1
Rumen Chowdhury

Rumen Chowdhury

 Student No. P146446 

Module Code: M7X01697 

Computer Networks and Security

Dr. John Rees
 Senior Lecturer: Sue Maw 

Leadership & Management 

Email: john.rees@uwtsd.ac.uk 
(
Team Selection, Formation and Leadership Management (May 2019)

Abstract—The exploration of various nature of leadership and management approach is essential for creating a great work ethics. The principles of team selection and recruitment are discussed to evaluate the relevant procedures of retaining the best staff for a given company. This paper also identifies the variations of leadership approach which corporations can adopt to suit the need of the decision making process and environmental morale. The key performance indicators are mentioned and discussed with relevant examples to evaluate the effectiveness it provides a team. A discussion of various leadership approaches was mentioned to decide upon the suitable style to adopt and implement within a working environment.
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I. INTRODUCTION
T
HIS paper introduces the fundamental aspects and principles of leadership and management within the NHS Informatics sector. The concepts of development within the selection and recruitment process for managing the relevant staff will be taken into consideration. By analyzing the appropriate procedures and techniques while considering the effectiveness of key performance indicators, a managing director can monitor team development and approaches. The author shall conduct research into current existing literature into the concept of leadership management to validate a methodical consideration of existing issues which organizations may face. After thorough research into the leadership and management process, the author shall devise an effective skill strategy which can benefit the individual, the team and indorse performance achievements. The final outcome will involve the executive summary of the report including the chosen methods of leadership approaches while mentioning the implications it may deal towards an organization[1]–[3].
II. Evaluating The Aspects of PSED for Staff Selection
In this section the author is presented with the concept of introducing the variations of selection of staff and critically evaluating how to address the situation, while considering the aspects of Public Sector Equality Duty (PSED). A relevant requirement of staff selection needs to be processed in order to devise an appropriate agenda, these can be aspects such as job specification and personal specification. A role manager shall decide on suitable agendas for example, the concrete job description, the degree of responsibility required or preferred, duties involved and possibly the salary margin if appropriate. Selecting the correct individual is essential for recruitment and the organization, this substantially decrease the probabilities selecting an incompatible candidate. The purpose of the job description is to create a clear and thorough criterion for job awareness, meaning the degree of work should be outlined specifically, this way the manager understands the role advertised and in turn the individual does too. It is also essential for the director to advertise the correct person specification to attain the relevant attributes required of the individual. A personal specification outlines various aspects of an individual such as the type of candidate required, the qualities that the individual possesses, the level of qualifications carried, environmental compatibility, technical knowledge and the degree of experience[4]–[8]. 
The author further explains the essential aspects of staff selection and recruitment by incorporating the concept of Public Sector Equality Duty (PSED) into the workplace. This notion clarifies the elimination of discrimination within the work place while considering other factors such as equality, level of positive relations and advancements of equality opportunity. The principles affect the organizations which belong to the public sector movement and those businesses which utilize relation of public roles, the duty is directly applied towards the Equality Act 2010. Public sector organizations need to carry out this duty as it is required by law to eliminate unlawful treatment, misconduct and other factors mentioned within the Equality Act 2010. As well as employing these standards towards the organization, it also affects the individuals and employees. The aspects include many factors of equality such as age, gender assignment, religion, sexual orientation, marriage, disability, maternity, race and many more, this in turn provides the individual’s with the opportunity to be treated in accordance with the rest, an assurance policy which ensures public sector corporations to consider the needs and responsibility of the intended candidates. To summarize effect of PSED towards the working environment, the concept allows the correct treatment for employees and individuals while considering the assurance that employers understand this duty as well.
To introduce a solid analysis for a descriptive job identification in relation to creating a successful recruitment practice. The author proposes the idea of Alec Roger’s Seven-Point Plan to demonstrate validate the process of descriptive recruitment and selection, in relation to the comparable job matching and the applicant. One of the factors being Physique; this involves the traits of health, physical appearance, speech and other physical attributes. Another factor being Achievements; this refers to educational attainments and experience. Logical capability; which mentions the level of intellectual intelligence. Special aptitudes appear to be another factor, this involves the activity using mental, manual, social and constructive activity. Extracurricular activity; this refers to the level of stability one possesses, self-confidence, independence and artistic nature. Another factor of importance is Disposition; this includes the ability to be steady, dependable and degree of acceptance towards situations. The final factor of descriptive analysis for the recruitment and selection plan is Circumstances; personal conditions including the level of adaption and flexibility.
