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Introduction
After five years since it was founded, TechInnovate, a rapidly expanding software firm situated in South Wales, has encountered numerous human resource (HR) issues. In the last two years, the company has expanded from 50 employees to more than 200. Although this expansion has spurred innovation and success, it has also given rise to many HR problems, namely in the areas of performance management, leadership, and corporate culture.

A business must invest in developing the managerial abilities needed to effectively manage performance and meet the changing needs of the organisation to secure ongoing success and satisfy the demands of a competitive market (Armstrong & Taylor, 2023).

This study looks at the essential managerial abilities needed to boost output and presents a plan for giving TechInnovate's managers the resources they need to handle these difficulties. 
The report examines how crucial HR practices like performance management, employee rewards, and employee engagement contribute to business success, critically assesses the roles and competencies needed of managers, and talks about pertinent management theories. The report's conclusion offers TechInnovate concrete, doable suggestions for enhancing its management capabilities and making sure managers are ready to support organisational objectives as well as the performance of individual employees.
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Main Findings
1. [bookmark: _Toc184724429][bookmark: _Hlk184725552]The Role and Skills Required of Managers at TechInnovate
As TechInnovate grows from a small company to a fast-growing business, the managers' job becomes increasingly important for ensuring that the employees are well managed. 
Managers need different skills to handle the growth of the company than the professional know-how that made the company successful in the beginning (Armstrong, 2021).
· Leading and having a vision: TechInnovate managers need to have a clear picture of the company's goals and know how to guide their teams' work towards these goals. 
Mullins and Rees (2023) say that leadership skills are important for keeping workers motivated and on track during times of change and uncertainty. This is especially true in organisations that are growing quickly. 
· Communication Skills: Employees need to understand the company's goals, what is expected of them, and what their specific jobs are, by communicating clearly. Leaders must be able to communicate clearly with managers, and managers must also be able to communicate clearly with their teams. This includes giving employees regular feedback, clearly making decisions, and listening to their concerns (Brooks, 2018). 
· Emotional intelligence means being able to control your own feelings and understand and affect other people's feelings (Mullins & McLean, 2019). 
As TechInnovate grows, interpersonal problems have come up. As a result, managers need to be able to spot signs of stress, conflict, or unhappiness within teams and deal with them in the right way. 
· Management of Conflict: Many early-stage employees have been promoted to management positions without having had official management training. This has made conflict a big problem. MarketLine (2008) says that managers need to be able to spot possible sources of conflict, settle disagreements, and encourage employees to work together. 
· People Development and Coaching: As TechInnovate grows, human development becomes the most important thing. Managers need to keep an eye on their workers' technical work and also help them grow professionally by coaching, giving comments, and making sure there are chances for growth (Hutchinson, 2013). 
· Delegation and Empowerment: Being able to delegate tasks well is an important skill that lets managers trust their teams with duties. This builds liberty and ownership while keeping employees from getting burned out. This also means giving team members the power to make choices and help the company succeed (Marchington et al., 2020). 
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2. Models and Theories associated with Effective Management


The development of efficient managerial abilities at TechInnovate can be guided by many management theories.
• Herzberg's Two-Factor Theory: According to Rees (2015), Herzberg's theory outlines the motivators and hygiene elements that lead to job satisfaction and discontent, respectively. With the help of this framework, managers at TechInnovate can make sure that workers' basic needs—competitive pay, benefits, and working conditions—are satisfied while also fostering possibilities for motivation through accomplishment, acknowledgement, and personal development.
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• Situational Leadership Theory (Hersey & Blanchard): According to this theory, the best leadership approach differs based on the team members' maturity and the circumstances. For instance, a more directed leadership style would have worked well in the early stages of the company's development, but as it expands and team members acquire greater experience, a more participative and delegative approach is required (Taylor, 2022). TechInnovate managers need to be able to modify their leadership approach to meet the needs of their staff. 
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• Maslow's Hierarchy of Needs: According to Maslow's hypothesis, there is a hierarchy of requirements that influence human motivation, extending from self-actualization to fundamental physiological necessities. Before concentrating on higher-order demands like personal growth and fulfilment, workers must first have their basic requirements, like pay and job security, satisfied. Managers should make sure that workers' basic requirements are met while simultaneously offering them chances for development and promotion. TechInnovate can improve employee motivation and overall performance by creating an atmosphere that allows workers to reach greater degrees of self-actualization, for example, through skill development and acknowledgement (Thompson, 2013).
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• The Goal, Reality, Options, and Way Forward (GROW) model is a coaching and performance management tool. It offers an organised method for establishing objectives, evaluating present performance, spotting obstacles, and coming up with fixes. To encourage performance and growth, managers can apply this concept in one-on-one sessions with staff members (Rees and French, 2023).




