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1. [bookmark: _Hlk184403817][bookmark: _Hlk170411364][bookmark: _Toc192241059]Introduction
The purpose of this report is to make recommendations to the founders of TechInnovate, a software enterprise in South Wales featuring new methods on artificial intelligence and machine learning solutions, on how the company can build a skilled management team to efficiently manage performance.
The business was founded five years ago as a small corporation of engineers and data scientists and has rapidly grown over the past 2 years, increasing from 50 employees to over 200. TechInnovate hired their first human resource (HR) manager 18 months ago as HR tasks got challenging during the fast business expansion and the initial informal people management approach has not seemed sustainable anymore. 
The report will provide a brief overview on important HR matters which the company struggles with such as effective employee recruitment and retention, sufficient onboarding and training of the new workforce, essential formal performance management, safe and positive company culture, adequate management training and at last, fundamental diversity and inclusion within the workplace.
Meanwhile, this study is aimed to critically discuss the elemental managerial competence, duties and responsibilities including the investigation of various conceptions, strategies and activities on the topic which strengthens good management practice like performance management, employee reward and employee engagement.
Finally, the report will summarise the results on the discussion of HR issues TechInnovate is facing and propose possible solutions for the company.
Information used for the report was collected from academic books and journal articles, websites and notes of university lectures on people management.
2. [bookmark: _Toc192241060]Findings
Human resource management (HRM) is related to the employment, development and award of personnel in organisations and the connection between leadership and employees. There is a strong relationship between individual performance and business success therefore, it is necessary to develop people, both managers and workers, to reach their best potential as a significant contributor to the achievement of business goals (Leatherbarrow and Fletcher, 2019).
2.1. [bookmark: _Toc192241061]Recruiting and Retention
Recruitment is the procedure of finding and selecting the most competent individuals for a job role. The process itself involves identifying the work needs, attracting people to the role, screening, shortlisting, interviewing, choosing candidates, contract making and coordinating the new member of staff to the organisation (Hamza et al., 2021). 
As TechInnovate is finding challenging to employ sufficient qualified software specialists, the company may need to inspect where and how they advertise and, if their adverts are written in a clear, specific and objective manner, obeying the Equality Act (2010) and including all the details of the job role, person specification, application method, company values and purposes and employee rewards. In addition to broadening the labour market, beyond South Wales, the business is seeking for digital transformation experts; they might consider carrying out selection processes in assessment centres where lots of candidates can be invited and many roles can be recruited at the same time (Picardi, 2019).
According to a Kallidus survey (Boolkah, 2021) workers are thinking to change jobs for getting more flexibility, learning and progressing in their career like some of the key employees have done at TechInnovate. Boolkah (2021) discusses that managers need to keep an eye on this factor when retaining skilled workforce. Furthermore, the employee market encountering a shortage of experts through all sectors and raised salaries creating high volume competition when keeping talents. So, TechInnovate needs to improve employee experience to retain its workforce by providing meaningful work, encouraging and helpful management, constructive working environment, career progression, trust in leadership and a supportive health and wellbeing program within the workplace as Bersin’s model (2019) describes the powerful factors of retention.
2.2. [bookmark: _Toc192241062]Onboarding and Training
Onboarding is a vital process needed for efficient employee performance and retaining new hires aiming a good and long-term relationship between the new staff and the employer (Bell, 2021). Onboarding is not just the new employee’s introduction to the company but based on the guide of the Society of Human Resource Management (SHRM), it is the integration of a new member of staff with an organisation and its culture and, providing the tools and information necessary to a new worker to become successful in the workplace. SHRM even suggests designing an onboarding program where new employees can immediately get access to an organisation’s online onboarding portal (Maurer, 2025). This strategy could be useful to apply for TechInnovate to prevent rapid turnover of new employees at the company.
TechInnovate performed HR tasks in an informal manner when started the business, but the fast-growing enterprise has been accompanied by increased workforce therefore they hired an HR manager 18 months ago. Besides, it would be very useful to the company if they grew the HR team as well to enable them to manage not just all the current HR functions but the planned ones too, such as organising selection processes in assessment centres or running an online onboarding portal.
2.3. [bookmark: _Toc192241063]Performance Management
Performance management is essential both to the organisation and the individuals. Armstrong (2022) defines it as the support and encouragement given to people that enable them to work effectively, to reach their potential and to develop their career. In his view, performance management is more about looking ahead and promoting skills needed for success and managers who operating as performance leaders rather than about managers proceeding as operators of a prescribed and fixed scheme.
TechInnovate has no performance appraisal system which could provide periodic feedback about the employee’s performance to understand strengths and blockages, to further develop skills, to set targets and to motivate individuals for improvement. This is one of the main manager tools for collecting information about employee satisfaction and for providing employee reward and training to reach business goals by pleased workers (Dasanayaka et al., 2021).
Successful communication at a workplace is also a significant element in achieving great performance. If workers have a better understanding about the business goals and views and leadership expectations, they will have a better chance to perform their task properly. Working as a good team without miscommunication issues is essential in reaching high performance at workplaces (Salvation, 2019). Therefore, TechInnovate needs to improve communication between the management, the staff and the new hires, by arranging more face-to-face meetings or team building company events for example, to create effective teams among its workers.
2.4. [bookmark: _Toc192241064]Company Culture
Corporate culture has a deep impact and significance on organisational performance and business success. Research on various organisational theories (e.g. Schein, 1990) and culture models (e.g. Denison, 1990) reveals that employee engagement greatly increases performance and productivity to achieve organisational goals. As a group develops over time, people face challenges like integrating new members into an effective team and successfully adapting the external environment to progress further (Akpa et al., 2021).
