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[bookmark: _Toc182353125]Executive Summary
TechInnovate is a relatively young software developing company, which focuses on AI and machine learning; within the past two years, it has grown from 50 to over 200 employees. This significant growth has brought with it new HR issues that are detrimental to the sustainability of the company; poor performance management, high turnover, lack of adequate onboarding, and managers who are not trained in people management. Solving these problems presupposes the emphasis on managerial capacities, meaningful incorporation of traditional management theories and proper people management. This paper focuses on how the management of TechInnovate can be enhanced, how the performance of its employees can be boosted, and company culture can be developed through development programmes and well-coordinated human resource management plans. The recommendations made at the end of the report are also SMART to enhance performance management practices within TechInnovate.
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[bookmark: _Toc182353126]Introduction
The early days of TechInnovate’s success can be attributed to the informal, small-group management structure adopted for the company. However, as the company has expanded, this kind of system has become apparent to lack the necessary formality. It is also important to note that many managers have been promoted from technical positions, and now find themselves struggling to manage large groups of people, or dealing with complicated human resources challenges. This has resulted in the deterioration of the company’s teamwork spirit, low production, and high labour turnover. This paper argues that to sustain its competitiveness and nurture a high-performance culture, TechInnovate has to ensure the training of managers to reflect the best practices in performance management.
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[bookmark: _Toc182353128]Developing Leadership Skills Through Transformational Leadership
Transformational Leadership Theory developed by James MacGregor Burns is a rich theoretical model that can be used to build great leaders that can mobilize people through the appeal to higher purposes. This leadership style is not only about accomplishing tasks to control the emotions and motivational aspects of the employees but also about motivating them to do more than what they are capable of doing (Siangchokyoo et al., 2020). For TechInnovate, the use of transformational leadership can be a useful strategy in dealing with some of the key issues likely to emerge in terms of employees’ motivation, turnover and engagement. In a situation where the need to design and create new products and services in a constantly changing world is a necessity, managers are required to build and motivate their subordinates through visions and leadership (Sahu et al., 2018).
Transformational leadership hinges on four key components: Organizational citizenship behaviour includes four types of behaviours, which include; idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. In doing so, the authors argue that managers at TechInnovate can become reference models that are respected and trusted by others (Koveshnikov and Ehrnrooth, 2018). Such a form of leadership promotes the achievement of organisational objectives by having subordinates actively participate in the process. For example, if managers show the organization’s mission in their practices, the employees will follow suit, thus creating a strong and effective team (Das, 2023).
To adapt the transformational leadership properly, TechInnovate has to develop a special educational program that will include the elements of the mentor, visioning, and emotionally charged communication. Managers’ awareness of how to convey a powerful vision and model the right behaviour, as well as stressing ethical standards and work ethic is addressed (Zachary and Fain, 2022). This training may involve live simulation, workshops, and dramatization of transformational principles as a way of stressing practical applicability. Also, establishing a culture of coaching in which those managers who have been in leadership roles for some time coach those who are new to the managerial roles can help advance a learning culture (Johnson et al., 2023).
[bookmark: _Toc182353129]Improving Communication and Feedback Through Emotional Intelligence
Daniel Goleman’s framework for Emotional Intelligence (EI) highlights five core components: These are self- awareness, self-regulation, motivation, empathy as well as interpersonal skills. All these components enable a manager to relate to his subordinates, gain their confidence, and overcome barriers to communication (Mrisho and Mseti, 2024). For TechInnovate, there are current problems with providing feedback, managing conflicts, and low engagement in the workplace that could be solved by developing EI among the managers. Emotional intelligence is a hardwired competency and not just another soft skill, which plays a critical role in determining how a leader can manage relations, pressure, and direction of a team (Singh et al., 2024).