Furthermore, the author additionally the principles of an alternative guide to person specification system which becomes relevant to contemporary day industry. Munro Fraser’s Pattern of Personality presents the factors of influence, these are the consideration of charisma and expression while considering physical aptitudes. The second being acquired knowledge of job relation and work experience. Innate ability; which mentions the traits of comprehension and inner abilities to grasp things. Motivation; the level of determination an individual possesses towards set goals and objectives which demonstrates a sound understanding of a vision. The final factor being adjustability and flexibility; being able to manage levels of stress and emotional stability. These factors can aid in the process of selection by discovering the person with the desirable personality trait to employ, in turn the company values from bringing out the best prospects.
III. Assess The Various Ways of Team Effectiveness and HIGH-PERFORMANCE Practices
This section discusses the different variations of team development practices and the effects of high-performance indications provide accelerations to boost work ethics. Contribution is essential for team effectiveness, the more overall work developed is more superior than an individual outcome, meaning that as a team, the level of delivery is much higher, in turn this boosts team effectiveness. Of course, there are various factors to consider with team development, from both the employees and employer. A good manager develops the level of motivation for the employees so follow, this way there is a degree of motivational atmosphere in the work environment. An employer needs to maintain a level of professionalism as well as a friendly agent, this way there is a good work balanced evolved and employees are not off task while alleviating the uncertainties that may occur. High performance indication is developed here by enforcing a motivational drive by the employers which is also employed by the workers.
A self-motivational drive is also important for each individual for self-improvement, by allowing one’s self to watch and learn from others improves the different techniques of work force, this way there will be an opportunity for improvement at every turn. Bruce Tuckman’s development model suggests that as a team develops, there exist other attributes of maturity, relationship establishment and leadership improvement. The principle of this model explains the effectiveness of team building as the leader who is the successor coaches the predecessor to become a leader for a new group, this in turn allows the process of leadership to progress as delegation proceeds. 
In Bruce Tuckman’s development model, there are four phases of progression, the first being Forming; this is where there is a level of high reliance on the position of leader, for the purpose of supervision and counsel. In this phase, the sole purpose revolves around the temperance of the leader to test the ability of direction and leadership. The next phase is known as Storming; the team members test the ability of self-management against other members and the position of leadership in relation to challenges set. A sense of clarity is formed along with uncertainties; this enables the chance to contest one’s own ability to progress. The third phase is known as Norming; this is where there is a mutual agreement between the leader and team members in the sense where there is a similar view of principle and aims. Gradually, there is team building as strategies are outlined and the mutual respect towards the leader allows the authority of leadership to be shared between selective members. A common challenge may be countered and together a team may proceed to answer this with a solution as part of communal group. The final phase is known as Performing; at this stage there is a substantial acceptance of respect, there exists a common strategical awareness of a methodical approach with the team. A set objective is shared which is adequate for the members to become one’s own leader without limitations of interference, a sense of direction is fully established. The team effectiveness has already evolved at this stage as each member should realistically be able to utilize developed processes to advance towards the criteria set, in regards to holding existing knowledge of the task in hand, the team embrace a degree of self-governance. Any complications which may occur during the process of achieving will be encountered due to the mutual respect and agreement between leader and team member, therefore each member does not leave another individual behind, this drive force allows the construction of an effective team management as there is high performance practices which as performed and handled together as a team. Self-study is the key performance indication within this area as there is no required for instructions and assistance from leaders, although the assistance still exists for personal development mentorship, delegation and selection may occur within the leadership role. The high-performance practices are essential for building team effectiveness due to various factors such as communication between members and leaders, trust worthiness exists, a high degree of acceptance formed to create developed professional relationships, non-tolerance of behavior and a great deal of curiosity of each member[9]–[14]. 
