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[bookmark: _Toc7799024]Abstract	Comment by John Rees: Nice to see an abstract.

This document was produced in help understanding and expanding knowledge within team management and leadership, the author was obligated to learn key factor in how to help improve leadership and team management within a organisation by improving managing performance, laws and management of organizational behaviour. The document details extensive knowledge on many aspects to take in considerations such as current issues and improvements, effectiveness, effective leadership skills, achieving high performance and individual’s within organisations and how may they be improved accordingly with appropriate methods.
The author was given a scenario to implement their findings and asses on how they believe their findings might affect an organisation, the given scenario basis the author as a project manager for a software development firm named “Swansea App synthesis Ltd (Private Limited Company)”. The paper documents an scenario criteria in remit a selection of a group and developing it to an effective team, the given task is to produce a team for a project being assembled on behalf of NHS Wales to use for addressing analytics on health data the Swansea App synthesis Ltd has allocated 10 individual’s for the given project of which 5 has already been assigned by the firm and the remaining 5 is to be recruited appropriately for effectiveness. 
The appointed firm is a public sector body with a public project contract the author demonstrates laws and acts that is enforced on employees and employers such as PSED (Public Sector Equality Duties), laws and Human rights enforce protection of people for discrimination and enforces a non-bias opinion and selection of staff without any type of discrimination and ensures the chosen induvial have selected abilities which will ensure maximised effectiveness.
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[bookmark: _Toc7799025]Introduction

The author is obligated to produce a documented report in understanding knowledge based on a non-bias formation of team selection, formation and leadership. The author is to fulfil the needs as an appointed project manager for a newly developed software development company based in Swansea. The author is obligated to form a group of 10 members of which 5 have as been proposed to the team which have just completed an existing project, the team being assembled is for behalf of NHS Wales informatics service. The team is required to produce information on addressing the use of analytics on health data, the author is to ensure teams ability is to be performed at maximised performance and producing a report to the managing director which shall layout the forward vision on the team’s development of professionalism. 	Comment by John Rees: OK.  

Be a bit careful with the use of “the author”.  Often a 3rd person passive voice approach can help to mitigate the need for this.

The author produces an in-depth research to conclude approaches of leadership and management, the in-depth research will include concepts and models of several various methods. The author indicates and also introduces possible solutions to be approached to ensure effectiveness within a working organisation. The final outcome of the document is to conclude gathered information to propose a improved and enhanced working environment where every individual could feel comfortable and can enforce there maximised potential of progress ratio.








[bookmark: _Toc7799026]Appropriate Selection of Staff	Comment by John Rees: The section doesn’t really consider aspects of recruitment in the round rather than just the impact of PSED.
[bookmark: _Toc7799027]Key content
The author is tasked with the selection of choosing appropriate staff with consideration of PSED (Public Sector Equality Duty), the key points of the use of PSED in a work environment is to ensure the elimination of unlawful discrimination, harassment and advance equality of opportunity. PSED can only be enforced to functions and sectors of the public and does not apply for the private sector and as the author is in charge of the team that is on behalf of NHS wales the appointed work will be based on the public sector. 	Comment by John Rees: It’s a fair point.  I know some companies would pay lip service to the wishes of the client and simply operate their usual approaches to recruitment and employment conditions.

PSED covers all the nine areas that consist in the discrimination listed in the equality act given in 2010 under schedule 19 of the equality act[1]–[4]. Within the selected team the author is only obligated in selecting 5 out of 10 staff as 5 has been appointed to the team from an exciting group background of Swansea App synthetics LTD.
[bookmark: _Toc7799028]Contents of PSED
The author is to ensure that the selected staff can be addressed with the aspects given by the PSED act to ensure that the equality of the selected staff is not bias and eliminates any sort of discrimination in a working environment that is within the public sector or public function. 
Implementation of PSED in a public function it also guarantees the advanced equality of opportunity among people who share a protected characteristic and persons who don’t allocate it, other benefits include good associations between individuals who share a protected or non-protected characteristic.
The duty of PSED applies to individuals of a society, function or forum of a public sector in any terminology an environment or society of the public as well as employees, workers, contractors and customer, the discrimination of direct and non-direct discrimination covers areas such as[5]–[9]:
· Employment Equality (Age) Regulations 2006
· Disability Discrimination Act 1975
· Gender reassignment
· Pregnancy and maternity
· Sex Discrimination Act 1975
· Race Relations Act 1976
· Employment Equality (Religion and belief) Regulations 2003
· Equality Act (Sexual orientation) Regulations 2007
· Employment Equality (Sexual orientation) Regulations 2003
· Marriage and civil partnership
[bookmark: _Toc7799029]Use of PSED act in practise for selection of staff
The duties as an employee of Swansea App synthetics ltd the author was obligated to ensure that the chosen staff had been chosen with a non-bias opinion and selected for the knowledge, understanding and skills set. The staff that requires to be selected should be chosen if there are suitable for the job criteria and if the job requirements meets the employee skills set. 
The author believes that everyone is equal and shall not be considered in any other form no matter of the reason, down below is a set of options that may be used to acquire for a selection of and can be used to approach the selection of staff that is in hand required for the team that is being assembled on behalf of NHS wales informatics service:

