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[bookmark: PointTmp]Abstract – Over the years management and leadership has become a critical importance for an organisation, without guidance from a leader or manager a business is under threat from many issues, one being equality and discrimination. One point that is made in this report is that equality must be abided by through PSED and the Equality Act 2010. Other aspects of the role rely on the selection of staff, with a multitude of available strategies for the selection process. The involvement with staff is also just as important in order to gain an engaged workforce, by making sure the project supervisor has a constant connection with their project group. If there is no engagement, employees can feel left out and without a leader, which could ultimately cause a project to fail without monitorisation and guidance to the vision. 

Other key factors discussed throughout this report, is the implementation and approaches of producing a high performance and efficient team. Example of this are Maslow’s Hierarchy of Needs and KPI’s, both tools that can be put into practice to motivate the work force, with KPI’s being targets that employees reach to gain rewards, and Maslow’s Hierarchy of Needs to satisfy any workplace needs that the employees crave, this could be from physiology to friendship needs, and even safety needs. All attributes that a leader or manager can supply for their employees, either through themselves or by providing such facilities like counselling.
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[bookmark: _Toc8068505]Introduction
As a newly appointed Project Manager by the Managing Director for a small company called Swansea App Synthesis, expected is a report that helps address a few issues when hiring new staff. As the project manager, permission was given by the company to build a new team consisting of a ten staff total, for which half have come from an existing project in the company and the other half must be recruited. 

In this report, steps have been taken in order to recruit the most effective and efficient staff members for the project group while tackling and identifying potential issues, while also taking into consideration PSED (Public Sector Equality Duty). PSED is a very important factor due to the misogynistic workplace of the past, in order to bring equality to the workplace, a regulation was put in place in 2010 called the Equality Act.

Other issues must also be taken into consideration when recruiting staff because of the type of data staff will be exposed to. Throughout this project, employees with be dealing with NHS information which can be very sensitive information covered under data protection, along with traumatising information handled by the employee. Due to the type of information being handled in this scenario, methods have been suggested for Swansea App Synthesis so they can go about employing new staff for the project team.







[bookmark: _Toc8068506][bookmark: _GoBack]Background of a manager
As the newly appointed Project Manager, with this new position in the company the main goal of any manager is to accomplish organization goals set by the leader, in this case the Managing Director. [1] A study by Henry Mintzberg shows that the role of a manager is not simply one role. Instead the title can be split into 10 different roles called Mintzberg’s 10. [2] 
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Figure 1. Showing the most recent comparison between leadership and management in a workplace by Lunenburg in 2011. [3] [4]

These ten roles are split into three sections called interpersonal, informational and decisional roles. Each role has very important sub roles as seen in the bullet points below. [5]

1) Interpersonal – Dealing with external and internal contacts.
a) Figurehead – Legal and social obligations.
b) Leader – Staff recruitment and training duties
c) Liaison – Gaining contacts for informational purposes.

2) Information – Handles information daily.
a) Monitor – Handling a wide variety of information.
b) Disseminator – Transmits information to employees.
c) Spokes Person – Sends policies and plans to outsiders.

3) Decisional – Decision maker within the business.
a) Entrepreneur – Designing improvements and projects.
b) Handler – Tackles business disturbances.
c) Allocator – Resources handler and allocator.
d) Negotiator – Business representative and negotiator.

As a manager, there are a few responsibilities that must be taken into consideration. Firstly, managers must be able to plan; without planning problems can occur that could disrupt the progress of the project.

The next responsibility of any manager is to organise and implement by making sure the necessary training has been taken in order to complete the project, while also making available any resources needed for the team to complete the project. Without these necessary requirements could result in major difficulties and even differences throughout the project as resources will not be uniformly supplied. 

The most prevalent responsibilities are to direct and monitor the employees on the team. By making sure each employee knows the direction of which the company wants to achieve their goals. While also directing the employees to the correct resources, giving valued guidance and support if the employees lose direction of the main project goal. It is advised for any project manager to follow up with each employee in order to monitor the progress and if needed support the project.