To summarize, leadership involves resolving uncertainties within a desired group, this in turn increase the level of cooperation. Goals are established mutually and followed exclusively, with correct vision and drive while considering high levels of relevant communication, a great deal of vision and direction is recognized. In the end, self-completion for each member exists as trust is reputable, which suggests the advancement of acquired knowledge for approval on set goals and objectives, this in turn allows each member to be confident on the expertise required to set over achieving goals. A mutual delegation of leadership is forwarded to the designated members of the group as there is a common sense of adaptability, personal development, a similar drive force along with the level of self-governance and maturity recognized, these are the various ways team effectiveness and high-performance practices aids team development.
IV. Analyze The Leadership Approaches for Staff To implement Within an environment
In this section, the author provides an analysis for the leadership approaches one might implement within a working environment. Following on from the previous section, the author demonstrates the values of team effectiveness within a group of members and a leader. There are various methods of approaches leadership which are delegated from the leadership position to the predecessors. It is normative for corporations to adopt a particular style of leadership for a team to adopt and follow, each come with its own pros and cons. Leaders as well as members require a level of participative measures, this is known as Participative leadership, a representative style of ownership and leadership, this may include the leader seek feedback from the predecessors of the group such as structural information and strategical advice, which in turn allows the leader to build a final decision based on the feedback given. The leadership approach of participative measures is important for demonstrating a level of thorough open communication. There are various reasons why the leadership approaches adopted might not be supportive as originally thought due to slower decision making above the chain of command, this is one of the disadvantages of adopting participative leadership style. 
There are various other options for leadership approaches such as Transactional leadership; this approach leads the focal point of the organization in establishing a vibrant chain of command techniques to induce a certain behavior which is known as the carrot-and-stick approach. The name defines the meaning of the approach as a transaction, the leader proposes a set of rewards for good performance values and punishment for those with poor performance practices. Although this may work as effective in a short-term environment, long term environment may not validate the member’s mentality with a positive attitude, there may a downfall for potential achievements. Overall, Transactional leadership produces an area of intellectual inspiration.
Another leadership approach which team management can employ is known as Servant leadership; in this development, a group which utilize the common leadership strategies of authority for both members and leader, this way there is a common objective as resources and ideas have been discussed and the needs of the members are prioritized. There is a strategy of mutual decision making as the group gather collective ideas, this way management and leadership can improve on diverse uniformity and boost team morale. The downside of this can prove to be a disadvantage due to the fact that there is a common shared decision making, therefore this may lead to lack of authority for the leaders as members of the group are being placed before the position of leadership instead of the person in charge.
Additionally, there are other common leadership approaches which the author discusses, this is known as Autocratic leadership; this can be seen a more serious version of Transactional leadership in the sense that the leaders possess much more importance of control over the employees and infrequently retain advice and suggestions from staff. This proves to attain a disadvantage of not allowing members to provide an input for the decision-making process for strategical direction. However, this approach may be more applicable within environments that do not require the existence of skills; thus a level of authority is self-managed.
Following on, the author introduces another common method of leadership approach known as Laissez-faire leadership; although this method in more applicable for an economic environment, the technique can be incorporated into a business environment. Within this environment, there exists a high level of creativity for the work place while considering the level of experience the employees possess, this allows individual achievements from employees however, leaders shall monitor this performance to analyse any limitations from the staff. This approach demonstrates a clear understanding from each member of the group including the leader to allow the flowing of tasks.
Furthermore, the author mentions another approach to leadership and management known as Democratic leadership; this aspect is similar to the leadership approach of Participative leadership, there exists a great deal of participation as from the name the meaning appears. To provide a clear insight, leaders frequently ask the employees for advice and information which can aid the decision-making process along with collective measures of input. These types of approaches may aid the team to possess a creative mind and communication is implemented however, in some environments where there is a high demand for crucial quick decision making.
Bureaucratic leadership is another approach to leadership and management technique which a team can develop. These type of development models demonstrate a sound understanding of strategical value of administrative rules and regulations for decision making. An appropriate measure of structural guidance is set within a defined hierarchy. This takes the advantage into the roles of leadership more than the employees as the decision-making process is set in stone by the employers, considering a solid regulated environment.