· Knowledge
· Educational background
· Understanding of the field required
· Work experience
· Adaptability
· Communication skills 
· Teamwork
· Self-management
· Scalability of time
· Problem solving
· Planning and organising
· Creative thinking
· Learning skills
The mentioned aspect can be used in any form of selecting individuals and will not discriminate any sort person, the above-mentioned areas are also addressed as a part of PSED in practise. It is an important factor to be taken into consideration. PSED also applies to private sector organisations and societies which exercise public functions.
If any suspicion arises steps shall be taken inconsideration to identify and address any issues that are caused by discrimination such as the following:

· Prejudice
· Harassment and victimisation
· Lack of understanding
· Disadvantage
· Lack of participation of individuals with protected characteristics

if there is any sort of evidence relating to the mentioned field above an official complaint shall be submitted to the suitable authority to ensure their integrity and to stop any unlawful behaviour or attitude.

In a conclusive summarization, PSED proposes to be a very suitable approach that should be enforced to many sectors, in terms that is ensures the safety and comfort of individuals within an environment. The act of PSED ensures that individuals can enforce their skills and qualifications without the concern of opinion of others as it will appoint that they are discriminating. Therefore, PSED enforces equality of opportunity and can help aid the success ratio of anybody either with personal or for their business. The author believes strongly that PSED should be enforced within many fields as some people may be struggling with discrimination.
	Comment by John Rees: The stance is appropriate and in many ways reasonable.
[bookmark: _Toc7799030]Development of Team Enhancement & Performance

This chapter is initiated to show detailed brief of a variety of multiple variations of team development practices and the effects of high-performance indications and also provide accelerations to increase work ethics. Team Contribution is fundamental for efficiency[10]–[13], an increase on a work developed from a team will be greater than a single individual’s outcome and the delivery of a goal will be delivered with higher success ratio. Obviously, there are different variables to consider with group improvement, from both the workers and business. A good organisation executive will ensure to develop key factors for implementation of motivation for employees which to approach a higher successes ratio, employers/managers can ensure with appropriate motivations there is a degree of motivational atmosphere in a working environment. A successful organisation will need to ensure a maintained level of motivation of ethical professionalism, this shall ensure a certain integrity of work load balance within an evolved working environment, employees will not be affected by a task that is not a focused area or does not have background knowledge for the given task by an organisation. Key performance indications are developed ethically by ensuring that motivational drive is enforced within employees by the employers.

An organisation requires to ensure that employees have certain level of self-motivational drive which is key principal for induvial joining a new organisation or other employees which may be facing difficulties, the assurance of one employee’s motivation or success will be reflecting on others and will incorporate them for a higher success ratio with different terminologies, this can reflect the outcome of any organisation to improve their business growth[14]–[19]. An appointed model of Bruce Tuckman’s[20]–[23] work enchantment model suggests that a group/team can develop different attributes of maturity, which can aid to govern a leadership and relationship improvement. The appointed proposal by Bruce Tuckman work appraises the effectiveness of establishment of devolving and building a team a leader will always looked as a successor coaches the predecessor which will aid to becoming a team leader for a newly developed group.	Comment by John Rees: enhancement

In Bruce Tuckman’s elaboration model, there are five points of advancement, the first key point stated is “forming”; this is the indication when a group is unclear of the appointed task due to not understanding the potential roles and responsibilities of the given task and the team leader will play the key element in guiding the team to progress towards success, the team leader will have duties of collaboration in a group to ensure effective team work this can be aided with strict supervision and counselling. 

