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For Swansea App Synthesis Ltd, an internal recruitment and selection process would be the most beneficial for the organisation. Internal processes, such as utilising HR, management and current team members, are the more beneficial over the use of external methods of recruitment, such as recruitment agencies, due to the cost and the number of candidates required to fill the team. External methods can be used as a contingency plan in case the five posts are not fulfilled. 
The job advertisement should state that successful candidates will be working as part of a small team on a public sector project, to ensure it attracts candidates that are team players. The application should request experience with teamwork, education, knowledge of programming languages and operating systems/platform experience. The selection process should include interviews and/or competency tests, such as personality, team roles, scenario, software development skills or knowledge-based tests to ensure that candidates are capable of the project before they are hired.
To address the issues surrounding the Public Sector Equality Duty (PSED), the process could be targeted towards females, other ethnic groups, and those of different sexual orientations to ensure a diverse and competent team. This can be addressed by offering incentives that attract this, such as training, or providing flexible working practices, such as offering part-time or home-working and allowing the use of video conferencing to participate in team meetings. This may be more costly for the organisation, but can result in a better end product, and address any concerns with the client.
To develop and monitor an effective team to establish high-performance working practices, factors that influence team development include: organisational culture and structure, leadership and management style, team dynamics, level of trust, team roles, team member abilities, team meetings, access to resources, and the span of control. The following key performance indicators will greatly improve the effectiveness of the team:
· Strategic: Effective resource allocation and regular meetings with clients
· Tactical: High productivity and low employee turnover
· Operational: Meeting client needs, wants and quality standards on time and within budget.
A transformative leadership approach would be the best approach to use with the team, and utilising concepts from democratic or task-oriented approaches would be beneficial. It is critical to utilise the right approach to deal with the team and tailor it to any given situation, in addition to team member skill level, competence, and knowledge. 
Table of Contents
Executive Summary	1
Table of Figures	3
Tables	3
Introduction	4
Team Recruitment & Selection	4
Introduction	4
Team Recruitment & Selection	4
Public Sector Equality Duty (PSED)	6
Addressing PSED Within Swansea App Synthesis Ltd	6
Summary	7
Team Development & Monitoring	7
Introduction	7
Effective Team Development & Monitoring	9
Key Performance Indicators	12
Summary	13
Leadership	13
Introduction	13
Leadership Traits & Characteristics	14
Leadership Skills	15
Leadership Approaches	17
Summary	19
Conclusion & Recommendations	19
References	21
Bibliography	27



[bookmark: _Toc5279968]Table of Figures
Figure 1: Identifying Core Staff & Talent Gaps [1, p. 395]	5
Figure 2: Tuckman Five Stage Team Development Model [20]	8
Figure 3: The Four Team Development Intervention Methods [21, p. 4]	8
Figure 4: Team Effectiveness Model [23]	9
Figure 5: The Input-Mediator-Output Model [32]	10
Figure 6: Matrix Organisational Structure [35]	12
Figure 7: Katz Three Skills Approach Diagram [51], [52]	16
Figure 8: Mumford et al. Skills-Based Model Diagram [52]	17


[bookmark: _Toc5279969]Tables
Table 1: Leadership Traits & Characteristics Comparison Table [43, p. 22]	15


[bookmark: _Toc5279970]Introduction
[bookmark: _Hlk969455]This report was developed for the selection, recruitment and development of a new team for the software development company Swansea App Synthesis Ltd. This team is assembled on behalf of NHS Wales Informatics Service to address the use of health data analytics. The team is proposed to consist of ten staff, half of which are existing members of a project. These are uniformly male, with an age profile between 25 and 35 years old. This is a public sector body, and therefore Public Sector Equality Duty (PSED) conditions are imposed on its suppliers. Therefore, five new team members are to be recruited, and the PSED conditions must be considered during this process.
[bookmark: _Toc5279971]Team Recruitment & Selection
[bookmark: _Toc5279972]Introduction
Team recruitment and selection is vital for the success of a team or organisation. This section will introduce the PSED, and how it applies to Swansea App Synthesis Ltd. Additionally, methods used during the team recruitment and selection process are explored to ensure the best people are employed for the job, and that the team is as effective as possible during the project development.
