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Executive Summary 

This assignment will look at the creation of a multi-disciplinary team tasked with the implementing business process re-engineering within the Movement Control organisation.

The workforce must be overseen and managed as both a group and on an individual premise; motivation should be given with this in mind. To guarantee motivation, clear individual objective setting, must be executed with reliable input and communication. A rewards programme should be put in place to recognise hard work. Also rewards such as promotions and increases in pay will help to keep individuals to push and go above and beyond and in turn the team’s performance will increase.     

Practical, lawful and reasonable recruitment must be conducted. For this situation the recruitment process was from an internal source, focusing on a pre-existing skill sets that utilises the top performers within the trade.   

This assignment will look upon the selection of people to form a team, how to organise and control the team to ensure the desired outcomes are achieved and how to effectively communicate objectives within that team.

Covered is how compliance is ensured with respect to the team’s goals, health and safety and discrimination laws including a fair recruiting process and dismissal processes. 


Introduction
The purpose of this report is to describe the creation of a multi-disciplinary team that has the task of implementing business process re-engineering to successfully meet the corporate objectives of the Movement Control organisation.  


1. How the Movement Control Organisation Achieves its Objectives

1.1 How to Manage Individual Activities to meet Corporate Objectives

1.1.1 “Organisations are purposeful entities. They have goals and needs to measure the achievement of these goals” (Rowland, 2012). Movement Control is no exception, it has organisational goals. The measurement of these goals is done by collating statistical data which in turn is analysed by team leaders and ultimately Field Army (HQ). “But, by sending out mixed messages the cynicism engendered by the performance management system and process may hamper development. Creating an environment where individuals can grow and develop as part of a team may be an appropriate competitive strategy” (Rowland, 2012). The Army is an organisation in which members are encouraged to flourish, developing on the framework inherent of a person’s best qualities. As such the Army’s success as an organisation can be down to the development of soldiers as individuals, but if objectives are not clear it would hampers both teams and individual’s success, ultimately not reaching objectives.

1.1.2      “Performance acts to reinforce management hegemony through political processes” (Rowland, 2012), and the rank structure within the team is no exception, orders are passed downwards to ensure individuals are meeting criteria set by the organisation.

1.1.3     “Performance management (is) reliant on individual appraisals” (Rowland, 2012), to identify areas of improvement appraisals are carried out to evaluate the strengths in soldiers. These are carried out bi annually. In order the create the best teams possible with the most efficient members giving the best chance to meet the corporate objectives.





1.2 How to Manage Team Activities to meet Corporate Objectives

1.2.1     As Belbin, (2010) suggests; “People will work well to well understood goals based on clear criteria”. In order to manage a team that is implementing business process engineering the key is to have the overall mission as its base. If clear goals are not set then motivation of the team will diminish and this will have a negative impact on the overall project.  

1.2.2     The success of managing the team’s activities to meet the objectives can be achieved by an appropriate, balanced mix of team leadership styles as demonstrated by Belbin, (2010). To achieve a successful business process re-engineering project the team must be led in a combination of both “solo leader” and “team leader” styles as dictated at specific stages of the project. At key stages of the project where, clear direction and control of meeting time critical objectives the management approach of a “solo leader” would be most effective. However, a “team leader” would “fulfil the leadership role by creating a sense of mission” (Belbin, 2010) and “in possessing the people skills to recognize them (strong points) in others, and in the strength of purpose to draw suitably gifted individuals” (Belbin, 2010) to better manage efficient team activities to meet the Organisation’s objectives.


2. Principles for the Recruitment and Selection of Staff

2.1 Effective Processes for the Recruitment and Selecting of Staff

2.1.1     To minimise the chances of wastage of resources or weak hires a clear and concise strategy will be used from the outset.  To obtain the best possible candidates different areas with in the trade can be explored. Making the post  more appealing can also attract the top performing Movement Controllers. For example making the post a stepping stone to promotion or other career opportunities will achieve this.  

2.1.2     The “drawing up of job descriptions” (Torrington et al., 2017) will assist the recruitment process as to the competencies required for the selection, however flexibility is advised to avoid the “clone culture” (Torrington et al., 2017) and follow a candidate-centric process for potential candidates to identify where they feel they would best perform. 

2.1.3     Internal recruitment is favoured as it is “less expensive with no need for job advertisements” (Torrington et al., 2017) bar an insert into the trade newsletter/routine orders. “Internal recruits are typically able to take up new posts much more quickly than people being bought in” (Torrington et al., 2017), Movement Controllers of a certain employability level have the same base knowledge of the sector already and are fully aware of the overall corporate and organisational objectives. 


3. The Importance and Process for Developing and Motivating People

3.1 How to Motivate and Develop Oneself as a Manager

3.1.1   Setting clear and manageable objective annually can give managers a goal to work towards. This is turn will give focus and also motivate the team.  The Servicepersons Joint Annual Report  (SJAR) system implemented by the Army requires each member to give 8 annual objective which should be achieved before the next report is written.  Also required is the soldiers Long , medium and short term aspirations giving the solider a clear path to follow and an end goal to focus on.         

3.1.2     Managers can also talk to members of the team, to see how they can provide management better. Being a leader can encourage own intrinsic rewards of job satisfaction and a sense of achievement. This has an infectious effect and positivity amongst a team produces productive outcomes.




3.2 How to Motivate and Develop Other People 

3.2.1     “Only by creating a culture in which people can fulfil their potential can organisations survive, compete and grow in today’s global environment” (Rowland, 2012). Individuals are encouraged to fulfil their own potential, developing on their ideas and listening to their input.