The second appointed phase is “storming” this phase is where teams have potential disaster scenarios which can occur from failure of work progress, self-management, increased clarity of purpose, power struggles, challenge of authority, members might feel that the given group task overwhelmed by their workload individually, team members also might not feel comfortable in approaching team leader, storming set by one individual behaviour, attitude and progress can set an entire team to failure. 


The third stated phase is defined as “Norming”, this is indication of a mutual agreement set between a leader and team members, this can only be associated if similar views conflict of principle and goals which helps the growth of a relationship. Initially team members will be able to reach a comfort zone and allow to know others better by socialising and knowledge sharing (helping one another) which will aid to resolve differences, appreciate other colleague’s strength and respect given authority. This phase helps the agreement and consensus, clearer understanding of roles and responsibility and facilitation, this strategic systemic approach helps aid the deploy of clearer communication which will resolve issues within a group environment and help build a stronger relationship within a group. New task that may be appointed to a group in a working progress can resolve the team to over lapse back into storming which can cause chaos.

The fourth demonstrated phase is defined as “Performing”, this phase is a significant acceptance of respect, this term is set with multiple strategical awareness of a systematic approach within a team. The key point indicators of this phase are to help establish a clear point of vision and purpose, enchantment of focus of a set goal and delegation. This phase sets to aid encouragements of high performance which enforces focuses on being strategic and can deploy a team to run well with minimum oversight.  By this stage the team shall have evolved and be performing without any disruption, the leader is to ensure that no individual is not behind on any set task which can cause interruption to a working progress of a team and the team shall be governing the knowledge as a group to ensure that no complication can’t be resolved but instead be upheld to ensure an effective team management.

A final appointed phase is adjourning in some scenarios it may not be classed as a part of Bruce Tuckman’s model as this phase because this is the indication that given task is completed and therefore is defined as task completion, good feeling about achievement’s, recognition of a team. Some members of a team might feel that this stage is difficult for them as they find their working routine comfortable. When trying to establish a team with high-performance effectiveness it is vital to take inconsideration various factors such as communication among members and leaders, trust worthiness, a high level of acceptance formed to produce developed professional relationships, non-tolerance of behaviour and a great deal of curiosity of each member. 

In a summarization of team effectiveness and high-performance practices the key part is undertaken by the leader of the group or team, leadership is to ensure a certain level of comfort the members as it involves many varieties of task such as resolving uncertainties and any issues raised for awareness, this helps increase team cooperation for effectiveness. Objectives and goals are set up commonly and pursued solely, with right vision and drive while thinking about large amounts of applicable correspondence, a lot of vision and course is perceived. Within the ending self-achievement of completion of a task for every individual of a team is upright, which proposes the headway of procured learning for endorsement on set objectives and targets, this thusly enables every individual to be certain on the skills required to set over accomplishing goals. A shared appointment of leadership is propelled to the assigned individuals of a team from the gathering as there is a good judgment of versatility, self-improvement, a comparable drive power alongside the dimension of self-administration and development perceived, these are the different approaches that can be deployed for group adequacy and elite practices helps group advancement.


[bookmark: _Toc7799031]Leadership Approaches

This chapter is set to provide detailed views and understanding of leadership approaches which can be set to implement on staff members of a team, this section will be mainly based on analysis of leadership approaches. This chapter will be a follow up of the previous chapter (development of team enhancement and performance) which will help demonstrate key values of a team with the approaches of the staff and leader. There can initially be many approaches for leaders within many different environments setting to be implemented towards predecessors[24]–[26]. Businesses are required to adopt and follow a particular style of leadership for a team, each of which has advantages and disadvantages. Members and leaders will need to have a level of participatory action, known as Participatory leadership, a fair representation ownership and leadership style, which may include seeking feedback from the group's predecessors, such as systemic information and expert advice, enabling the leader to draw up a possible decision on the basis on the feedback provided. The leadership strategy of participatory actions is essential in order to demonstrate a degree of openness and honesty. There are several reasons how the leadership approaches embraced may not be sympathetic as originally thought due to slower decision-making beyond the command chain, it is one of the disadvantages of embracing participatory leadership style[27]–[29].	Comment by John Rees: Good to see some of the critique of theory brought in.