[bookmark: _Toc5279973]Team Recruitment & Selection
Recruiting new staff is an important task for any organisational success. It is important that the process is as straightforward as possible, and ensuring that the right team members are selected, especially if one of these will be the team leader. It is important that the recruited staff have the knowledge and skills required for the job, and will be able to ‘fit in’ with the team to ensure the success of the team [1, Ch. 1]. This process can be done internally by the HR department and managers within the organisation or outsourced to head-hunters [2] and recruitment agencies, which would conduct the recruitment on behalf of the organisation. This comes with a wide range of advantages to an organisation, including the ability to obtain otherwise unreachable and talented candidates, and reduced effort for the organisation, especially if it is for a temporary position [3].
The first stage of the process includes the job advertisement and application process. It is important that the role requirements and responsibilities are assessed, and are clearly stated within the job advertisement. It is important that the advertisement is posted on multiple job sites and clearly advertised to ensure there is a large pool of candidates that are competent for the role. The applications should be narrowed down to a select few for the next stage of the process [1, Ch. 1.4]. The figure below illustrates the identification of missing core staff and talent within the team: 
[image: ]
[bookmark: _Toc5279991]Figure 1: Identifying Core Staff & Talent Gaps [1, p. 395]
The second phase is selection, and which includes interviews, checking references, psychometric testing and assessing the candidates’ competency/ aptitude and skills required for the role. Interviews can allow the existing team to meet with the candidates and assess if they will ‘fit in’ and work well within the team, thus reducing the potential for conflict and project failure. It is important that during this process, these dynamics are considered, and a strong leader is selected that has the ability to define the team roles and responsibilities from the start [1, Ch. 1.5].
For Swansea App Synthesis Ltd, five of the roles will be internally fulfilled, and the remaining five positions require recruitment. The internal staff can be identified based upon their existing work commitments, skills and knowledge. It might be more beneficial for the project to find the team leader internally, especially if they require an immediate start to the project, and would minimise disputes arising during handover to the new team leader, when the new members are recruited.
An internal recruitment and selection process would be the most beneficial for the team, and for the organisation. This is due to the number of candidates required, and the cost of external recruitment. If this should fail, then perhaps the roles can be filled by external recruitment agencies. The job application should clearly state that successful candidates will be working as part of a small team on a public sector project. This is to ensure that the candidates are aware of their expectations when applying for the job, and they are comfortable working as part of a small team. Additionally, the candidates’ education, programming language and platform experience should be requested as to ensure the team will have new staff with knowledge and experience required for the project [4], [5]. Interviews and/ or competency tests, such as scenario-based tests and assessing the candidates’ software development skills and knowledge, are advised during the selection process, as to ensure their abilities for the project [6].
[bookmark: _Toc5279974]Public Sector Equality Duty (PSED)
The Public Sector Equality Duty (PSED), also known as the ‘General Duty’, came into force on 5th April 2011 as part of the Equality Act 2010 (Section 149) to eliminate discrimination [7, Ch. 1.2], [8], [9, p. 3], [10]. It covers the public sector to ensure ‘they can positively contribute to a fairer society through advancing equality and good relations in their day-to-day activities’ [7, Ch. 2.2]. It considers the following characteristics:
· Age
· Sex, gender reassignment and sexual orientation
· Religion, beliefs or race – including ethnic or national origin, colour or nationality
· Disability – both long and short-term, including pregnancy and maternity/paternity [7, Ch. 1.2], [8], [9, p. 3]
These duties cover the following [7, Ch. 3.2, 6], [11, p. 5]:
	Objectives
Strategic Equality Plans
Engagement
Assessing the impact

	Equality information
Employment information
Pay Differences 
Staff training
Procurement
	Annual reporting 
Publishing
Welsh Ministers’ reporting
Review
Accessibility


It is important that all levels of staff working within and for the public sector are aware of their duties in regards to the PSED to implement them correctly. For example, HR would consider equality within the employment policies and procedures. This is important during the recruitment and selection of new employees, such as the case within the scenario, and for raising awareness amongst the organisation, and supporting the staff appropriately with their needs and enquiries [9, pp. 6–7]. 
