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[bookmark: _Toc182585596]Introduction
TechInnovate, a fast-growing software group in South Wales, has expanded from 50 -200 staff within two years (TechInnovate, 2023). Five years ago, it was set up by a team of software engineers and data scientists. The company started, and indeed until last year still used almost a highly informal approach to HR, managed directly by the founders. This was proper for the small, collaborative culture of a start-up but has grown to an extent that HR needs have also increased in complexity as the Organisation scales up. Responding to this, TechInnovate hired its first HR manager 18 months ago, yet the tremendous growth rate has placed HR resources under much strain, therefore there have been various challenges in people management.
Among the most pressing issues are performance management without direction, problems in the retention of staff, and the decline of that common company culture which had started. Many technical literate employees, while promoted to positions, have been made managers overnight and lack both training and self-confidence in handling people, leading to much intra-planet conflict. Lastly, the diversity levels are too low, especially for technical and leadership roles, which hinder the company from attaining an inclusive environment characterized by highly innovative work (Noon and Ogbonna 2021. p.619).
This report attempts to address the problem by proposing how TechInnovate can ensure that its managers are skilled and adequately equipped to meet standards of performance management. Following an assessment of major roles involved in managerial activities, those skills deemed critical, and applicable management theories, this report will reveal why good and appropriately trained managers are fundamental to business success. It will further deliver proposals based on SMART criteria to guide TechInnovate towards building sound foundations for sustainable growth and high performance through effective people management.


[bookmark: _Toc182585597]Competencies and Responsibilities of Managers in Performance Management
[bookmark: _Toc182585598]Managerial Competencies at TechInnovate
Managerial roles contribute significantly to the performance of the individuals since the company is growing at a very incredible pace with tremendous shifts and changes (Rožman et al., 2023. p.5019). Managers play a great role in the company, from performing traditional technical jobs where they now taking the leadership of teams and management. Besides achieving personal goals, employees need to contribute towards the company's vision of delivering cutting-edge AI as well as innovation in machine learning.
But, in this situation, the managers at TechInnovate have much to play for Performance Leaders. One should set clear expectations, aligning individual and team goals with the company's strategic goals, by developing a system of performance management that is continuously monitoring progress against goals and adjusting as appropriate. Talent developers provide support, training, and career development opportunities that ensure employees can reach their full potential while remaining appropriately engaged.
Team Coaches
They promote teamwork and maintain the team for the company as it expands and new faces appear which could dilute the informal and close culture of the company.
Problem Solvers and Conflict Managers 
Resolves interpersonal conflict, as well as performance issues; ensures that problems faced by employees are addressed promptly and effectively.
For these roles, managers will have to be well-endowed with various skills to ensure the productivity and happiness of their teams, which eventually translates into overall Organisational performance (Mascarenhas et al., 2024. p.111).
[bookmark: _Toc182585599]Critical Skills for Managers
In the above-mentioned roles, managers in TechInnovate have to ensure that they acquire a massive range of skills.
Leadership
Leadership inspires and motivates teams towards realizing a common vision. This can be achieved through effective communication, being empathetic and making decisions that help people while also helping the company. Leaders also create trust with their departments and ensure that team members are trusted to take ownership of their work, which can contribute creatively to the Organisation.
Communication
Transparent and correct communication will be the minimum prerequisite for setting expectations, providing feedback, and ensuring that the respective employee knows his or her stand in the Organisation. As conflicts are overcome owing to proper communication, it will help avoid misunderstandings and promote teamwork.
Conflict Resolution
With an increase in the number of employees, new teams bloom everywhere. Conflicts soon arise. Great managers can identify disputes swiftly and fairly resolve them, thus maintaining team morals and preventing a negative effect on productivity (Yin et al., 2020. p.373).
Coaching and Mentoring
Coaches must be able to direct an individual as to how they should develop in their career, provide constructive feedback, and identify an area wherein the employee needs improvement. This requires listening skills, giving actionable feedback, and building a coaching model around individual needs.