Moreover, other methods of leadership approach such as Charismatic leadership can help a develop a positive atmosphere. This is delegated from the leader to provide a positive outlook on any projects given out and towards the staff. In this scenario, the leader is given the power to possess a charismatic charm in relation to dealing with the team by building team confidence and relations, this is turn allows the employees to possess the same charismatic charm, it is all dependant on the manager.
The author mentions another approach to leadership and management techniques which staff can adopt. Situational leadership enlightens the concept of possessing a range of various styles and techniques for leaders to utilize in relation to the environment. The leaders take into account the level of relevant seniority and complexity in which task to complete, this way the relevant situational approach is developed. A situational leader may adapt to the appropriate leadership approach which the author has mentioned previously to suit the needs of the objectives and decision making. Overall, the leader can decide on the best applicable method with different variations of approaches in relation to the environment[15]–[19].
V. Identify Possible Key Performance Indicators for Monitoring Team Development
In this section, the author introduces the topics of Key Performance Indicators (KPI) which can provide a measurement of monitoring towards team development. To define KPI, it is the quantifiable measurement that validates how efficiently a business is achieving its sole purpose and objectives and how well a department or team is doing. A company may utilize these metrics for the purpose of monitoring performance of the team in relation to evaluating the level of success in reaching goals and progress. There are many factors which are considered the defining measure of KPI’s, these are based on team satisfaction, team engagement, team perception and how the team integrate with the company, based on these factors, with the numbers being of satisfactory level, there is a sense of team effectiveness and development. Behind every company is a driving force, this is the effect of the employee’s performance, considering how companies can relate to measuring KPI’s in the correct and relevant way, a business is set for overachieving set of targets. Furthermore, most often a company may measure the incorrect performance indications while ignoring the more essential indications such as team engagement, productivity and integration.
Monitoring team performance can prove to be a valuable method tracking effectiveness of performance indicators. It provides the leaders with the ability to separate the detractors from the employees, as some staff perform much more than others in relation to achieving aims and objectives, therefore the knowledge of this performance is essential to determine the level of growth and overall morale. It allows the employers to distinguish the level of work staff at doing and who understands what and the way the employees perform; therefore, this provides the leaders with the necessary decision to separate the group into the relevant area where the expertise and productivity is valued the most. By determining the effectiveness of productivity and expertise promotes the consideration of employee supervision for those who require it and those who do not. This technique of monitoring performance produces a transparent work environment in the sense that there is a collective awareness of how every other employee performs, the environment as a whole becomes productive and cooperative, this the value that the performance metrics provide the organization.
There are various ways of measuring the relevant performance of a team to determine the level of success within a team development. One of the measures relate to Employee Satisfaction Index (ESI), this is measure of the team or employee happiness in relation to employment of the company, therefore this suggests with employee satisfaction comes work productivity, if an employee is satisfied with the company, in turn this will boost the work ethics of the team development. The best way to conduct this review of employee satisfaction is to carry out a regular survey, this way employees remain anonymous and there is no discrimination involved if the concerns of the employees were not intended to be revealed. Managers should carry out this task once per calendar month, in turn this provides the manager with the time to review and rectify any corrections that need made altered. Even though there may be little to alter in some cases, little to none alterations are better than no change at all, this will most likely lead to employee dissatisfaction.
Another measure for companies to consider is the performance indication of Employee Engagement Level (EEL), this is the example of the devotion that employees will extend to offer to the company in relation to the vision and mission. There are many variations of measurements of these performance indications, most of which will result in surveys and questionnaires, however there are various tools out there which fail to view the correct method of retaining the information intended. There needs to be a set plan to provide an analysis on the understanding of the company’s engagement principles such as vision, focal purpose, commitment and many other factors of company ethics. There is an association between the purpose and the engagement indication, meaning a company sets out a purpose which all employees are agreed upon, this creates a collective acceptance of agreement and engagement, if employees who are motivated and feel part of the element of collaboration, this in turn allows staff to possess an over achieving mentality[20]–[27].