[bookmark: _Toc5279975]Addressing PSED Within Swansea App Synthesis Ltd
Recruitment and selection could be targeted towards females, ethnic groups, and those of different sexual orientations to ensure a mix within the team. However, the organisation should not discriminate or become biased, but ensure that the staff employed are competent. As only ‘17% of those working in technology in the UK are female’ [12], creating a diverse team may be difficult to achieve. This can be offset by offering training, or by providing flexible working practices, such as offering part-time or home-working, allowing them to use video conferencing to participate in team meetings [13, Ch. 5].
Awareness of the PSED within the organisation can be achieved by staff training, within an email or organisational newsletter, or by posters around the premises. The method chosen is dependent upon the organisation itself, and the working environment of its staff. If it is only for the team, then a talk or email by HR or another appropriate person/ department would ensure that they are aware of their duty, and would allow them to answer any questions or queries they may have [14]. However, if it is for the whole organisation, then posters or large scale talk/ training would be more cost effective and beneficial for the employees and the organisation.
[bookmark: _Toc5279976]Summary
Recruitment and selection are vital for the success of an organisation. Successful team recruitment and selection requires a large pool of talented, and often experienced, candidates, which meet the job specification, and can ‘fit in’ with the existing team members. This process can be internal or external, but it costs the organisation both time and money to recruit the ‘right people’ for the required role. For organisations working for, and within, the public sector, the PSED must be addressed, as to avoid discrimination lawsuits. This is the case with Swansea App Synthesis Ltd, should target females, ethnic groups, and those of different sexual orientations to ensure diversity within the team, without causing discrimination.
[bookmark: _Toc5279977]Team Development & Monitoring
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A team is ‘a group of individuals, all working together for a common purpose’. Team members should ideally have common goals, objectives, attitude, and thought processes [15]. ‘Team development creates a captivating atmosphere by encouraging co-operation, teamwork, interdependence by building trust among team members’ [16]. Tuckman [17] categorised this process into the following five stages: 
1. Forming – Team is formed for a specific purpose and adjusts to each other.
2. Storming – Generally characterised by large interpersonal conflict, and the longer the team remains within this stage, there is a reduced chance of progression for task and stage progression.
3. Norming – This pivotal point is where the resistance is overcome, feelings and cohesiveness develops, new standards for behaviour are set, and new roles are adopted. 
4. Performing – This is the stage where the team functions as a high-performing team, and should, therefore, last the longest if the project is to be a success. 
5. Adjourning – The team disbands, and members are free to pursue other goals or projects. This stage should be celebrated as the project is completed [17]–[19].
[image: Tuckman]
[bookmark: _Toc5279992]Figure 2: Tuckman Five Stage Team Development Model [20]
According to Lacerenza, Marlow, Tannenbaum, et al. [21, pp. 1–2]: ‘Effective teamwork allows teams to produce outcomes greater than the sum of individual members’ contributions, and is driven by team processes and emergent states, both of which require task and team competencies’. Team development interventions are used to improve team performance, especially when teamwork becomes ineffective [21], [22]. This can be seen below:
[image: ]
[bookmark: _Toc5279993]Figure 3: The Four Team Development Intervention Methods [21, p. 4]
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Monitoring the team is the responsibility of the leader, although everyone is responsible for an effective team. This can be achieved by observing them working or by meeting with team members (either formally or informally). The team effectiveness model below identifies some of the factors that impact the effectiveness of a team, and some of these are further explored.
 [image: ] 
[bookmark: _Toc5279994]Figure 4: Team Effectiveness Model [23]
Organisational culture is a key aspect of developing and maintaining an effective team. This is defined by Robbins & Judge [23] as: ‘a system of shared meaning held by members that distinguish the organisation from other organisations’. This includes access to information and data pertinent to the role within the team, or the team itself, and its importance as a competitive advantage over other teams that may be working on the project [24]. Additionally, this can also impact the desired outcomes, teams and people with their attention to detail and risk adversity [23].
Leadership and management styles are used to ensure that the team works effectively, and the project is completed on time and within budget. The chosen style is a key factor in the performance of the team, and selecting the most appropriate approach for the project, team or organisation is not an easy task [1]. This is explored further in the leadership section of this report.