3.2.2     “Appraisal is usually part of a performance management system and can result in increased pay or other rewards such as promotion, career opportunities or actions to remedy disciplinary or capability issues, perhaps resulting in a dismissal” (Rowland, 2012). The Army’s appraisal system (SJAR) gives feedback, clear goals and motivational rewards. However it can also give work on points and highlight and disciplinary issues that need to be raised this could ultimately result in a solider being discharged from the service.  

3.2.3     “If… performance review is focused on individual contribution then commitment of teamwork may be prevented” (Rowland, 2012). When the performance of a team is measured it is imperative to analyses the whole team not individuals. However if a individual is negatively impacting the team this should be dealt with in a cautious matter as not to humiliate the said individual.    


4. Team Development and Management within Movement Control

4.1 Select a Team from a Group of Individuals 

4.1.1 When setting up a successful team goals must be considered and all managers must “consider its purpose” (Belbin, 2010).  “Each player in a team… has a position and a specific responsibility. The skills of the… (individuals) are important but the strength of the team depends more specifically on how well the team combine” (Belbin, 2010). When assessing the capabilities of a team, it is paramount to consider the associated attributes of the individuals as so to become “dynamically engaged in one another”, like cogs functioning together within a gearbox.

4.1.2     Many believe that the Army has a culture of “cloning policy in recruitment” (Belbin, 2010) however this is wildly incorrect. Mangers within the Movement control trade have a wide pool of people to choose from with competition for places being fierily fought for.

4.1.3     As Belbin, (2010) implies: “smaller teams have consistently shown greater balance of flexibility and success than larger ones’. So, for the project to be a success, a development of a new team should be kept at a minimal, with the “ideal number 4” (Belbin, 2010).

4.2 Plan, Organise, Direct and Control the Work of others to Achieve Desired Outcomes

4.2.1     “Clear goals… are critical to ensure that everyone in the team is heading in the same direction’’ (Biech, 2008). From the very beginning plans must be put in place with the desired goals of the organisation. These should be laid down in a clear manner.  Well set out goals can reduce demotivation and overall achieve positive outcomes. 

4.2.2      “defined roles” (Biech, 2008), can give direction and control to people which can enable them to be coordinated effectively. This done well will boost productiveness and as a result team cohesion.

4.2.3     “The development of individuals is a key component of corporate strategy” (Rowland, 2012), with routine performance management appraisals of both the team and individuals with effective feedback provides the direction and control elements associated of intrinsic inclusivity. 

4.3 Effective Communication in Movement Control 

4.3.1     “Move by many organisations to management systems, which espouse teamwork and a shared mission” (Rowland, 2012)

4.3.2     “Both managers and employees see a potential for teamwork… If at the same time, management say they value teamwork but appear to be rewarding individuals, then commitment degenerates into resigned compliance with widespread resentment and perceptions of inequity” (Rowland, 2012)


5. Key Legal Requirements for Working with Other People-

5.1 Compliance with Current Employment, Health and Safety and Discrimination Laws

5.1.1    “Great care taken is essential when managing internal recruitment to ensure the approach is fair and seen to be fair” (Torrington et al., 2017). Regardless of gender, race, age or disability all candidates must be considered for the role in line with the UK Equality Act 2010. This is done to ensure “Equal Employment Opportunity” (Pennington et al., 2007).  

5.1.2      In line with other organisations, any unsuccessful applicants will be given full justification on why they were not selected for that job. On the same lines, any dismissal will be compliant with the UK Employments Rights Act 1996, providing a statement on why the dismissal took place. With regards to internal recruitment, the soldier will be returned to the unit he or she originated from with a letter to their Commanding officer explaining why they have returned.

5.1.3     Finally, adhering to the UK Health and Safety at Work Act 1974, managers will ensure the health, safety and welfare at work for all successful candidates as far as reasonably practicable.


Conclusion

As Rowland, (2012) states; “only by creating a culture in which people can fulfil their potential can organisations survive, compete and grow in today’s market”. Creation of teams welcomes the diversity and contribution to an already inclusive culture within the wider Army. “If a control philosophy permeates notions of empowerment, development and continuous improvement, paradoxically it will dilute both control and motivation (Rowland, 2012). Well-structured goals, regular feedback and rewards given to team members will increase motivation. However a hegemony management style should be avoided to get the best productivity from the team.

Managers must know how to manage and motivate not only individuals and teams, but themselves to achieve positive performance to meet corporate objectives. Managers within the organisation have a duty of care of their workforce under the Health and Safety at Work Act 1974 and when recruiting must be aware of laws of equality and diversity aspects.





















References:

Belbin, RM.  (2010), Team Roles at Work, Oxford:Butterworth-Heinemann.
Biech, E.  (2008), The Pfeiffer Book of Successful Team-Building Tools, San Franciso:John Wiley & Sons.
Pinnington, A, Macklin, R & Campbell, T.  (2007), Human Resource Management : Ethics and Employment, Oxford:OUP Oxford.
Rowland, C(2012), 'Managing team performance: saying and paying', International Journal of Organizational Analysis, vol. 21, no. 1, pp. 38-52.
Torrington, D, Hall, L, Taylor, S & Atkinson, C.  (2017), Human Resource Management  10th Edition, Harlow:Pearson Education M.U.A.
Health and Safety at Work Act 1974

[bookmark: _GoBack]
pg. 2