To summarize, to identify the relevant possible key performance indicators means to determine the monitoring of team effectiveness within a company. There are various advantages this provides the company and the team involved, employers can determine the extent of the staff in relation to reaching the set targets and anticipated goals. By analyzing these performance indications of the staff, other considerations arise such as the effectiveness of employee satisfaction and level of engagement. The build-up of strong motivational collective engagement allows the team to go through ups and downs but will eventually achieve a solid groundwork for forthcoming accomplishment. A strong persistent of patience and communication allows staff to adapt to the desired environment of work force, this in turn will boost the employee satisfaction without any uncertainties. The implementation of performance metrics to monitor team effectiveness can be quite troublesome due to each employee possessing various attributes, thus it is essential to create a collective approach to emphasize the morals of the company and assign the employees to the designated area where the staff will perform much more efficiently than within a group that will not perform as good. To deploy a tracking system within a working environment may appear as an intimidating factor however, it allows the leaders to analyze the performance of staff productivity, although leaders should employ a positive approach to this system of performance management to create a sound environment which employees are not intimidated by. When a company is satisfied with the gathered metrics for overall performance management, leaders should ensure that the elements of employee performance is aligned sufficiently. In addition to including the overall performance indications of existing staff development, companies can introduce new KPI measurements for new employees to adapt to, this aids the performance of employees that are in line to become leaders.
VI. Executive Summary of The Chosen Approaches and Implications that may Occur
In this section the author discusses the outcome of an executive summary of the research mentioned while considering the leadership approach that should be adopted. The emphasis on team effectiveness has been discussed, this explains the benefits of implementing various techniques and solutions introduced for team development and management. The solutions help reduced and minimize any uncertainties that may occur, this in turn provides evaluation for increased determination and cooperation. It is proven that a collective approach into decision making produces high chances of success due to communication of company vision and strategies. A mutual agreement between leader and employee proves to provide a structural goal for everyone to follow. A sense of trust is developed within a group which employs the staff with the knowledge of expertise to create overachieving goals. Adaptability is essential to form leadership approaches, this can come from delegation of the manager, this in turn allows staff to provide personal and professional feedback into the decision-making process, which creates a field of common development along with self-governance capabilities.
The author intends to maintain a diverse leadership approach instead of maintaining a single leadership style. The advantage of following a variation of leadership approaches allows the staff to adapt to changing environment where needed. Although the single leadership styles may benefit the management within an environment in certain situations, it is essential to perform well in all situations, this comes from adaptation of performing various scenarios of work. The work load can be shared with employees to create a common seniority and recognition, which increases overall morale. Of course, some of these techniques may cause implications such as poor performance and satisfaction, this can result from some of the leadership styles adopted, where the leaders do not ask advice from the predecessors. Situational leadership may provide implications in certain positions where there is a struggle to adapt to alterations in environment, if leaders were to incorporate various leadership styles, this may intimidate the staff to many factors such as lack of expertise within a certain leadership approach.
VII. Conclusion
To conclude, the author introduced the aspects and principles of leadership and management towards a public sector business. The fundamental concepts of recruitment and selection of staff were discussed in order to decide on the relevant approach to select staff. The author analyzed the appropriate techniques and methods of selecting staff in relation to ethical environment which consider the factors of Public Sector Equality Duty (PSED). The author considered various factors to support staff selection and recruitment such as creating a solid a thorough job description and person specification. The author incorporates the aspects of PSED into the process of staff selection and recruitment while considering the factors of discriminative evaluation such as race, religion, sexual orientation, disability and many other factors which preach the concepts of lawful treatment. Additionally, the author explains the variation of acceleration of development and team effectiveness while considering the values of high-performance practices. The development model of Bruce Tuckman’s explains that the phases of progression demonstrate the ability to improve on leadership and management and create a sound environment. Furthermore, the author discusses the suitable leadership approaches which the staff may adopt within a working environment that improves on effective leadership styles. The author emphasized the aspect of situational leadership, this way a management can decide on the best technique to implement for the staff in relation to a given objective, various leadership styles are benefitted to adopt instead on single style, this can prepare employees for adaptation to any situation. Finally, the principles of performance indications were discussed relevant to measuring staff ability, in terms of productivity, the KPI’s to look into were employee satisfaction and engagement, these factors link to achieving company vision and mission.
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