Team dynamics are the effects of distinct roles and behaviours with other team members and within the team itself. This has a strong impact on how the team behaves and performs. Whilst these effects are complex, a strong positive dynamic between the existing and new members can result in increased productivity, morale and engagement, improving the end result [25]–[28]. This can be harder in teams from different cultural and socio-economic backgrounds.
Trust originates from three perceived factors: ability, benevolence, and integrity. Trust between the leader and the team, and within the team, is important for an effective team, although trust levels can vary between team members and over time [23, p. 358]. This provides the confidence to ensure the team is a success through communicating its vision. Additionally, this provides a sense of belonging within the team, who become satisfied with their tasks and roles [29], [30]. The input-mediator-output (IMO) model by Ilgen et al. [31] explains how the development of trust occurs alongside team development [30].
[image: Input-Mediator-Outcome (IMO) Team Effectiveness FrameworkÂ ]
[bookmark: _Toc5279995]Figure 5: The Input-Mediator-Output Model [32]
Team roles allow team members to identify their strengths and weaknesses, as well as providing a sense of belonging within the team. Belbin [33] identified nine team roles and noted that members may have one or more roles within a team, each with their strengths and weaknesses. These are:
‘Resource Investigator - Uses their inquisitive nature to find ideas to bring back to the team. 
Team worker - Helps the team to gel, using their versatility to identify the work required and complete it on behalf of the team.
Co-ordinator - Needed to focus on the team's objectives, draw out team members and delegate work appropriately.
Plant - Tends to be highly creative and good at solving problems in unconventional ways.
Monitor-Evaluator - Provides a logical eye, making impartial judgements where required and weighs up the team's options in a dispassionate way.
Specialist - Brings in-depth knowledge of a key area to the team.
Shaper - Provides the necessary drive to ensure that the team keeps moving and does not lose focus or momentum.
Implementer - Needed to plan a workable strategy and carry it out as efficiently as possible.
Completer-Finisher - Most effectively used at the end of tasks to polish and scrutinise the work for errors, subjecting it to the highest standards of quality control’ [33].
This model helps with team development and monitoring within the organisation, as the coordinator role is conducted by the team leader, whilst the team worker role supports the team throughout the project, and the shaper provides the necessary momentum to ensure this goes well. The quiz to determine a role is often part of the recruitment and selection process, with the aim to improve productivity within the team. Therefore, it is recommended that this be incorporated into the recruitment process by Swansea App Synthesis Ltd.
The abilities of team members are crucial to the team's success, whether they are job specific or not. These can be enhanced or developed through team training, which can also focus upon developing teamwork skills, with the aim of improving overall team performance [21, pp. 3–4]. This can include communication, problem-solving, essential skills, or knowledge. This can also include team building activities, which is especially important when new members are introduced to the team [21].
Regular individual and team meetings before, during, and after a project are essential to the success of a team. These will enhance communication within the team, providing opportunities to identify and monitor potential/ current issues and conflicts within the team and provide feedback. This feedback should be confidential and within a safe location, and conflicts investigated and resolved in a timely manner [21, pp. 9–11], [34]. 
Access to resources and their allocation is essential for the success of a team. Team meetings provide the leader with an opportunity to identify and solve issues regarding team access to resources, especially if they are shared between multiple teams. This can include timely information, equipment, staffing and administrative assistance [23, p. 358].
The span of control is the number of people that a leader can manage. Psychologist George Miller claimed that ‘the magical number is seven, plus or minus two’. This is due to the exponential increase in potential connections and includes communication, cohesiveness and accountability. Larger teams can be broken down into sub-teams, with the overall leader managing both teams [23, pp. 362–4, 535].
