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Part 1: Report





Executive summary
TechInnovate is a fast-growing software company in South Wales experiencing HR difficulties due to growth. A company 5 years old, it recently expanded to 200 employees from 50, creating solutions with AI. However, the company has transitioned from building networks to recruiting, onboarding, and retaining staff. The absence of a standardized performance review system, insufficient training for managers, and eroded startup culture further contribute to lower employee morale and decreased productivity. In addition, TechInnovate should improve its diversity and inclusion hiring practices, especially for technical staff and leadership roles. Nevertheless, doing nothing will not solve these major issues and ensure the company can continue to grow in the future.
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[bookmark: _Toc180183675]1. Introduction
TechInnovate is an AI (Artificial Intelligence) and ML (Machine Learning) solutions-based firm in South Wales that gained from 50 to 200 employees in 2 years. Despite achieving this growth as exciting and prosperous towards further development, the company faced enormous HR problems. The less formal structure of the HRM is saturated and it was once sustainable by its 2 founders. This considers recruitment and staff retention, which suffer from informal recruitment processes while onboarding was never a priority and faced turnover. In the same way, managers promoted without necessary practice-oriented training in HRM faced performance issues among their subordinates.
Moreover, their efforts resulted in conflict and low work productivity. As the company grows, it becomes highly important to manage talent to allow for growth and to keep the culture of the company intact at TechInnovate. In this report, suggestions are provided to train the managers for performance management emphasising the process chain of onboarding, training and engagement. 
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[bookmark: _Toc180183677]2.1 Roles and Skills Required of Managers
[bookmark: _Toc180183678]2.1.1 Technical and Managerial Skills
At TechInnovate, the strategic and senior-level technical specialist in executing artificial solutions is very crucial though this feature on its own is not adequate in conforming successful teams. Halwani et al. (2021) identified that engineers and data scientists are great at problem-solving, coding, and algorithm development considering their technical skills in the process. However, managing people is altogether a different ball game. Skills such as communication, interaction, negotiation and leadership play crucial roles in getting employees to work harder. Zhang and Li (2024) stated that managerial skills have effective motivation quotients in encouraging all members to work in a group. These skills help in ensuring that employees in the organisation are satisfied with the provided benefits.
Most of the managers are recruited based on their technical experiences in operational departments and many of them have no professional management training (Gilch and Sieweke, 2020). This indicates difficulties in conducting performance management, giving feedback and solving conflicts in the workplace. This gap has been seen to destabilise harmony within teams, lower the efficiency of productivity within the teams, and enhance turnover rates. If these deficiencies are not corrected, the company culture of TechInnovate can deteriorate. This could result in a turnover of employees reducing company performance at a time when the organisation is experiencing tremendous growth. As such, there is a need to continue to fund managerial training to ensure long-term growth is achieved.
[bookmark: _Toc180183679]2.1.2 Key Managerial Skills
Skills needed to manage TechInnovate go beyond technical skills, performances’ excellence at TechInnovate call for key managerial skills in the organisation. In Goleman’s model of EI (Emotional Intelligence), managers may require some degree of emotional awareness and emotional regulation to be effective (Owusu, 2024). EI encompasses 5 competencies, such as- self-awareness, self-regulation, motivation, empathy, and social skills (Refer to Figure 1). TechInnovate’s managers must learn about operational technology and about people to meet daily social needs and address various conflicts to enhance interpersonal dynamics. This is required for strengthening areas to contribute to better communication resulting in the subsequent performance of employees.
Leadership theories include transformational and transactional ones and give a view on leadership approaches ideal for TechInnovate’s application. Transformational leadership is best suited for a fast-growing organisation such as TechInnovate as it encourages the creation of a vision, values, and ideas (Refer to Figure 2). This style helps managers to make their employees go the extra mile by promoting commitment to organisational goals rather than depending on just monetary incentives (Khan et al., 2020). On the other hand, transactional leadership involves focusing on the use of rewards and penalties, concerning performance might work to improve performance. Darwish et al. (2018) suggested that transactional leadership might not foster creativity as well as interest in a modern fast-growing technological team.