Managing emotions of the individual and awareness of other people’s emotions may be taught to TechInnovate’s managers, which can allow them identifying and regulating personal emotions as well as recognizing and regulating others’ emotions. This awareness is important during feedback and appraisals, conflict management, as well as instilling confidence in a team (Goleman, 2019). High EI managers are more equipped to give feedback that will encourage workers by recognizing the things they did right as well as the things they did wrong. For instance, instead of concentrating on the negative performance-related factors, an emotionally intelligent leader will be able to give a positive spin to the feedback he or she gives to the employees, thus encouraging them to be better (Mone et al., 2018).
Teaching of EI calls for more than classroom lectures; it entails the use of activities that managers can apply in their work. Workshops and other forms of interactive training programs to be offered by TechInnovate should encompass such topics as listening skills, body language, and dealing with conflicts. These sessions can involve role play and mock conversations in which managers rehearse how they would respond to some emotional signals and some difficult situations (Wood, 2020). Such exercises are very useful as they help to address the challenges facing a team during life, serious and often unpleasant conversations, as well as to boost morale.
Training in emotional intelligence also helps managers to improve the organizational work culture. The first component of EI is Empathy, which helps leaders to identify specific and unique issues as well as concerns of their subordinates. When the employees feel appreciated and supported they are most likely to remain productive in their work. For TechInnovate this means lower turnover and higher productivity (Kotsou et al., 2019). Moreover, good communication as a result of high EI ensures that the performance increases greatly, feedback is welcomed and there are rarely misunderstandings as to expectations.
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The Situational Leadership Model established by Paul Hersey and Ken Blanchard identifies the fact that leadership behaviour may not always be based on one state but can be dynamic depending on the conditions and the maturity of the subordinates. This model divides leadership styles into four categories: supervising, guiding, encouraging and assigning. Every style applies to a specific level of competence and commitment possessed by the team members (Woodard, 2022). In this case, situational leadership is ideal for a company like TechInnovate because the organization has a team of experienced employees as well as new employees who may require close supervision.
When choosing situational leadership at TechInnovate, the managers have to analyse the level of expertise and the level of engagement of the employees and adapt their behaviour. For example, first-year students, who are not yet familiar with organizational practices, will require a high level of structure, coupled with directive leadership. This fosters confidence and competence during the first few years of their employment as stated (Thompson and Glasø, 2018). On the other hand, a delegative style may be appropriate for use with highly competent and committed employees who may be allowed to take full responsibility for the decision-making of certain projects.
Training in situational leadership is aimed at preparing managers to identify the state of the readiness of the teams and act accordingly. It can be solved through the organization of workshops which should provide managers with the opportunity to determine the needs of their subordinates and, thus, adapt their behaviour accordingly. This flexibility can be supported by role-play activities, analysis of scenarios, and reflective discourses that will help managers to shift from one leadership style to another as the dynamics of the group change (Tsolka, 2020).
Of all the strengths of situational leadership, the ability to enhance the nature of interpersonal relationships and the productivity of a team is one of the most notable. When a manager can align his or her style to the needs of the team, employees realize that they are being valued. The general practice of this kind of management can minimize the chances of conflict, lack of understanding, and lack of accomplishment among the personnel. For TechInnovate, this has the benefit of increased retention rates since employees are likely to stay with that company because it is meeting their needs as they advance in their careers (Iyanu, 2024).
In addition, situational leadership can help to increase productivity during changes. While working in a tech environment, one must always stay productive when new initiatives or problems appear from time to time. Situational leadership enables the managers to determine the state of the team regarding new tasks and change their management style to achieve higher productivity and motivation of the employees. For example, in a situation where the work pressure is high, for example during project development, the head may opt to use coaching leadership as this will offer the group direction as well as the morale boost that is required (Seidel et al., 2019).
[bookmark: _Toc182353131]Key People Management Activities
People management is not only about leadership, but also about planned activities within an organization aiming to improve performance, increase employees’ motivation, and reduce turnover. Therefore, the improvement of these activities is crucial for TechInnovate to overcome present-day HR issues and maintain growth.
