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[bookmark: _heading=h.gjdgxs]Executive Summary
This report presents a critical evaluation of cases that involve a Wales based growing software firm known as TechInnovate, and recommended solutions to its key HR dilemmas. TechInnovate has received more than 200 employees relatively within 2 years and in one organization, these challenges include, recruitment, onboarding training, performance, and even team cohesiveness. This report has further revealed that decentralised HR structure and the use of informal procedures to recruit talents has worsened talent deficits, low morale and negative impacts on feedback methods. 
Interpersonal communication, performance coaching, and appropriate emotional intelligence are mentioned as critical skills within a manager. Using theories such as Mintzberg’s Managerial Roles, Goleman’s Emotional Intelligence Model and the Transformational Leadership frameworks exposes the work’s shortcomings. Proposed solutions are structured onboarding, bi-annual performance review based on specific, measurable, achievable, relevant and time-bound goals, management training for skills development. Solving such problems will enhance the retention level and diversity the organisation’s goals and objectives and the employee’s goals.
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[bookmark: _heading=h.30j0zll]Introduction
TechInnovate is a young growing as a software company located in South Wales, which tripling the number of its employees within the last two years and recruiting more than 200 new workers. This rapid growth has created several HR issues, most especially on employee acquisition, orientation, training, and development, appraisal, as well as maintaining group cohesiveness. In the first place, HR function was decentralised and the founders relied on word of mouth to hire the right technical skills (Schückes and Gutmann, 2020). However, this sort of organisational culture has become less feasible and has resulted in talent shortage, lack of management feedback, and reduced employee morale. This report seeks to critically evaluate managerial skills for the management of performance on competencies in structured HR practices. It also examines the use of the existing management theories and frameworks to analyse their usefulness to the TechInnovate firm. 
[bookmark: _heading=h.1fob9te]Analysis of Management Skills Required for Performance Management
[bookmark: _heading=h.3znysh7]Key Managerial Roles and Responsibilities
The personal experience from TechInnovate shows that organisational growth means that the management tasks move from the technical domain where the individual processes information, to the interpersonal domain where the manager has to coordinate a group of employees, mediate conflicts and motivate them to perform. Managers are now expected to create a community of individuals who will work well together and produce quality results (Gabrielova and Buchko, 2021). The problem, which arises as a company grows, is recognising the unity within the diversity of the teams and ensuring that every manager strives to achieve the corporate goals and objectives of the company. Since few of these early employees had prior training in management skills. But they lack the aptitude to deal with these higher interpersonal conflicts eradicating team morale and productivity. They have to begin performing two significant functions such as technology management and human resource management.
[bookmark: _heading=h.2et92p0]Essential Skills for Managers
[bookmark: _heading=h.tyjcwt]Interpersonal Skills
Interpersonal skills play an essential role to establish rapport and develop an organisational culture of inclusion for team operating in a tech based, fast-changing company. Managers at TechInnovate should be able to communicate well, listen actively, and navigate conflicts (Krause, 2021). Since the employees originate from different technical fields as well as possess different personalities. For the cultivation of good personal communication skills, managers are better placed to contain friction resulting from massive hiring and attrition. Failing to capitalise on this opportunity only ensures that turnover continues and the company’s team-oriented culture suffers.
[bookmark: _heading=h.3dy6vkm]Performance Coaching
The advantage of performance coaching is to make it easier for managers to give feedback on the performance of employees and helping them to grow in their career. In a high growth environment, a manager should ensure that other people in his team are delivering the required targets in their present jobs while developing themselves for a higher position in the organisation (Clack, 2021). Coaching involves giving suggestions for better performance to achieve various organisational goals at workplace. Inexperienced managers may not recognise developmental promptings and, therefore, stagnate and even demotivate workers may ensue.
