an important role, ensuring employees are motivated and meet the goals of the business along with other responsibilities.
[bookmark: _Int_WOH0sL3D][bookmark: _Int_G9YTtQjC]4.2 Sheri, Tanqlrala and Venkataramanib (2019) write that managers play an important role in facilitating the need for employees to use their voice to constructively impact their teams and express work-related ideas and opinions.
Managers are required to:
	Appoint duties
	resolve conflicts/solve problems
	address customer and employee questions
	make decisions
	Plan,
organise and delegate
	Use performance data assess/manage performance 

	maintain budgets and costs
	give feedback
	handle complaints
	Support employees in their development/guidance
	Understand and promote diversity
	Set team building exercises



The skills required for a manager are:
	Listening skills
	Empathy/compassion

	Motivator
	Ability to recruit

	Emotional Intelligence
	Flexibility
	Commercial awareness
	Find multiple ways to manage a team



4.3 Conversation and collaboration are key factors for effective leadership. (Gunderman, 2009)
4.4 TechInnovate needs to offer training to their managers to enable effective people management. This training should cover soft skills such as how to communicate, emotional intelligence, how to resolve conflict and how to motivate their teams.
4.5 Managers should receive regular coaching sessions that can develop their skills in line with the current policies and enhance their leadership qualities. This also allows them to stay updated on new techniques and technologies to manage a team.
4.6 Managers must understand how to give feedback and be supportive. They should learn the company’s policies and procedures, including goals, and be aware of the market.
4.7 A good manager must understand the importance of diversity and inclusion. Therefore, they need to acknowledge different religious/cultural practices and encourage a workplace culture that allows all voices to be heard and respected.
4.8 Training should be both practical and theoretical, including role play, workshops and seminars led by experts and E-learning modules for flexible learning.
4.9 Change the workplace culture to promote performance management being seen as a system that helps employees and managers develop and improve rather than a disciplinary system.
5.0 There are challenges that prevent managers from doing their role well. For instance, technology, social trends, and business environments are always changing, therefore, managers are required to adapt to these changes. Some may not be used to fast and continuous change.
5.1 Making tough decisions under pressure can be difficult for some. They must also understand workplace diversity such as diverse cultures and religious beliefs to lead a diverse team.
5.2 Effective time management and having the ability to hand out tasks and responsibilities is crucial in leadership, and this must be mastered to avoid micromanagement as this can create more pressure.
5.3 Armstrong (2016) suggests that leadership is the means of encouraging people to do the best they can to reach the desired goal.
5.4 Boogaard (2024) believes that Managers are the foundation to a business and its success.
5.5 Managers having to take time out to conduct interviews and shortlisting can also prevent them from managing their employees.
5.6 If TechInnovate can successfully train their managers with the required skills and tools, they will see an overall improvement in employee engagement and retention.
5.7 Employee performance is determined by performance assessment reviews like quality and standard of performance progress. (Islam, Sultana, and Rahman. 2023)

[bookmark: _Toc966979885]5.0 VROOM’S EXPECTANCY THEORY (1964)
[image: ]
(YouTube - 19 Sept 2020
The Expectancy Theory of Motivation by Victor Vroom - The Simplest explanation ever)
5.1 There are many theories and models that can help TechInnovate and I will discuss 1 that I believe may help.
5.2 This theory suggests that employees are motivated by the rewards, with 3 key components called EXPECTANCY, INSTRUMENTALITY and VALENCE.
[bookmark: _Int_HBkNXu4z]5.3 This theory may be simple to use, however, it has its disadvantages. It doesn't consider external factors such as an employee who has personal problems may find it more difficult to stay motivated. It can also be difficult to implement in larger organisations as the rewards cannot be personalised. This is a key model of motivation; however, it may not work for everyone in the organisation.

	If EXPECTANCY is low, so is the MOTIVATION
	If INSTRUMENTALITY is low, so is the MOTIVATION
	If the VALENCE is low, so is the MOTIVATION



	Employees must believe that they can achieve the rewards by completing the jobs set out.
	Employees must believe that the rewards promised will be received
	Employees must believe the reward is valuable to them



5.4 Vroom’s theory suggests that people are motivated by their expectations of their future. (Wani, 2022)


[bookmark: _Toc2052759884]6.0 Good People Management
6.1 Barney and Hesterly (2018) say that a good strategic management process is a set of choices and analyses that will improve the firm's competitive advantages.
6.2 According to Armstrong (2016) maintaining effective relationships between managers and team members is good people management.
6.3 There are many activities that underpin good people management; however, I am going to discuss 2 below.
                                                   
 REWARDS&RECOGNITION                                               TEAM BUILDING EXERCISES   
	Recognise the efforts of team members and celebrate success, no matter how big or small.