3. Important HR Tasks That Support Efficient People Management

By coordinating team and individual performance with the organization's objectives and guaranteeing employee retention and satisfaction, many HR initiatives are essential to efficient people management (Thomas, 1999). 

 • Performance Management - This is essential for coordinating individual efforts with organisational objectives. One notable shortcoming of TechInnovate is the absence of a structured performance review procedure. Setting clear goals, identifying areas for improvement, and giving staff constructive criticism are all made easier for managers by implementing regular, structured performance evaluations (Wellington, 2011).
 Additionally, it gives managers the chance to recognise and reward top performers and deal with performance problems before they become serious (Sims and Bias, 2021).

• Employee Reward - Attracting and keeping talent requires a system of rewards that is both fair and competitive (Patterson et al., 1997). TechInnovate should make sure that its incentive program is clear, consistent with the company's principles, and dependent on both team and individual performance. This entails providing non-cash incentives including recognition, chances for professional growth, and a happy work environment in addition to competitive pay, bonuses, and benefits.

• Employee Engagement: The emotional dedication that workers have to their company is referred to as employee engagement. Employees who are engaged at work are more motivated, productive, and unlikely to quit (Bach, 2006). By encouraging a positive work atmosphere, offering chances for professional advancement, and incorporating staff members in decision-making procedures, TechInnovate may raise employee engagement. Managers may assess employee happiness and resolve issues before they become more serious by conducting regular surveys and feedback sessions (Richardson, 2006).

• Onboarding and Training: Due to the company's quick expansion, onboarding and training are crucial. New hires must be given the resources and information they need to succeed as well as prompt integration into the business culture. According to Rees and French (2023), a structured onboarding procedure that incorporates training programs and coaching can assist in guaranteeing that new hires feel encouraged and prepared for success.
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4. The Connection Between Effective People Management and Business Outcomes

Effective people management and business performance are directly and significantly correlated. According to Torres-Coronas and Arias-Oliva (2005), successful people management strategies guarantee that workers are inspired, involved, and prepared to give their best efforts, all of which contribute to the success of the company. Managers may foster an atmosphere where workers feel appreciated and empowered when they have the necessary abilities, such as emotional intelligence, communication, and leadership. Increased productivity, lower staff turnover, and higher employee satisfaction all improve the performance of the business.
Setting clear performance expectations is a crucial component of effective people management. Regular feedback and growth opportunities are given to employees through organised performance management systems. This helps people get better while also coordinating their efforts with the larger objectives of the business. Employees are more likely to be engaged and motivated at work when they can see how their contributions fit into the bigger picture.
Additionally, a culture of excellence is fostered by effective people management techniques including competitive rewards and recognition. Employees are more inclined to stick with a company and pursue ongoing development when they believe their efforts are valued and appropriately compensated (Sharma, Chaudhary, and Singh, 2019).

Effective management of diversity, inclusiveness, and corporate culture also fosters creativity and teamwork, two qualities that are critical for innovation and problem-solving. Diverse viewpoints are fostered in a supportive and welcoming environment, which improves decision-making and organisational agility in general (Anandarajan and Simmers, 2004). 
In conclusion, effectively managed employees are more likely to deliver excellent work, which directly supports the company's success and long-term viability. Good people management techniques foster a relationship that benefits both the company and its employees, which improves performance over the long run. 
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5. [bookmark: _Hlk184726389]Recommendations for TechInnovate
The following SMART suggestions are put forth to make sure TechInnovate managers possess the abilities needed to manage people and performance: 

· Implement a thorough program for management training. 