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Performance management can be described as the fundamental approach to people management and encompasses goal setting, performance review and appraisal. Armstrong’s Performance Management Cycle also focuses on the feedback and review processes. At present, TechInnovate has no proper performance management system and as a result; the feedback and goals are not properly defined (Pulakos et al., 2019). By having a matrix of performance management, the company can link the goals of an employee to the overall goal and vision of the firm.
The performance management practices that should be adopted by TechInnovate include quarterly review, self-appraisal, and assessment by colleagues. This way not only guarantees the level of transparency but also encourages employees to develop a growth mentality. It is also found that managers should learn how to leverage performance data proactively; that is, how to focus on strengths and how to discuss development needs in a positive way (Pulakos et al., 2019).
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Onboarding is important to orient employees to the organizational culture and standards of the company. In TechInnovate, better working has been hampered by poor onboarding practices, especially for new employees. An onboarding process that takes between three to six months can enhance the levels of retention and performance (Cesário and Chambel, 2019). This should comprise coaching, workshops on organization procedures, and periodic meetings to handle issues that these newly joining employee’s encounter.
Managers should be involved in the onboarding process so that the new members of the team feel welcome and have all the tools for their success. This creates confidence and provides a good platform for the team to deliver good results. Improved onboarding procedures can be easily incorporated into the existing framework of the company and will produce long-term positive effects on the level of engagement and turnover rates at TechInnovate (Davila and Pina-Ramirez, 2018).
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The level of engagement is the key to productivity and the level of turnover. At TechInnovate, creating organisational culture that will make the employees have a feeling that they are part of the company and its goals is vital to ensure that the morale of the workers is checked and innovation is encouraged. Managers are required to understand how to apply engagement approaches that are not normal reward systems. This includes career development, reward and appreciation of employees, and work-life harmony promotion (Khalid and Nawab, 2018).
Studies show that people in the workplace are more motivated when they have positive perceptions of the importance of their duties and when their performances are appreciated. The management at TechInnovate needs to engage the employees in organizational processes and encourage them to contribute to decision-making as much as possible. This not only increases traffic but also ownership and commitment. It is important to note that surveys and feedback can be conducted frequently to ensure that managers find out the most important things that need to be changed and the kind of engagement that may suit different groups in an organization.
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To address the HR challenges at TechInnovate and enhance managerial performance, the following SMART recommendations are proposed:
1. Leadership Development: Implement a new six months management training program related to leadership and communication with the expectation to increase the employee’s satisfaction by 20% and decrease the turnover rate by 15% within a year ( Moldoveanu and Narayandas, 2019).
2. Performance Management System: Establish a clear and systematic performance management regime not exceeding four months with quarterly appraisals and goal congruence; desire to achieve at least 25 % efficiency in the consistency of performance rate within the initial one year of implementation (Raffoni et al., 2018).
3. Enhanced Onboarding Process: Revise the onboarding process from one organization to another within three months to incorporate mentorship and structured training with check-ins, with the intent to achieve new hire turnover rate reduction by 30% and productivity improvement for new hires by 20% within first six months of their employment (Pietilä, 2022).
These recommendations meet crucial human resource issues, which will enable the managers of TechInnovate to lead, train, and motivate the new employees and make them perform by the objectives of the firm to improve its growth in the future.

[bookmark: _Toc182353136]Conclusion
In conclusion, the rapid growth of TechInnovate has revealed major issues in human resource management, including performance management, onboarding, and managerial skills. The company must continue to develop its management function and/or put in place formal people management systems to sustain improvement and remain competitive. By incorporating concepts such as transformational leadership, emotional intelligence, and situational leadership and providing proper training for the managers and employees, applying the effective performance management system and onboarding processes, TechInnovate can improve the leadership practices and its managers’ effectiveness to satisfy the employees and achieve organizational performance. The SMART recommendations given below will act as a road map for enhancing the management system of TechInnovate as well as for its sustainable business model.
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