The organisational structure is the formal division, grouping and coordination of group tasks. The correct structure provides the right sort of environment for the team to be effective, including communication and span of control. Three of the most common structures or frameworks are simple (seen in small businesses), bureaucracy (can be subdivided into functional/ departments, such as HR and finance, and divisional/ unit based, often by geographical regions or customers), and matrix (where teams are made up of different functions/ units) [23, Ch. 15]. This matrix structure can be seen below:
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[bookmark: _Toc5279996]Figure 6: Matrix Organisational Structure [35]
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Key performance indicators (KPI’s) ‘provide management at various levels of the organisation with effective feedback and insights to gauge the overall health of the enterprise’ [36, p. 1]. This includes the use of strategic, tactical, and operational vantage point data analysis at multiple organisational levels to achieve set targets or goals. These may be set for departments or functions at all levels of management to periodically assess their performance. These are often set using the SMART criteria: Specific, Measurable, Achievable, Relevant, and Time-bound [36, p. 1]. 
For Swansea App Synthesis Ltd, these could include the following [36, pp. 2–3]:
Strategic:
Effective resource allocation – should be planned at the start of the project, with additional resources acquired when requested and approved.
Regular meetings with clients – for example: once per month during development
Tactical:
High productivity from all members – each member has their personal target based upon their assigned task/ role.
Low employee turnover – should not be greater than one throughout the project duration.
Operational:
Resulting product meets the needs of the client and meets agreed quality standards.
The project is completed on time and within the agreed budget.
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Team development creates an effective environment by building trust within the team. This is characterised into five stages of progress by Tuckman, and when combined with team development interventions, should improve the performance of the team. Effective team development requires several factors, including organisational culture, leadership and management styles, team dynamics, trust, team roles, team member abilities, team meetings, access to resources, the span of control, and organisational structure. Key performance indicators can be used to provide effective feedback and insights within the team.
For Swansea App Synthesis Ltd, effective team development and monitoring techniques, such as transformative leadership approaches and monitoring team dynamics, would accelerate the development of an effective team and establish high-performance working practices. In addition, key performance indicators, such as effective resource allocation and regular meetings will greatly improve the development of the project and the team.
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Leadership is defined by the Oxford Dictionary as: ‘The activity of leading a group of people or an organisation or the ability to do this’ [37]. Stephen Covey, the author of ‘The Seven Habits of Highly Effective People’ states: ‘Effective leadership is the only competitive advantage that will endure. That is because leadership has two sides – what a person is (character) and what a person does (competence)’. This was expanded by Kets de Vries [38] to include the situation, which includes the nature of the task, organisational structure and culture and the wider socio-economic and political environment. 
It is important that leaders and managers are able to adapt to any given situation, conducting themselves with integrity and honesty to maintain the trust and commitment from their team [39, Ch. 2], [40, Ch. 2]. According to Chen et al. [41, p. 331], modern organisations require leaders ‘to lead and motivate not only individuals but also teams as a whole’. This is to ensure that there are ‘positive outcomes for individuals, teams, organisations and wider communities’ [42].
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Throughout the 20th century, numerous studies have been undertaken into the identification of leadership traits and characteristics of great social, political and military leaders. It is argued by some theorists that great leaders are born with these traits, whilst other theorists believe that these are developed or taught [43, Ch. 2]. Stogdill suggests in 1948 [44] that individuals might be suited to lead in one situation, but incapable in another. This is due to leadership not being a quality, but a relationship between people in a social situation. Lord, DeVader and Alliger [45] determined that traits were highly linked with individual perceptions of leadership. Kirkpatrick and Locke [46] claimed that effective leaders are distinct types of people, and individuals can be born with them, learn them, or both. These studies are summarised below:
	Stogdill (1948) [44]
	Mann (1959) [47]
	Stogdill (1974) [48]
	Lord, DeVader, & Alliger (1986) [45]
	Kirkpatrick & Locke (1991) [46]
	Zaccaro, Kemp & Bader (2017) [49]

	Intelligence
Alertness
Insight
Responsibility
Initiative
Persistence
Self-confidence
Sociability
	Intelligence
Masculinity
Adjustment
Dominance
Extraversion
Conservatism
	Achievement
Persistence
Insight
Initiative
Self-confidence
Responsibility
Cooperativeness
Tolerance
Influence
Sociability
	Intelligence
Masculinity
Dominance
	Drive
Motivation
Integrity
Confidence
Cognitive ability
Task
Knowledge
	Cognitive ability
Extraversion
Conscientiousness
Emotional stability
Openness
Agreeableness
Motivation
Social intelligence
Self-monitoring
Emotional intelligence
Problem-solving


[bookmark: _Toc5279999]Table 1: Leadership Traits & Characteristics Comparison Table [43, p. 22]
There are some common traits and characteristics across the different theories, such as intelligence/ knowledge, but many are not recognised by others. Perhaps Stogdill’s suggestion has some meaning, and the situation, such as the industry sector, has a part in the traits and characteristics required by a good leader. In addition to this, the claim by Kirkpatrick and Locke could also be true, and these characteristics and traits can be inherited or developed.
