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[bookmark: _Toc181478618]Introduction
TechInnovate has grown rapidly into a crucial player in the technology industry. Its inventive technologies and aggressive market expansions have made it famous (Narula and Sabharwal, 2024). The organisation has achieved rapid success since its inception with the goal of transforming digital solutions. In order to accommodate its expanding customer base, the business increased its workforce. However, there are new HR issues as a result of this rapid growth, especially with team management and employee support. Managers have a harder time supervising teams as the company has grown, even if many of them are technically competent but lack leadership expertise (Fernandez-Vidal et al., 2022). Employee happiness, teamwork, and output have all taken a hit as a result.  Managers at TechInnovate can benefit from the advice in this article as they learn to lead teams. With these solutions, TechInnovate aims to foster a more positive and productive work environment while enhancing company leadership, worker morale, and growth trajectory.
[bookmark: _Toc181478619]1 Essential Skills for Effective People Management 
[bookmark: _Toc181478620]1.1. Leadership and Communication Skills
To keep up with the expansion of TechInnovate's teams and make sure everyone is on the same page, the company's enthusiastic leadership and open lines of communication are essential. Managers are better able to convey business objectives, establish employee expectations, and provide helpful feedback when they communicate effectively. Managers who are forthright and honest with their staff help keep everyone on the same page and invested in the company's goals. On the other hand, motivating teams, particularly in dynamic environments, requires inspirational leadership. Employees are motivated to remain involved, innovate, and achieve success when executives model the company's beliefs and provide a clear vision for the future (Begum et al., 2022). Critical to TechInnovate's development, these abilities direct day-to-day operations and bring people together. 
[bookmark: _Toc181478621]1.2. Conflict Resolution and Emotional Intelligence
Conflicts and conflicting viewpoints arise when a team grows. TechInnovate managers need to know how to handle conflicts and be mentally intelligent in order to lead and keep the peace on their teams (Khosravi et al., 2020). Skilled conflict management helps managers solve problems before they get worse, which makes workers happier and more likely to work together. Finding and solving conflicts in a fair and methodical way can help managers avoid problems with output and teamwork. Emotional intelligence, or being able to recognize and control your own and other people's feelings, is important for handling conflicts and making smart decisions (Winardi et al., 2022). Managers who are good at reading people's emotions make the workplace nice and friendly so that workers feel valued and understood, which boosts happiness and productivity.
[bookmark: _Toc181478622]1.3. Technical and Project Management Skills
Because TechInnovate is focused on technology, managers need to be able to handle projects technically and quickly, as well as have good people skills. Koundinya et al. (2024) say that agile project management, which focuses on being flexible and always getting better, works great for the tech industry, which changes so quickly. The method allows for flexible planning and incremental progress, which is good for TechInnovate's growth goals. Technological literacy also helps managers lead teams, have technical discussions, and make smart decisions, which lets them work with other departments and technical teams (Marion & Fixson, 2021). This skill makes it easier for people from different departments to work together, which helps projects meet their goals and meet the needs of the market. Overall, TechInnovate managers are able to meet the needs of a rapidly growing company. Their ability to lead, deal with conflicts, understand people's emotions, be technically proficient, and handle projects well helps them get people to work together, make the workplace pleasant, and finish projects on time.
[bookmark: _Toc181478623]2 Application of Theories to Skill Development 
[bookmark: _Toc181478624]2.1. Motivational Theories
TechInnovate can develop incentive systems and enhance worker engagement by using Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory. Individuals prioritise meeting their physiological needs before pursuing self-actualisation, as stated in Maslow's hierarchy of needs. This hierarchy explains motives. In order to develop engagement tactics that meet the changing demands of their workforce, TechInnovate has to know where people fall on this hierarchy. To satisfy fundamental physiological and safety requirements, competitive pay and benefits are sufficient. On the other hand, opportunities for advancement and acknowledgement could fulfil requirements for self-esteem and self-actualization at a greater level (Mzawak et al., 2024). Relieving suffering is insufficient to engage people in the long run, according to Herzberg's Two-Factor Theory, which differentiates between hygienic components (such as income and work security) and motivators (such as recognition and personal growth). Crucial motivators include a respectful and challenging work environment, which TechInnovate aims to cultivate in order to increase motivation and loyalty. These theories can be integrated into reward systems to keep employees invested in the company's goal. Success is rewarded and opportunities for advancement are abundant in such systems (Alkandi et al., 2023).
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Figure 1: Herzberg's Two-Factor Theory