There are several other alternatives for leadership strategies e.g. Transactional leadership; this strategy leads an organization's greater emphasis in setting up a vibrant chain of deployment strategies to induce a certain human behaviour recognized as the carrot-and-stick model. The title describes the significance of the strategy as more of a transaction. For those with poor performance practices can be punished in an ethical approach, the leader proposes a set of rewards for good performance values and punishment. Even though it may function properly as effective in a short-term setting, the long-term setting might not always verify the way of thinking of the participant with such a positive attitude and might have the risk of affecting them for further downfall. All in all, the field of intellectual inspiration is produced by transactional leadership.	Comment by John Rees: I don’t understand what the last sentence is saying.

Some other leadership approach that team management can utilize is recognised as Servant Leadership; throughout this development, a team that uses common authority leadership techniques both for leaders and members, there is indeed a specific goal as resources and concepts were examined and members ' needs will be prioritised. As the team gathers collective ideas, there is a strategy of mutual decision-making that can improve management and leadership on diverse evenness and enhance the productivity of the team. The drawback of that could demonstrate to be a major risk because there is common shared decision-making, so this can lead to a failure of leadership for leaders as team members is placed prior to the actual leadership position instead of just the person responsible.	Comment by John Rees: Could do with a reference here.

In contradistinction, there are several other popular leadership approaches considered and described, this will be widely acknowledged as Autocratic leadership; it should be seen as a far more extreme version of Transactional leadership in the context that leaders also have much greater significance of staff control and mostly maintain staff advice and suggestions. This illustrates a drawback for not allowing employees to provide input to the strategic direction choice-making process. Nevertheless, in environments that do not require the existence of skills, this approach may be more applicable, therefore a level of authority is self-managed.



The author then introduces another efficient method of leadership approach recognized as Laissez-faire leadership; even though this method can also be incorporated into a economic business environment in a more applicable way. Within such a environment, there is indeed a high standard of creativity for even the work environment while taking into account the amount of experience that employees possess, this encourages employee achievements, but leaders must monitor this performance to examine any employee limitations. This strategy illustrates a strong understanding of allowing tasks to flow from each member of the group including those of the leader.	Comment by John Rees: Reference?  Need to be careful here.  Your initial referencing lists three authors.  To be fair to those you are citing, you need to indicate which one you are drawing on for particular ideas.  

The use of “the author” in a number of paragraphs here has this problem.

In addition, the author states a further approach to leadership and management described as Democratic Leadership; the whole aspect is identical to the Participative Leadership strategy, there is indeed a lot of involvement as the significance suggests from just the name. To have a detailed insight, leaders do sometimes ask staff for support and advice that can assist the decision-making process alongside collective input measures. However, in some environments where there is a high demand for crucial quick decision-making, these types of approaches can make teams to have a creative mind as well as cooperation such a better communication.
Other approach to leadership and management strategy that a team can develop would be bureaucratic leadership. Many such types of development models suggest a strong understanding of just the strategic significance of decision-making administrative regulations and rules. Within a defined hierarchy, a suitable measure of systemic assistance becomes set. It therefore takes full advantage of leadership roles more so than employees, provided that employers set its decision-making process in stone, taking into consideration a strong controlled environment.

In addition, other leadership strategy techniques such as charismatic leadership could perhaps encourage a positive atmosphere grow. This may be assigned from either the leader to give a positive viewpoint on every given and funded project. In this circumstance, its leader has the power to acquire a charismatic charm in addition to interacting with both the team by building team respect and support which will aid the support of confidence and relationships, this move makes it possible the employees to have the same charismatic charm, it all changes depending on the manager.

The author states a alternative strategy which can be adopted by staff to leadership and management strategies. Situational leadership illuminates the possibility of having a variety of different models and methods to be used by leaders with regard to the environment setting. The situational leader may adapt to the adequate leadership strategy previously mentioned by the author to fulfil the requirements and decision-making needs. Generally, with different approach variations in relation to the different environment setting, the leader can decide on the best applicable strategy.	Comment by John Rees: Broad evaluation of some good ideas.  It should come to some sort of resolution in the context of the given problem:  what would you recommend for this situation?