This shows appreciation and motivates them to do better.

Reward systems and incentives can reinforce better performance and contribute to employee satisfaction.

Encourages a lower turnover rate.

[bookmark: _Int_muBTnh9i]Recognition for good work/behavior can encourage others to do the same.

Rewards can help in setting goals and expectations, and employees will want to achieve these.


	Work related and social can encourage trust between team members and create better understanding.

Allows new members to feel at ease and get to know their colleagues, vice versa.

Allows employees to work on their communication skills.

Learn to work together, creating a positive work environment.

Teaches them to motivate each other and share ideas.
Workshops to help learn new skills together.



[bookmark: _Int_TgtlpoSy]6.4 Armstrong (2016) states that there are many leadership styles, you should not assume that only one is right. The style that is appropriate will be affected by factors such as type of organisation and task.
6.5 Mullins (2019) writes that for an organisation to survive and succeed, it must offer the employees what they need to achieve the goals of the organisation and this must be done by creating a workplace culture where people will work effectively and willingly.
6.6 The way employees are managed affects the success of the business. TechInnovate needs to work on the way their employees are managed so that they can reduce the threat to future success.
6.7 The benefits of good people management can have an impact on organisational performance as well as employee benefits. (Daniels, 2017)
6.8 TechInnovate should set out clear roles for managers, employees, and HR team. This will allow them to encourage and maintain good people management in each sector and promote the benefits for performing well and in return this will boost the company's success.



[bookmark: _Toc1395358343]7.0 Recommendations
	ASSESSMENTS
	TRAINING

	FEEDBACK AND MONITOR
	CONTINUOUS DEVELOPMENT



7.1 These are the four areas I would recommend that TechInnovate should focus on to ensure that their management team are skilled to do their jobs, manage performance of their teams and lead the business to success.
[image: ](Gibbard, 2020)
7.2 Creating SMART goals allows you to make your ideas clearer, concentrate on your efforts, adequately use your time and resources, and boost your chances of achieving what you want in life. (Bell, no date)
7.3 Doran (1981) suggests that organisations should think of the acronyms SMART when writing effective objectives.
	S – Develop skills needed for managers to effectively lead and manage performance of their teams
	M – Complete skills assessments first to identify what areas managers need to improve on.

Provide them with targeted training and courses.

Offer regular feedback and constant monitoring to track performance and development.

Regular coaching and mentorship to keep them up to date with leadership styles.
	A – Provide managers with necessary resources such as data, tools, training, and courses to help develop these skills.
	[bookmark: _Int_4FBBSgCb]R – This is very relevant considering that TechInnovate need their managers to be equipped with all the necessary skills to enhance performance rates as well as turnover. 
	T- These goals should be met within 6 months to give the company and managers enough time to gather resources and set up training courses and seminars.




7.4 Creating a SMART goal can help TechInnovate reach success, however, they must consider the financial side of these goals. There will be advertising costs, costs for training and development programmes, resources like computers, proper induction days for new hires.



[bookmark: _Toc2052055158]8.0 Conclusion
8.1 I have concluded that in today's rapidly changing world, businesses need to ensure that their managers are equipped with all the necessary training and development programmes to enable them to effectively manage their employee performance.
8.2 Although it will initially affect their finances, TechInnovate need to invest in these training and development courses to offer their employees the support they need to reach the company's goal.
8.3 TechInnovate need to step back from the informal culture and replace it with a supportive, healthy workplace culture where everyone has appointed roles and responsibilities but still be encouraged to collaborate, share ideas, and make the right decisions.