[bookmark: _Toc181478625]2.2. Cultural Models
Using Schein's Organizational Culture Model, TechInnovate can gain insight into its culture and make improvements while staying true to its principles. According to Schein's concept, there are three parts to corporate culture: outward manifestations, stated principles, and core values (Assoratgoon and Kantabutra, 2023). Visual artefacts consist of things like the workstation, workplace traditions, and dress rules. Here are more profound principles articulated. 
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Figure 2: Schein's Organizational Culture

A company's espoused values are its stated goals and objectives, while its underlying assumptions are the long-held beliefs and practices that influence how employees act (Tu et al., 2023). As TechInnovate grows, its leadership may adopt Schein's method to consciously alter the company's culture by bringing new policies and procedures in line with its core principles. This will ensure that these values remain aligned with the ideals of the organization. While formal procedures are being set up, TechInnovate can keep a culture of experimentation and creativity alive by making invention its top priority. Since TechnoInnovate places an emphasis on embracing new cultural characteristics without surrendering its preconceptions, it may be able to maintain its identity while growing quickly. 
[bookmark: _Toc181478626]2.3. Diversity and Inclusion Theories
The reason diverse teams are more creative and productive can be explained by social identity. Diversity and inclusion, according to social identity theory, increase creativity and loyalty. Theoretically, people's actions and interactions are shaped by the identities they develop within their social groups, as stated in social identity theory (Steffens et al., 2021). By incorporating a wide range of viewpoints, TechInnovate is better able to address challenges and provide original solutions. Increased commitment, less turnover, and increased loyalty are the results of an inclusive workplace in which all employees feel they belong. Therefore, diverse teams encourage teamwork, mutual regard, and the exchange of ideas while also increasing the breadth of perspective (Stahl et al., 2021). TechInnovate might promote this by introducing initiatives to promote equality and diversity.
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Figure 3: Social Identity Theory