Specific: Create a training curriculum that covers performance management, emotional intelligence, conflict resolution, and leadership development. 
Measurable: Within the next six months, the program ought to be implemented for all managers. 
Achievable: To create and deliver the program, work with a training provider or hire outside HR experts. 
Relevant: As the business expands, it will be necessary to upskill managers for efficient leadership. 
Time-bound: All team leaders and senior managers must finish the program's first phase in six months. 

· Create an official system for performance management. 
[bookmark: _Hlk184726219]
Specific:  Implement frequent performance evaluations for all staff members, incorporating goal setting, development planning, and 360-degree feedback. 
Measurable: Beginning in the upcoming three months, performance reviews ought to be carried out every two years. 
Achievable: Simplify the performance review procedure by utilising the HR software solutions already in place. 
Relevant: This will assist retain top talent and directly address performance management challenges. 
Time-bound: Six months should pass before the first round of performance reviews is finished. 

· Improve Mentorship and Onboarding Initiatives 
[bookmark: _Hlk184726252][bookmark: _Hlk184726278]
Specific: Make sure that new hires receive thorough training, support, and mentorship by formalising the onboarding process. 
Measurable: throughout the first ninety days of employment, 95% of new hires should report having a good onboarding experience. 
Achievable: Assign a mentor from the senior staff or leadership team to each new hire. 
Relevant: Productivity will increase, and turnover will decrease with a robust onboarding procedure. 
Time-bound: Within three months, implement the revised onboarding procedure. 


· Encourage initiatives about diversity and inclusion. 

Specific: Implement focused programs to draw in and keep a diverse workforce, especially for leadership and technical positions. 
Measurable: Within a year, raise the percentage of minorities and women in leadership roles by 10%. 
Achievable: Collaborate with recruitment firms that prioritise diversity and train managers on unconscious bias. 
Relevant: This will enhance overall organisational effectiveness and address the company's diversity concerns. 
Time-bound: Projects must be started within three months and have quantifiable results within a year. 
---------------------------------------------------------------------------------


Conclusion 

To sum up, TechInnovate's explosive growth has brought with it both, enormous opportunities and difficult human resource issues. Effective people management becomes more and more important as the business grows; to maintain its success and make sure it can continue to satisfy customer demands. The development of managerial abilities, which are essential for performance management, employee engagement, and creating a healthy work culture, is a crucial component of this achievement. (Kramar, 2014). 

The report's findings highlight a few crucial areas where managerial skills require development. These consist of people development, communication, emotional intelligence, leadership, and conflict resolution. At TechInnovate, managers must modify their strategy to meet the changing demands of the company, moving away from a startup mentality and towards a more methodical, growth-oriented leadership style. The business can reduce the hazards of rapid expansion, including employee turnover, decreased productivity, and a weakened corporate culture, by giving managers these critical skills (Molina-Azorin et al., 2021). 

Furthermore, to match individual performance with organisational objectives, it is imperative to implement efficient people management techniques, such as formal performance management systems, employee reward programs, and thorough onboarding procedures (Vrontis et al., 2022). These initiatives have a direct impact on the performance of the entire business in addition to increasing staff retention and satisfaction. 
The suggestions made, which centre on diversity initiatives, performance management, onboarding, and training, are intended to help TechInnovate develop while resolving its present HR issues. A business can guarantee that its managers are sufficiently equipped to manage the intricacies of a quickly expanding organisation by establishing specific, quantifiable goals (Cross, 2022). In the end, TechInnovate will be in a strong position to attain long-term success, raise employee satisfaction, and keep its competitive advantage in the market by making investments in managerial development and encouraging a culture of continuous improvement. 

------------------------------------------------------------------------------------
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