[bookmark: _Toc793963625]9.0 Reference List
Armstrong, M. (2016). Armstrong's handbook of management and leadership for HR. [Online]. Kogan Page. Available at: https://www-vlebooks-com.ezproxy.uwtsd.ac.uk/Product/Index/915260?page=0&startBookmarkId=-1 [Accessed 10 December 2024].
Bell, S. (no date). SMART goals. [Online]. MindTools. Last Updated: no date. Available at: https://www.mindtools.com/a4wo118/smart-goals [Accessed 10 December 2024].
[bookmark: _Int_8PDZdXkQ]Boxall, P . Purcell, J. (2003). Strategy and Human Resource Management. Industrial and Labor Relations Review. 57(1). [Online]. Available at: https://www.researchgate.net/publication/37149236_Strategy_and_Human_Resource_Management [Accessed 9 December 2024].
Boogaard, K. (2024). The importance of managers: Why they (really) matter. [Online]. Culture Amp. Last Updated: January 18. Available at: https://www.cultureamp.com/blog/importance-of-managers [Accessed 10 December 2024].
Barney, J and Hesterly, W. (2018). Strategic Management and Competitive Advantage. [Online]. Pearson Education, Limited. Available at: https://ebookcentral.proquest.com/lib/trinity/detail.action?docID=5573680 [Accessed 10 December 2024].
Cullen, K.V. and Osborne, S.E. (2002) ‘Recruitment Retention Report’, Nursing Management, 33(2), pp. 19–21. Available at: https://research-ebsco-com.ezproxy.uwtsd.ac.uk/linkprocessor/plink?id=d2a5cd01-ac28-3a36-a8e2-d922f95895ad (Accessed: 9 December 2024).
Cabral, L. (2014). Good turnover and bad turnover: Barriers to business and productivity. Economics Letters. 125(2), pp.179-181. [Online]. Available at: https://www-sciencedirect-com.ezproxy.uwtsd.ac.uk/science/article/pii/S0165176514003127#bbr000025 [Accessed 9 December 2024].
Doran, G. (1981). Management Review. [Online]. Temple Mis. Available at: https://community.mis.temple.edu/mis0855002fall2015/files/2015/10/S.M.A.R.T-Way-Management-Review.pd [Accessed 10 December 2024].
Daniels, K. (2017). Illustrating the effects of good people management practices with an analysis of the National Health Service. [Online]. What works Wellbeing. Last Updated: December. Available at: https://whatworkswellbeing.org/wp-content/uploads/2020/01/Good-people-management-NHS-Dec2018.pdf [Accessed 12 December 2024].
Gunderman, R. (2009). Leadership in Healthcare. [Online]. Springer-Verlag. Available at: https://www.vumc.org/faculty/sites/default/files/2009_Book_LeadershipInHealthcare%20(1).pdf [Accessed 10 December 2024].
Gupta, M. (2020). Management Practices for Engaging a Diverse Workforce. [Online]. Apple Academic Press. Available at: https://www.taylorfrancis.com/books/edit/10.1201/9780367808419/management-practices-engaging-diverse-workforce-manish-gu [Accessed 9 December 2024].
Islam, M, S. Sultana, R. Rahman, L. (2023). Determinants of Employee Performance in Emerging Economy. [Online]. SSRN. Last Updated: 1 August. Available at: https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4517570 [Accessed 10 December 2024].
[bookmark: _Int_NIrOE1FR]Jucius, Michael James. (1955). Personnel management. [Online]. Homewood, Ill.,: R.D. Irwin. Available at: https://archive.org/details/personnelmanage00juci/page/12/mode/2up [Accessed 9 December 2024].
Mullins, L. (2019). Mullins: Organisational Behaviour in the Workplace. [Online]. Pearson Education, Limited. Available at: https://ebookcentral.proquest.com/lib/trinity/reader.action?docID=5830196&ppg=71 [Accessed 12 December 2024].
Paauwe, J. (2004). HRM and performance: achieving long term viability. [Online]. Oxford University Press. Available at: https://www-vlebooks-com.ezproxy.uwtsd.ac.uk/Product/Index/84632?page=0&startBookmarkId=-1 [Accessed 9 December 2024].
Sheri, E.N., Tanqlrala, S. and Venkataramanib, V. (2019) ‘Why Managers Do Not Seek Voice from Employees: The Importance of Managers’ Personal Control and Long-Term Orientation’, Organization science (Providence, R.I.), 30(3), pp. 447–466. Available at: https://doi.org/10.1287/orsc.2018.1273.
Wani, M, I. (2022). VROOM'S EXPECTANCY THEORY OF MOTIVATION. [Online]. Research Gate. Last Updated: December. Available at: https://www.researchgate.net/publication/365964314_VROOM'S_EXPECTANCY_THEORY_OF_MOTIVATION [Accessed 10 December 2024].























	
	
	



image3.png
Relevant Time-bound

L | S

What exactiyare  Howwill you know  Isitgenuinely — Doesitcontribute  When do you
you trying to when you've possible to toyouragency's  want to achieve
achieve? achieved it? achieve it? revenue growth? this by?




image.png
THE EXPECTANCY
THEORY OF MOTIVATION