Decision-Making
The ability to act immediately and intelligently is essential during times of rapid growth. Managers must be able to sift through information, seek diverse viewpoints, and then develop the best alternative by which to do so. Good decision-making will avoid performance bottlenecks and allow for an Organisation that quickly responds to changes in demand.
Time and Resource Management
As size increases, all teams require proper time and resource management. Management should make a milestone of the mentioning of prioritization of assignments and proper allotment of assignment completion so that projects are completed in a timely manner within the deadlines with adequate quality.
[bookmark: _Toc182585600]Theories and Models in Effectual People Management
[bookmark: _Toc182585601]Performance Management Models
A good model for performance management provides a basis for aligning individual contributions to Organisational objectives (Camilleri 2021. p.10). The present gaps in managing performance in TechInnovate can be filled by structural models.
Balanced Scorecard (BSC): 
This model relates employee performance to the company's strategy through KPIs performance review of the firm in four perspectives: financial, customer, processes inside, and learning and growth. BSC ensures that the group efforts are directly yielding Organisational success. In TechInnovate, implementing the BSC model will help the company's managers align team objectives with the innovative AI solutions offered by the company for sustained growth and customer satisfaction.
360-Degree Feedback: 
It is a model where performance feedback is taken from various quarters-including peers, subordinates and supervisors a comprehensive view of the employee's contributions and behaviours. This model can help TechInnovate recognize the strengths and deficits of their teams and encourage an environment of transparency and accountability.
Continuous Performance Management: 
This method contrasts sharply with the traditional annual reviews, as the new system believes in continuous feedback and developmental discussions. This practice, if implemented by managers in TechInnovate, can help keep performance problems squarely up and running, encourage success recognition, and establish new aims as the company's environment continues to change.
[bookmark: _Toc182585602]Theories on Employee Motivations
The people need to be motivated for effective engagement and productivity (Bakker et al., 2023. p.700). Following are a few theories for motivating at TechInnovate:
Maslow's Hierarchy of Needs 
This theory is followed by referring to the basic needs of employees such as job security preceding the need for recognition and self-actualization. TechInnovate would need to be able to pay a competitive level of wages and ensure job stability, while it should also be very innovative in training and providing opportunities for growth opportunities.
Herzberg's Two-Factor Theory: 
This theory provides guidelines to distinguish hygiene factors – working conditions, for instance – from motivators like recognition and achievement. Satisfaction could not have been accomplished unless the responses to both types of factors. Reward systems must be maximized at TechInnovate.
McGregor's Theory X and Theory Y: 
At TechInnovate, fostering participation within management, as in Theory Y, will energize employees, make them feel trusted, and allow them to feel free, and be creative (Galani and Galanakis 2022. p.782). This would be very appropriate, for the concept is an innovative company with an innovative vision.
The implication of these models and theories for TechInnovate is the creation of a more robust framework for effective people management for improvement in performance and employee satisfaction.
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[bookmark: _Toc182585604]Performance Management Process
Performance management should synchronize employee's goals with the company's vision; accountability should also come in. At TechInnovate, this process will be: 
SMART Goal Setting: 
In this regard, managers should clearly define for their employees specific objectives that are measurable, achievable, relevant, and time-bound. This will go on to give them clear direction and motivate people.
Regular Performance Reviews
Semi-annual or quarterly reviews ensure that managers check employees' progress, render adequate feedback, and make appropriate changes. The existence of mechanisms for real-time feedback develops employees further at work and halts the progress of performance problems.
Development Plans
IDPs provide the opportunity for employees to develop new skills (Ekezie 2022. p.100115). This development plan helps a company align employees' growth with its needs.
[bookmark: _Toc182585605]Employee Reward Systems
Systematized reward systems motivate employees to perform better. In TechInnovate case, it includes:
Financial Incentives include Competitive salaries, bonuses, and profit-sharing programs tied to performance measures to spur results.