[bookmark: _heading=h.1t3h5sf]Emotional Intelligence (EI):
Emotionally intelligent working environment is a highly valuable element in team dynamics that helps develop needed resilience to support its members. Another component of the emotional aspect is the stress associated with workload growth and changes in team composition. Through use of EI, managers in TechInnovate can understand feelings of the workers and therefore create a sense of ownership and increase motivation of workers (Udod, Hammond-Collins and Jenkins, 2020). Due to TechInnovate’s previous problems with retention and employee satisfaction, high EI is needed to encourage managers to foster a favourable working climate. Low EI might lead to lower levels of employee satisfaction and an even faster employee turnover affecting growth of company.
[bookmark: _heading=h.4d34og8]Relevant Theories and Models
[bookmark: _heading=h.2s8eyo1]Mintzberg’s Managerial Roles:
Mintzberg’s model divides managerial roles into interpersonal, informational and decisional roles, all of which are relevant to TechInnovate. Roles of managers include figurehead and leader to be executing interpersonal responsibilities of coordinating and motivating employees. Decisional roles assist the managers to know which tasks to do first and which resources to allocate where in an organisation (Chowdhury et al., 2023). Currently, the candidates working in TechInnovate do not have any training in these fields. Lack of proper education in the field hinders managerial performance as representatives of the enterprise may face conflicts and delays that will ultimately have a negative impact on the overall performance of the company.
[bookmark: _heading=h.17dp8vu]Goleman’s Emotional Intelligence Model:
TechInnovate will benefit from on the Goleman’s EI model that comprises of self-awareness, self-regulation, motivation, empathy and social skills (Antonopoulou, 2024). High EI helps the managers control their emotions and prevent situations cause chaos in the work situations. Consequently, they can provide their employees with stable working environment. Empathy of the Goleman’s model helps the managers to learn the employee’s needs and concerns which would be imperative to the case of TechInnovate since the satisfaction level of its employees is compromised. Managers in organisations that has not undergone through EI training; tend to foster negative interpersonal relationships, hence reducing morale and productivity.
[bookmark: _heading=h.3rdcrjn]Transformational vs. Transactional Leadership:
In general, the two leadership perspectives of transformational and transactional leadership provide leading approaches towards directing technical staff at TechInnovate. Transformational leaders encourage employees to act towards a common goal, which encourages creativity and orientation of objectives of the company (Shafi et al., 2020). But due to the fact that TechInnovate is a project-based organisation, aspects of transactional leadership, including clear vision and identification of targets, as well as promotion of achievement-based incentives are essential as well. Managers face issues as they need to lead transactionally to motivate staff and ensure productivity and performance.
[bookmark: _heading=h.26in1rg]Key Activities Underpinning Good People Management
[bookmark: _heading=h.lnxbz9]Performance Management
For TechInnovate, it is crucial to adopt a systematic approach to performance management as it would directly affect the creation of responsibilities, improvements in efficiency, and promotion for learning in a dynamic and competitive field. The company has no proper way of providing feedbacks, such as setting up goals and objectives, performance appraisal, and talent management (Aina and Atan, 2020). Following the Goal-Setting Theory developed by Locke and Latham, TechInnovate can increase motivation and goal orientation by developing a number of achievable, yet difficult goals that are clearly tied to organisational goals. Goal-setting increases motivation by providing the direction for accomplishment and tying personal efforts to organisational outcomes. The constant cross-checks between managers and their employees will foster engagement through structured feedback and a timetable for improvement Introduced SMART goals (Specific, Measurable, Achievable, Relevant, and Time-bound) will also create a base to monitor and track engagement.
[bookmark: _heading=h.35nkun2]Employee Reward and Recognition
In a highly competitive industry like the AI/ML sector, retention strategies of the talent at TechInnovate must include balanced variable incentives that capture individual initiative and team contributions. At present, organisation lacks formal reward structure that negatively affect the morale of employees and high turnover levels due to competitors enticing talented employees with better remunerations. According to Adams Equity Theory satisfaction with the perception of fair treatment is likely to affect motivation to work and staff retention (Malik and Singh, 2020). This means TechInnovate should come up with a proper reward structure in enhancing the equity within the organisation. Personal incentives include commission and bonuses and promotion opportunities for the individuals while for the group rewards; the incentives shall be given based on the achievements of the group. In this respect, the innovative two-tier system guarantees that workers receive praise that most closely meets their needs and expectations. While also receiving extrinsic motivators that meet the company’s needs and expectations.