[bookmark: _Toc5279985]Leadership Skills
The skill approach is not widely used within organisations it has a largely theoretical and academic appeal [43, p. 59]. Leadership skills can be learnt and developed they include both the knowledge and abilities needed to be a successful leader [43, Ch. 3]. The classic three-skill approach by Katz in 1955 [50] addresses leadership with the following developable skills: 
1. Technical – The knowledge and proficiency in a specialist area of a product or process. This can include finance, HR, technology or operations.
2. Human – The ability to work with people effectively to accomplish the organisational or set goals. This often requires being sensitive to the needs of those working around them.
3. Conceptual – The ability to work with ideas and concepts that shape the organisation, such as its aims, plans, issues, and finances [50]. 
Katz explains that at different tiers of management, technical and conceptual skill levels vary, whilst human skill levels remain high. This is explained in the following diagram:
[image: https://sites.google.com/site/wwwadaptiveleadershipcom/_/rsrc/1461828665474/skills-approach/Picture1.png?height=400&width=389]
[bookmark: _Toc5279997]Figure 7: Katz Three Skills Approach Diagram [51], [52]
The skills-based model by Mumford et al. in 2000 [53] identifies ‘the capabilities (knowledge and skills) that make effective leadership possible’ [43, p. 47]. The model has the following components:
1. Competencies – Effective performance is derived from three components: the leader’s problem-solving skills, social judgement skills, and knowledge.
2. Individual attributes – Leadership skills and knowledge is impacted by four attributes: general cognitive ability, crystallised cognitive ability, motivation, and personality.
3. Leadership outcomes – The outcomes are highly dependent upon the following two outcomes: effective problem solving, and performance.
4. Career experiences – This has an influence on the characteristics and competencies of leaders, as they use their knowledge gained from experiences to solve complex issues.
5. Environmental influences – This represents the internal and external factors that lie outside of the leader’s competencies, characteristics, and experiences [43, Ch. 3], [53].
The relationships between these five components can be seen in the diagram below:
[image: https://sites.google.com/site/wwwadaptiveleadershipcom/_/rsrc/1461868951385/skills-approach/sa.png?height=310&width=400]
[bookmark: _Toc5279998]Figure 8: Mumford et al. Skills-Based Model Diagram [52]
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Leadership and management styles or approaches are often seen as some of the largest influences on the effectiveness and success of a team. There are many different leadership and management approaches that are frequently used within organisations. These approaches differ, but effective leaders and managers can respond to changes and use the most suitable style for any given scenario. It is important that the team leader is aware of the impact they have on the team, and take into consideration the organisational culture and the nature of the project to ensure success. All styles are useful, and often a combination of styles can be used if the situation demands it so [54], [55]. This can include the following:
Transactional leadership – This approach forms most employment contracts and focuses upon team members agreeing to obey their leaders, and are paid for their effort and compliance. Disciplinary procedures are used when their work does not meet set standards, and the leaders intervene. This is only beneficial in the short-term, in crisis and emergency situations, or for certain types of projects [24], [43, Ch. 8], [55]–[57].
Transformational leadership – This approach focuses upon the leader's inspiring team members to do their best to create changes in values, goals, and aspirations, resulting in high team productivity and engagement. These visionary and agile leaders require detail-orientated team members to realise these plans, especially within fast-changing economic sectors [24], [43, Ch. 8], [55], [58]–[61]. According to a CCL trends report [62, pp. 6–7], there are seven emerging trends for transformative leaders. These are: 
Accidental leaders – Developing staff to take on leadership roles
Change endurance – Ensuring leaders can survive and thrive within the role
Digital fluency – Ensuring leaders have the required skills for the role, such as communication and technological advancements within the workplace.