Non-financial incentives include public recognition of employees' achievements, flexible work arrangements, and professional and personal development opportunities that boost morale and retention.
Equal Reward Distribution: Reward distribution in a manner seen as fair by the employees increases the employees' trust and satisfaction in the workplace.
[bookmark: _Toc182585606]Employee Engagement Strategies
Employee engagement strategy gives employees an all-important sense of appreciation and belonging to the company's mission and vision. For TechInnovate:
Surveys and Feedback Mechanisms: Gather employee input regularly to find concerns and areas where improvement is needed (Budhwar et al., 2023. p.606).
Team-Building Activities: Hackathons or innovation challenges are some great activities that enforce collaboration and strengthen relationships.
Career Development Opportunities: This is the provision of training and advancement pathways, which will make employees invested in their role and the future of the company.
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Organisational performance is synonymous with successful people management; that is when employees are invigorated, motivated, and well-supported, they perform more effectively and innovatively (Mcharo and Cobbinah 2022. p.3531). Given that business success at TechInnovate is driven by innovation in AI and machine learning, effective people management implies teams working synergistically toward set strategic objectives.
Performance management processes align individual contributions with Organisational objectives, promote accountability and efficiency, and reward the practices of high performance. The reward systems encourage high performance, as these increase morale and retention, reduce the costs associated with turnover, and improve productivity through engagement strategies that enhance commitment but reduce absenteeism.
Well-qualified managers who possess leadership and interpersonal skills can resolve conflicts, coach employees, and ensure the right workplace culture (Förster et al., 2023. p.1765). This is a core requirement for TechInnovate because growth pressures may compromise the collaborative start-up ethos.
People management, therefore, becomes the top priority for TechInnovate because it will not only solve today's HR issues but also enable it to build a resilient workforce that improves customer satisfaction, innovation, and competitive advantage in the long run.
[bookmark: _Toc182585608]
Recommendations for TechInnovate
To ensure that its managers can fulfil their performance management roles correctly, the following must be implemented at TechInnovate:
Management Training Courses: Institute workshops and e-learning programs on leadership, conflict handling, and delivery of feedback. All managers must go through this as a prerequisite to build confidence and competence in dealing with people.
Comprehensive Performance Management System: Implement HR software that would enable goal setting and tracking of employees' performances as well as constant review. The system would be piloted using a few teams before then being introduced throughout the Organisation.
Employee Rewards Framework: This will involve a formal rewards system, which will result in a framework of bonuses, promotions, and recognition. It will help create fairness and support for high performance.
Employee Engagement Initiatives: Surveys, team-building activities, and mentorship programs can be used to strengthen engagement and maintain the collaborative culture.
Campaign for Diversity and Inclusion: Develop hiring policies that include group’s underrepresented and unconscious bias training for managers.


[bookmark: _Toc182585609]Conclusion
This Report concludes that aggressive growth has come with many more serious people management challenges: retaining the best talent, effective performance management, and preservation of a unique company culture. Today, technical experts who become managers often lack most of the skills required to address the subtleties of people management, which ultimately results in workplace conflict, reduced engagement, and lower productivity.
This report has demonstrated that arming managers with essential skills such as leadership, communication, and conflict resolution becomes critical in handling these problems. Applying proven frameworks, such as the Balanced Scorecard and employee motivation theories by TechInnovate, will lead to proper alignment between individual and Organisational goals. Central activities, which include; implementing robust performance management practices, structured rewards systems, and employee engagement strategies enhance the efficiency of the workforce.
Recommended proposals for management training programs, diversity campaigns, and structured performance management will enable the company to effectively overcome the prevailing HR challenges at TechInnovate. This will actually ensure both individual-level performance improvement and the long-term success of the company in innovation, collaboration, and maintaining sustained competitive advantage.
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