TechInnovate is also facing the difficulty of new employees’ integration. In the beginning, it was a small group of software specialists and data scientists and had a close-knit community. By now, this positive startup culture has eroded due to the rapid expansion of the business and multiplied workforce which has led to a drop in satisfaction level amongst employees.
TecInnovate could work out an effective and ethical employee reward scheme to improve staff satisfaction, motivate its workers and prevent talents leaving the company. Popular benefits for people can be additional paid time off or extra volunteer time, flexible working patterns, wellness or tuition reimbursements, transportation or workplace perks, digital rewards, bonuses, pay raises or favourable workplace pensions, professional development opportunities or memberships (Blackhawk Network, 2024).
2.5. [bookmark: _Toc192241065]Management Training
Leadership is a significant function at a company including organisation of people’s activities and co-ordinating their efforts towards achieving organisational goals (Mullins, 2019). Organisational behaviour has been changing from an emphasis of instructions and obtaining results by close supervision of the workers, towards a milieu of teamwork coaching, support and authority. Leadership is connected to motivation and social behaviour (Adair, 2006). Mullins (2019) also says that being a leader is not necessarily related to positions at the organisation as lots of people act as a good leader without ever promoted to a specific leadership role because it is a natural human character. The main point to be a leader is the eagerness to develop and always to keep in mind three important aspects of leadership: Future, Employee Engagement and Delivery. First, leading always begins in the future; second, other people who help to build that future are needed to be engaged; and third, the leader makes things happen.
In line with the above theory, Hua (2024) states that traditional leadership qualities such as operational expertise or technical clairvoyance for successful performance are not enough any longer in the modern transformative technological era. Leaders need to possess social-emotional skills to handle complexity, ambivalence and uncertainty. For example, stress regulation is a central emotional intelligence skill together with an adaptable mindset an efficient manager owns.
 At TechInnovate several employees of the startup team have been appointed to manager positions without appropriate training and support. As the above research and, the real life also shows, being an information technological expert and having a strong experience at the software company is not an enough skill set for being a great manager as well. TechInnovate must ensure that managers participate on further training and coaching to gain confidence in people management. 
2.6. [bookmark: _Toc192241066]Equality, Diversity and Inclusion
Supporting and delivering equality, diversity and inclusion (EDI) at the workplace is a major part of great people management. It builds such a safe and positive environment at an organisation where people feel equal, have a sensation of belonging and empowerment that enables them to achieve their full potentiality (CIPD, 2024). 
In the United Kingdom, the Equality Act (2010) ensures legal protection to nine protected features which are the age, gender, sex, marital status, pregnancy and maternity, disability, race, religion and sexual orientation. Nevertheless, a successful EDI at organisations should involve much more than the legal compliance. A widened EDI approach including accent, caring responsibilities, colour, culture, visible and invisible disability, neurodiversity such as ASD (autism spectrum disorder) or ADHD (attention deficit hyperactivity disorder), political opinion or ideology can add value to institutions and companies strengthening wellbeing and having a positive impact on employees (CIPD, 2024). 
Kiradoo (2022) reveals that organisations can apply variable strategies to increase EDI in the workplace including setting EDI aims and plans, administering diversity training, appointing inclusive management and providing flexible work patterns. In addition, organisations must create inclusive environments and cultures which recognise and value differences between individuals, support fairness and respect and ensure equal opportunities to for all personnel. A successfully implemented EDI strategy brings important benefits to organisations like enhanced employee engagement, better individual and business performance together with increased creativity and innovation.
3. [bookmark: _Toc192241067]Conclusion
[bookmark: _Hlk184407448]In summary, a good human resource management is a significant contributor to the achievement of business goals. 
Recruitment needs to be carried out in a clear, specific and objective manner, obeying the Equality Act 2010. Onboarding and training are vital for efficient employee performance and retention of new hires. Managers need to keep an eye on employee’s need for more flexibility, learning and progressing in their career to retain skilled workforce. 
Performance management is an essential support and encouragement given to people that enable them to work effectively, to reach their potential and to develop their career. Company culture has a deep impact and significance on organisational performance and business success. Culture models reveal that employee engagement greatly increases performance and productivity to achieve organisational goals. 
Leadership is a significant function at a company including organisation of people’s activities and co-ordinating their efforts towards achieving business goals. Leaders need to possess social-emotional skills to handle complexity, ambivalence and uncertainty.
Supporting and delivering equality, diversity and inclusion (EDI) at the workplace is a major part of great people management because it builds a safe and positive environment where people feel equal, have a sensation of belonging and empowerment that enables them to achieve their full potential.
4. [bookmark: _Toc192241068]Recommendations
TechInnovate needs to broaden its labour market, beyond South Wales, where they are seeking for digital transformation experts. The company might consider carrying out selection processes in assessment centres where lots of candidates can be invited and many roles can be recruited at the same time.
An onboarding program where new employees can immediately get access to an organisation’s online onboarding portal could be useful to apply for TechInnovate to prevent rapid turnover of new employees at the company.
TechInnovate needs to improve communication between the management, the staff and the new hires, by arranging more face-to-face meetings or team building company events for example, to create effective teams among its workers.
TecInnovate could work out an effective and ethical employee reward scheme to improve staff satisfaction, motivate its workers and prevent talents leaving the company.
TechInnovate must ensure that managers participate on further training and coaching to gain confidence in people management.
TechInnovate need to create a successful EDI strategy which would bring important benefits to the company like enhanced employee engagement, better individual and business performance together with increased creativity and innovation.
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