[bookmark: _heading=h.1ksv4uv]Organisational engagement
From the organisational engagement perspective, the classical motivation theories include The Hierarchy of Needs by Maslow and The Two-Factor Theory by Herzberg. On his view, employees are motivated by the need to satisfy the five needs identified in the Maslow’s motivational hierarchy of needs (Abbas, 2020). In the context of TechInnovate, such means compliance with the principles of justice in paying employees, providing labour protection, and giving an opportunity for the personal self-actualisation of every worker. The Herzberg theory is in agreement with the preserving standards of hygiene factors which includes pay and job security, and motivators that includes achievement and presence of responsibility. For the case of the TechInnovate, depicting hygiene factors in on right selections of on-boarding and managers support can be the beginning of positive motivation while result acknowledgement is key for supportive culture of growth satisfaction.
TechInnovate should organise periodic open forums, through which the employees can freely air their opinions and earn their trust (Hira and Busumtwi-Sam, 2021). The organisation can also support career progression of employees offering skills training sessions and effective coaching to further career as satisfaction at work is valued. Employee engagement surveys conducted at reasonable intervals would enable the company address emerging issues with morale, and constantly be on the right side of the engagement scale
[bookmark: _heading=h.44sinio]Recommendations
To address TechInnovate’s HR challenges, the following targeted strategies are proposed:
Training and Development: Establish a management development programme for managers to train them with management competencies in disputes, performance, and leadership (Turesky, Smith and Turesky, 2020). This program should start in the next quarter with performance check-ups every 6 months of the knowledge application followed by completion rates at 80% within the first six months. This approach is intended to enhance essential leadership competencies for team effectiveness and organisational growth.
Onboarding Improvements: Adopt the onboarding checklist for up to three months including specific training and a typical plan for the first days at work (Gregory et al., 2021). The onboarding should be fully launched within first six months and must ensure overturn of new hires is brought down by 20 percent in first year. This will increase early attendance, increase attendance and reduce early turnover and increase role readiness.
Formal Performance Reviews: Introduce a formal bi-annual appraisal system whereby managers agree with each employee their SMART targets that are aligned to organisational goals (D’, Amato and Banfi, 2021). These reviews will include 360-degree feedback techniques and developmental talks as well as other feedback sessions that will give change directions that will improve productivity. 
Diversity and Inclusion Initiatives: Pledge to expand diversity by establishing quantifiable goals for the technical and management roles which will eventually increase the number of women and people of diverse raced working in the company by 10 percent.
[bookmark: _heading=h.2jxsxqh]People Management and Company Performance
The management of people at the workplace is vital for success in organisations (Aseem et al., 2021). Largely, at TechInnovate, increasing the impact of managerial skills and the integration of formal processes in human resources can increase productivity with a focus on employee value propositions. For instance, structured performance management system put employee goal and company goals on the same line to enhance responsibility and to limit the rate of employee turnover. Continued training of its human resources, coupled with clear expectations of the employee’s roles and responsibilities will increase retention rates. Organisations can maintain the human capital and keep key skills and knowledge within the company. The existing competencies are related to management skills, which increase cooperation within a team and, decrease conflicts within teams (Fernandez-Perez and Martin-Rojas, 2022). TechInnovate’s innovation capability. Thus, satisfied employees help the company perform research and development as well as improve its revenue through client satisfaction resulting in lasting success in the AI/ML marketplace.
[bookmark: _heading=h.z337ya]Conclusion
In conclusion, the nature, and dynamism of growth of TechInnovate call for structured development of its management and integrated human resource practices to support continued success. Through improvement of the managerial skills, conducting of official on-boarding programs, performance assessment and advancement of diversity, some of the crucial HR challenges facing the company may be solved. These strategies will decrease turnover and the level of dissatisfaction at work, help to integrate individual interests with organisational interests, and support innovation and productivity (Hessari, Fatemeh Daneshmandi and Tahmineh Nategh, 2024). By these measures, TechInnovate will be able to sustain growth and remain relevant on the market of AI/ML technologies.
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