 By using diversity and inclusion tactics grounded in social identity theory, TechInnovate can cultivate a workforce that is both dynamic and resilient. With this, TechInnovate will be able to keep its technological lead in the sector. In conclusion, TechInnovate is able to construct a development and innovation crew that is diverse, culturally aligned, and engaged by adhering to these principles.
[bookmark: _Toc181478627]3 Key People Management Activities Linked to Skills 
[bookmark: _Toc181478628]3.1. Onboarding and Training
TechInnovate gives managers the tools they need to lead in high-pressure situations by giving them a lot of training and hiring. This program helps new managers learn about the company's culture, goals, and values. It also helps them build the technical and social skills they need to lead a team (Chillakuri, 2020). Formal training in emotional intelligence, conversation, and how to solve conflicts gives managers more confidence. To lead high-performing teams, managers learn how to use technology and rapid project management. TechInnovate invests in leadership education to help its managers work together, make teams more efficient, and promote stability. 
[bookmark: _Toc181478629]3.2. Performance Management
To keep efficiency and a growth mindset, performance reviews need to be organized. Using a clear review method (Haug et al., 2024), TechInnovate managers compare team and individual success to goals. This makes people more responsible and shows respect. Regular talks to give feedback help managers deal with problems with employee performance and help staff grow. By praising wins in these reports, managers can boost morale and get people to behave well. A systematic evaluation system aids TechInnovate in increasing productivity by giving workers constructive criticism for their own professional and personal growth. Providing performance evaluation and tying employee output to company objectives accomplish this. 
[bookmark: _Toc181478630]3.3. Employee Engagement and Retention
By providing opportunities for advancement and compensation that reflect the company's principles, TechInnovate is able to attract and keep talented workers, who are essential to its success. Employees are more invested and stay longer when they can see a clear path to advancement. They are able to envision their professional growth in this setting (De Smet et al. 2022). Employees will feel that their growth is normal in the industry if these pathways are reviewed and updated periodically to reflect new abilities and market needs. Another way to make people feel like they belong is to align rewards and recognition with company values like collaboration and creativity (Hui et al., 2021). Incentivising teamwork and creative problem-solving among TechInnovate staff might be one way to bring these qualities into the company culture. TechInnovate's approach to attracting, developing, and retaining top talent is centred around fostering employee engagement and loyalty through value-driven rewards and structured development opportunities. 
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Figure 4: Visualization of TechInnovate Strategies
[bookmark: _Toc181478631]4 Recommendations for TechInnovate
[bookmark: _Toc181478632]4.1. Formalise Performance Management
TechInnovate needs a structured performance management system with a clear and consistent review cycle to boost team productivity and alignment (Tupsakhare, 2022). More specifically, a two-year performance review mechanism is proposed. Managers and team members would discuss individual and team goals, track achievements, and identify areas for growth. This systematic approach analyses performance by comparing outcomes to preset measures, including project completion, teamwork, and goal achievement. TechInnovate has standardised performance assessments across the company to ensure consistency and objectivity, which promotes accountability in the company. 
[bookmark: _Toc181478633]4.2. Employee Development Programs 
TechInnovate should use personalised development plans in the performance management review cycle. These plans should help individuals define specific, time-bound goals that support their growth and performance management strategy. Each worker can choose two areas of competence to enhance over the next six months, and their progress will be assessed at the next evaluation session. This technique is measurable and relevant since it links individual growth to organisational needs. In a constantly changing technical world, it ensures staff adaptability and proficiency (Sun and Jung, 2024).
[bookmark: _Toc181478634]4.3. Regular feedback and recognition 
To improve performance management, quarterly feedback meetings should be held outside of official reviews. These talks would enable real-time recognition and constructive feedback (Nikolić et al., 2022). Regular check-ins with SMART goals ensure timely and helpful performance feedback at TechInnovate. These check-ins build actionable agendas and follow-ups. This advice has a time restriction and helps cultivate a culture of growth to keep employees motivated and connected with the company's ideals. By implementing these SMART principles, TechInnovate can create a fair, transparent, and performance-focused performance management system.
[bookmark: _Toc181478635]Conclusion
The effectiveness of TechInnovate's management of its human resources is directly proportional to the company's performance and growth in the highly competitive realm of the technology industry. Leadership, conflict resolution, and technical literacy are all skills that may be acquired by managers in order to improve the effectiveness of their teams and their overall output. The creation of a varied and successful management team can be accomplished through the implementation of a structured performance management system, the provision of comprehensive training, and the implementation of an inclusive hiring process. With the help of these strategies, TechInnovate ought to be able to retain its employees, inspire them, and remain faithful to the principles that guide the company. By emphasizing growth, feedback, and diversity, TechInnovate is able to keep its most talented employees and build a workforce that is resilient, innovative, and prepared for the future. 
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Schein’s Organizational Culture Model

Schein's Organizational Culture Triangle

‘Things you can see and touch

o0 Artifacts Visible organizational structures and
Z business processes

(Hardto Decipher)

L2 )

2. Espoused What is understood to be valued
" Values ——————— Strategies, goals, vision, philosophies.

(Espoused Justifications)
Underlying core beliefs
3. Basic Unconscious beliefs, perceptions,

thoughts and feelings
Assumptions (Uhtimate Source of Values and Action)





image3.png
1
! Personal
: Identity

Increased
Self-esteem

Need for
self-esteem Group
Achievements :

Group
Favouritism

Social
Identity

Rejection of
QOutgroups