[bookmark: _Toc7799032]Recognising Key Performance Indicators (KPI)

The author incorporates the Key Performance Indicators (KPI) concepts throughout this section that can provide a monitoring measurement of team development[30]–[32]. It is also the quantifiable measurement to define KPI that justifies how efficiently a company accomplishes its primary purpose and goals and even how a department or team is also doing. An organisation can enforce these methods for the purpose of monitoring team performance, a company may use these metrics to evaluate the degree of success in overcoming obstacles and advancement of progress to achieving goals. That there are several determinants that are considered the determining measure of KPI's, this is predicated on team gratification, team interaction, team awareness and how the team incorporates with the company operating on these factors, with both the numbers must be of satisfactory level, there is indeed a perception of team effectiveness and advancement. Inside each firm is a leading force, that's the impact of the employee's performance, bearing in mind how firms can correspond to the accurate and related measurement of KPI's, a business is built for over-achieving set of goals. In addition, a company can most often measure the misleading performance indications thus ignoring the first and most important indications like those of team interaction, productivity and incorporation.

Performance monitoring of teams can actually demonstrate to be a important method for ability to track performance indicators effectiveness[33]–[35]. It gives leaders the ability to distinguish detractors from employees, as certain employees perform more so than others in achieving the goals and targets, so understanding of this performance is crucial to determine the extent of development and aggregate morality. It allows businesses to differentiate the degree of employees at work and who understands what and how staff operate; thus, it provides leaders with both the essential choice to divide the team into the specific field in which knowledge and productivity will be most valued. Through evaluating the productivity, knowledge and skills effectiveness, it promotes consideration of supervision of employees for those who really need and those that do not. This performance monitoring strategy creates a deceptive workplace environment in just the sense that there is a mutual awareness on how each other's employees are working and also that the environment as a whole is productive and collaborative, these can be the significance of the KPI metrics could provide organisations.

There can be different ways of determining a team's performance to determine the success degree in a team development. Another of the metrics contributes to an Employee Satisfaction Index (ESI), it is an indicator of group or employee satisfaction in addition to the corporation's productivity, thus this indicates work productivity with staff satisfaction, once an employee is satisfied with only the organisation, this in effect should enhance team development work ethics. The strongest way to implement out this employee satisfaction review is to conduct a routine survey, thus keeping employees anonymous since there is no discrimination whether the employees ' concerns weren't to be revealed. This task should be performed once for every calendar month by directors, which would in turn provides the director time to examine and try to remedy any adjustments that have to be amended. Although in some situations there may be little to adjust, with very little change has to be better than no change whatsoever, this would most probably lead to dissatisfaction among employees if no changes were to be done.	Comment by John Rees: Could do with a reference here.





Some other indicator for corporations to recognize would be the Employee Engagement Level (EEL) performance indication, which is also the example of the commitment that staff will widen in addition to either the vision and mission to offer to the corporation. There are several differences in observations of these performance indications, some of which might result in questionnaires or online surveys, but there are different resources that also don't see the correct procedure of preserving the intentional information. A set plan is required to provide an observation of the knowledge of the company's core values of interaction, such as ambition, concentrate, dedication and several other indicators in corporation ethics. There is always an affiliation between both the purpose and the indication of dedication, implying that a firm sets an objective decided upon by all employees, this produces a collective acceptability of agreement and commitment, if staff whom are motivated and feel a part of the characteristic of association, this in turn provides employees to get a mentality over attainment.	Comment by John Rees: There are a decent set of employee perception evaluation metrics here.  The section is missing the linkage between team performance metrics and evaluation of team effectiveness.  Self-perception is not always a strong aspect of employee understanding.

To sum up, identifying the appropriate potential key performance indicators implies determining the effectiveness of something like an organisation's team monitoring. This provides the company and the team involved with various advantages, employers could determine the level of the employee's achievement of both the set goals and projected objectives. Other aspects such as the effectiveness of employee satisfaction and level of commitment arise by evaluating these performance indications of the staff. Building up powerful motivational collective interaction allows teams to get through ups and downs but might ultimately accomplish a strong foundation of future achievement. A robust constant courage and interaction encourages staff to evolve to the preferred workforce setting, which would in turn may increase employee satisfaction with little or no uncertainties. Implementing performance measures to supervise group effectiveness may be quite difficult since each employee does have different qualities, and therefore it is crucial to develop a collective strategy to illustrate the organisation's morals and designate employees to a specified area where employees may execute far more efficiently than around a team that will not perform as well. However, deploying a monitoring system in a workplace environment might seem like an aggressive factor, it empowers leaders to evaluate employee productivity performance, even though leaders should be using a positive approach towards this performance management system to develop a practical environment that would not intimidate staff. Whenever a company is comfortable with the measures collected of overall performance management, officials must ensure that perhaps the employee performance aspects are adequately aligned. Organisations can implement new KPI observations to adapt to the new employees in contrast to the overall performance indications of existing staff development, it therefore helps the performance for staff who are in track to becoming leaders.	Comment by John Rees: OK – but what do you recommend?