The “Tannenbaum-Schmidt Leadership Continuum” underlines the necessity of using the leadership styles’ continuum with the authorisation level ranging from autocratic to democratic (Grant, 2016). Following this in TechInnovate, managers should be able to switch between autocratic leadership when outlining the specific instruction and democratic leadership to engage the employees properly (Refer to Figure 3). Here, the managerial style is reporting to the specifics of the situation, while the managers are in a good position to tackle challenges. This supports enhancing performance and achieving low conflicts within the workplace. Acquiring these managerial skills is central to the firm’s sustainable strategic development.
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[bookmark: _Toc180183681]2.2.1 Goal-Setting Theory
Analysing the main HR issues that exist in TechInnovate, the focus on performance management and skill enhancement of human capital could be achieved by evaluating the components of the goal-setting theory (Refer to Figure 4). An older theoretical framework linked by Edwin Locke and Gary Latham, Goal-Setting Theory depicts that behaviourally specific, difficult but achievable goals result in higher performance (Locke and Latham, 2006). At TechInnovate, managers can use this theory to establish specific targets for the employees and ensure sensible goals and objectives for employees. Having structured goals set entailing the three levels will help employees understand expectations, especially bearing in mind that the company lacks standard performance review procedures. The managers should use the SMART “goals-to-objectives” model to improve performance and have team members engaged and feeling acknowledged towards the right direction.
[bookmark: _Toc180183682]2.2.2 360-degree Feedback Model
The 360-degree Feedback Model can be used to highlight a kind of performance evaluation wherein data is collected from not only an employee’s colleagues, subordinates and superiors (Akhtar et al., 2019). For TechInnovate’s managers, this model provides a chance to get comprehensive feedback regarding their leadership and interpersonal competence (Refer to Figure 5). This relates to the problem of inexperienced managers promoted without people management developmental programs. This consideration helps managers obtain feedback from different angles, by understanding organisational values and areas of improvement. The managers can learn the state of affairs to encourage personnel growth and better interpersonal communication with employees. According to Hackel and Samsón (2023), the practice of 360-degree feedback enforces clarity and learning organisational culture.
[bookmark: _Toc180183683]2.2.3 Expectancy Model
Vroom’s expectancy theory emphasises effort performance and reward on a larger level (Shikalepo, 2020). This theory refers to the effect that performance is encouraged when employees perceive their efforts (Refer to Figure 6). This yields high performance and such performance could attract the desirable rewards. Management of TechInnovate could use this model of mapping the goal of employees with the reward system to make sure the staff knows that their efforts are helping in achieving company goals. This alignment will act as a tool to boost employee motivation and lead to an increase in employee retention rate by promoting that their efforts are valued.
[bookmark: _Toc180183684]2.3 Performance Management in Practice
[bookmark: _Toc180183685]2.3.1 Establish a Formal Review Process
The observations from the case study identified that the performance appraisal system should be implemented at TechInnovate to achieve better management of staff performance. Concerning this, the organisation might guarantee that employees get a thorough performance examination together with positive and negative critiques of their job performance. The report by Hancock, Hioe and Schaninger (2018) highlights that 33% of employees look for available opportunities to contribute to personal development in their present workplace. It introduces responsibility whereby the goals of an individual when working for a company fully coincide with the goals of the company, increases production, and has low rates of employee turnover.
[bookmark: _Toc180183686]2.3.2 Employee Reward and Recognition
As stated by Masri and Suliman (2019), employee reward and recognition are other important factors in maintaining employee retention and improving the employees’ morale. Appreciating and rewarding employees provides the incentive for workers to provide their best and increases satisfaction to encourage a positive culture. In the case of TechInnovate, some of the most valuable employees could be better used against competitors, where such formalisms would act as a way of reconciling the talent. This could help in enhancing staff participation and building a healthy organisational culture crucial to long-term organisational success.