Embracing disruption – Providing the leaders with the ability to ‘welcome innovation and develop their learning ability’, thus ensuring effective and up-to-date information.
Kicking glass – Providing women with the ability and work environment to become leaders, thus improving workplace diversity and creative solutions to issues.
Reimagined reviews – Performance management is improved through improved feedback and communication skills and techniques
Culture reboot – Transforming organisational culture to transform the work environment [61], [63]. 
Autocratic leadership – This approach is an extreme method of transactional leadership, focused upon leaders having total control over their staff, therefore decisions are made quickly. However, there are made few opportunities arise for suggestions, and can result in demoralised staff members, with high levels of absenteeism and staff turnover [55].
Bureaucratic leadership – This approach focuses upon the leaders working "by the book" and ensuring the staff follow procedures precisely. This works well for organisations dealing with large amounts of money, or when there are serious risks to safety, such as manufacturing, dangerous heights, heavy machinery or toxic substances [55].
Democratic/participative leadership – This approach focuses upon involving team members in the decision-making process, with leaders making the final decisions. This can improve the end result, due to high levels of creativity, quality, productivity and job satisfaction. However, slow decision making and a lack of team expertise can hinder progress, or result in wrong decisions made [55].
Laissez-faire leadership – This French phrase means "leave it be" and the approach focuses upon leaders providing complete freedom to do their work and setting their own deadlines, but instead provides the team with the necessary advice, support and resources. This can occur naturally but can be effective when the leader provides regular feedback and monitors performance [55].
People or relations-oriented leadership – This approach focuses upon the leaders organising, supporting and developing the team members’ skills and abilities. This improves productivity, teamwork and creativity, and encourages risk-taking. However, if the leader takes this too far, team development might be put above the project or group tasks [55].
Task-oriented leadership – This approach focuses upon getting the job done, defining the group work and roles. Structures and standards are set, and the leader is responsible for organising and monitoring the work. This ensures that deadlines are met, but this may result in issues with team wellbeing, resulting in problems with team motivation and retention [55].
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Leadership is the ability or activity of leading a group of people or an organisation. Leadership traits or characteristics theories have been developed during the 20th century, with common or similar traits found across several theorists. Leadership skill theories include the classic three-skill approach by Katz and the skills-based model by Mumford et al. Transactional approaches are used within employment to form most employer-employee relations. However, leaders often exhibit transformative behaviours, often using a combination of different approaches to adapt to the situation. 
The recommended approach for Swansea App Synthesis Ltd is a combination of democratic or participative, and task-oriented approach. However, this combination is dependent upon the skills, competence and knowledge of the team, although these approaches can be used simultaneously due to their similarity. This would allow for an effective development team due to the level of creativity and the minimal level of risk involved in the data analysis.
[bookmark: _Toc5279988]Conclusion & Recommendations
Team recruitment and selection is vital for the success of a team or organisation, and methods include job advertisements, interviews and scenario, skills and knowledge-based tests to ensure candidate competency for the role. The PSED legislation aims to eliminate discrimination within the public sector, and organisations working with them. For Swansea App Synthesis Ltd, an internal recruitment and selection process would be the most beneficial for the organisation, incorporating HR, management and existing team members. The team requires the recruitment of females, ethnic minorities and those with disabilities to meet PSED conditions.
There are five stages of team development. To develop and monitor an effective team and establish high-performance working practices, several factors influence team development and include organisational culture and structure, leadership and management style, team dynamics and level of trust, team roles, team member abilities, team meetings, access to resources, and span of control. The creation of key performance indicators can aim to ensure the success of the team, including:
· Strategic: Effective resource allocation and regular client meetings 
· Tactical: High productivity and low employee turnover
· Operational: Meeting client requirements and quality standards on time and within budget
Leadership requires specific skills, traits and characteristics to be effective, although these can differ between approaches and theorists, although some are common between several theorists. Leadership approaches for consideration include transactional, transformational, autocratic, bureaucratic, democratic/ participative, laissez-faire, people or relations-oriented, and task-oriented. For Swansea App Synthesis Ltd. a transformative leadership approach would be the best approach, utilising concepts from democratic or task-oriented approaches to enhance its success.
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