[bookmark: _Toc7799033]Executive Summary

The author discusses the final outcome of an executive summary of the above-mentioned research in this section while bearing in mind the leadership strategy to also be taken. The importance has been addressed on team effectiveness, which describes the advantages of enforcing different methods and solutions applied for team building and management. The remedies help decrease and mitigate any conceivable uncertainties, which in turn allows assessment for enhanced courage and cooperation. A collective strategy to decision-making is confirmed to achieve high chances of succeeding due to business vision and techniques being communicated. A formal agreement between both the leader as well as the staff member illustrates that everybody has a fundamental goal to fulfil. In a group, a form of trust is established that employs staff with expertise knowledge to maintain over-reaching goals. Ability to adapt is crucial to develop leadership approaches, it may come from the manager's committee, and that in turn encourages employees continue providing professional and personal feedback on both the decision-making process, creating a unique innovation area together with self-governance capabilities.

Rather than just maintaining a single leadership style, the author intends to maintain a diverse leadership approach. The additional benefit of having to follow a wide range of leadership approaches empowers staff to evolve where necessary to changing environment. Thus, single leadership styles could affect management in some circumstances in an environment, well performing in all situations is essential, this is due to the adaptation of different work types of situations performed. To create a unified seniority and acknowledgement, which improves overall morality, the amount of work can be shared with staff. Certainly, many of these strategies could cause consequences such as poor performance and satisfaction, which could lead to an increase from some of the adopted leadership styles, whereby the leaders may not request the staff for advice. Situational leadership could have ramifications in some roles in which there is a challenge to develop to environmental changes, if leaders introduce different leadership styles, this can oppress employees with several considerations, like lack of sophistication in the same leadership way of thinking.
Key points appointed to be a suitable selection of the task description is as follows:
Appropriate selection of staff
· Expertise and skills set
· Prior experience knowledge
· Productivity and collaboration’s
Development of team enchantment and performance	Comment by John Rees: enhancement
· Team contribution
· Forming
· Performing
Leadership approaches	Comment by John Rees: There are aspects of these that are not easy to marry up.
· Transactional leadership
· Servant Leadership
· charismatic leadership
Key Performance Indicators
· Employee Satisfaction Index
· corporation's productivity 	Comment by John Rees: This needs to be looked at in more depth.  It’s too generic to talk about productivity at this level.  Break it down into what is significant for this kind of team in this kind of company.
· Employee Engagement Level 

[bookmark: _Toc7799034]Conclusion
In conclusion, the author-initiated leadership and management elements and fundamentals to a public sector business. In order to determine on both the relevant methodology to choose staff, the inherent concepts of hiring and employee’s selection were discussed. The originator examined the adequate employee selection strategies and practices in regard to an ethical setting that reflect the determinants of even the Public Sector Equality Duty (PSED). The author deemed numerous factors in endorsing employee selection or recruitment, including developing a strong job description and individual specifications. The originator includes the elements of PSED into to the selection and recruitment process thus reflecting on the elements of discriminative assessment like those of ethnicity, religious belief, sexual orientation, medical condition and several other factors preaching the constructs of lawful treatment. The author also explains the acceleration variation of improvement and team efficiency while bearing in mind the principles of elevated performance practices. 

Bruce Tuckman's development model illustrates that progression phases demonstrate its ability to enhance management and leadership and develop a robust environment. In addition, the author cites its appropriate leadership strategies that employees can adopt in a working environment that enhances effective management styles. The originator highlighted the concept of situational leadership, whereas a management which can potentially decide on both the best method to enforce for the employees in regard to a specified primary goal. Alternatively, different elements of leadership are advantageous to embrace in a single style, it can start preparing staff to evolve to any circumstance. Ultimately, its performance indications principles were addressed relevant to the measurement of employee capacity, in terms of efficiency, the KPI's to also be examined were staff satisfaction and interaction, such factors are linked to the achievement of organization perception and purpose.
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