[bookmark: _Toc180183687]2.4 Connecting People Management and Company Performance
Managing people and ensuring to contribute best is linked with company performance seen with a rapidly growing company such as TechInnovate. In turn, by promoting a more structured method of handling people leveraging performance appraisal, training as well and reward, the firm is in a position to harmonise organisational or tangible goals with the circuitous or tangible goals hence enhancing productivity. Panjaitan et al. (2023) suggested that good management of human resources results in increased productivity of the workers with reduced cases of absenteeism and improved morale. These work to increase productivity and dedication of workers by improving employee retention level, leading to decreased cost of recruiting new workers. Moreover, tactical managers having interpersonal skills help reduce inter and intra-organisational fights and make certain that all employees are productive as a group (Hayes et al., 2020). Lack of well-articulated people management processes predicates organisational needs in the face of high growth of TechInnovate, to hold operational performance, retain human capital and long-term organisational performance.
[bookmark: _Toc180183688]2.5 Addressing Diversity and Inclusion
“Diversity and Inclusion” is highly relevant at TechInnovate as the key to innovation, attracting and boosting staff motivation and overall organisational decision-making. Innovative ideas and practices come from diverse backgrounds, which proves essential when it comes to AI and ML to manage multiple problems (Haefner et al., 2021). The consideration of priority ensures that all employees in that organisation feel valued and respected, slows down turnover and increases cooperation. The absolute absence of diversity in TechInnovate including the dismal lack of diversity in managerial levels is a challenge to competitiveness in the future. Castelino and Shinde (2023) found that organisations achieve the benefits of attracting diverse and qualified candidates for the positions and obtain a stronger and better innovative culture to enhance firm performance.
[bookmark: _Toc180183689]3. Recommendations
S-Specific: Establish a structure to manage performance within one’s workplace within the next 6 months. This should comprise of performance appraisal, feedback system and scored measures for technical and management staff every year.
M-Measurable: In the next year decrease the number of employees who resign by 15% by enhancing employee onboarding and offering incentives for retaining employees. The monitoring of the successes will require monthly HR reports and exit interviews.
A-Achievable: Develop management training should be conducted for all new managers who were just promoted within the next 3 months and should cover conflict management, team dynamics and communication skills. It is preferred to hire trainers from outside in an endeavour to obtain expertise and impartiality.
R-Relevant: There is a need to enhance the organisation’s leadership management by increasing the diversity in leadership positions by 20% within the next 18 months. This will be done through partnerships with recruitment agencies of diverse candidates and through internal Diversity and Inclusion management.
T-Timebound: Complete an employee satisfaction survey within the next 12 weeks of the project initiation and within 3 months of completing the survey, publish the results with a developed action plan. This plan would increase the satisfaction level to at least 10% in the next 12 months from the employees using follow-up surveys from the organisation.
[bookmark: _Toc180183690]4. Conclusion
Accomplishment of current and future challenges in human resource management requires building of right skills in line with the existing objectives of TechInnovate. By getting more effective at performance management, TechInnovate can increase staff engagement through more frequent feedback, effective, agreed goals, and staff development programmes. This will go a long way in minimising turnover by guaranteeing the company retains skilled human resource capital, which is key in the firm’s fast-growing industry. Organisational management training comes in handy as the company grows to ensure that newly promoted managers are well equipped when dealing with team issues, conflict resolution and communication. Implementation of a more tactical approach to diversity and inclusion initiatives will not only help to enrich strategies on innovation but also help to grow the leadership pool, being fair to the company. Each of these actions will build on TechInnovate’s culture, improve its people, and guarantee its future.
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Figure 1: Understanding Goleman’s model of EI
(Source: Owusu, 2024)
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Figure 2: Understanding transformational leadership
(Source: Khan et al., 2020)
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Figure 3: Tannenbaum-Schmidt leadership continuum
(Source: Grant, 2016)
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Figure 4: Understanding Goal-Setting theory
(Source: Locke and Latham, 2006)
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Figure 5: Qualitative feedback managed by using a 360-degree model
(Source: Akhtar et al., 2019)
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Figure 6: Elements of the Expectancy Theory
(Source: Shikalepo, 2020)
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