The last responsibility of any manager is to evaluate the progress made by reviewing and assessing the goal that was set by the company’s leader. An evaluation is usually done at every step previously mentioned in order to evaluate the choices throughout the planning stages. In the planning stage this could be an evaluation of previous progress with added continuous monitoring of performance to establish if the teams project trajectory falls in line with the company’s plans. If the team fails to meet standards and the proposed direction of the company, in this stage changes can be made to either support the team to reach these goals or set a more reasonable business plan to ensure success.
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Figure 2. Showing that to be a manager it takes experience, with vision and much analysis in order to be successful, management can be defined as an art or a science. [6]
[bookmark: _Toc8068507]Critical appraisal of staff selection
[bookmark: _Hlk7786616]Throughout the rest of this report, one role out of the Mintzberg’s 10 will be further investigated and discussed thoroughly. The Mintzberg role in this scenario is the leader, where it is the task of the manager to select and recruit the correct staff through various means. 

Currently there is a team of five employees taken from an existing project team that has been used in the company in the past, however, the Managing Director has given permission to employ five more team members in order to complete the team as a total of ten team employees for the project. 

All existing employees are currently between the ages of 25 and 35, however, due to the company being in the public health sector, the NHS has a duty to make sure there is equal opportunity for all employment. Currently the team is mainly male, which means the team does not qualify as equal under PSED. The proposition throughout the rest of this project is to recruit another five employees potentially aiming for female candidates, while not primarily seeking out women as this would not be considered as an equal opportunity during the interview process.  While possibly looking at extending the age bracket in which the company hires their candidates. With these changes, it could help promote a healthy diversity throughout the workplace by eliminating toxic masculinity. “Our aim is therefore to provide a safe environment free from discrimination and a place where all individuals are treated fairly, with dignity and appropriately to their need.” [7]
[bookmark: _Toc8068508]Selection and Recruitment of Project Team
There are many different techniques that companies use in order to select the right staff for the job. Many techniques are under the term ‘selection tests’, which are tests used to analyse the future employee by personality, abilities, honesty and motivation. There are many selection tests available, mostly emotional intelligence tests, that measure many different factors for example stress management and adaptability as seen in figure 3. Other tests also exist like behavioural interviews and handwriting analysis which are two examples out of many tests could be seen when employing the right staff. 

[image: ]
Figure 3. Showing the different attributes tested in emotional intelligence testing. [8]

However, even though the proposed method of selecting staff for this scenario should be based of emotional analysis due to the nature of the data that the business is handling for the NHS. For this the recommended is a Psychometric test [9], which allows any employer to test a range of different attributes. For instance, this method covers ability testing, aptitude testing and personality profiling. 

The benefits of this is that not only can it check basic attributes looked for in a workplace like error checking, numerical and verbal reasoning. It can also test for what is called “metal measurements” [10]. This means these tests usually work by presenting the candidate with statements describing different feelings and moods. As Swansea App Synthesis is dealing with sensitive and potentially upsetting information, it is encouraged to use this method of selective testing in order to find the right candidate for the job. [11]
Another example of a test that could be applicable is the GRE psychology test [12] that is an advanced testing scheme that is a more in-depth psychological testing method with approximately 205 multi choice questions.

Due to the nature of how complex the GRE psychological tests are, psychometric screenings are more widely used. An example of a company that does these tests is Penna [13]. The two main attributes with Penna’s version is the personality questionnaire, which again tests how the candidate is likely to behave in the workplace. Along with a managerial judgement test, which measures the ability to deal with simulated challenges that a manager would face in the workplace, by the evaluation of how the candidates handles those situations depends on the result. [14]

SHL [15]  is another example of a company that offers tests that could also be implemented in Swansea App Synthesis to predict and drive the team’s performance. Another company called OPC Assessment [16], is a company that offers a range of different tests for the specific job role. Both businesses help make the employer aware of the candidate’s personal profile, including managerial judgement, people management and other tests like SHL’s verbal ability tests as seen in figure 4. 
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Figure 4. An example of verbal reasoning results provided by SHL. [17]
[bookmark: _Toc8068509]Public Sector Equality Duty in Practice
Even though selecting staff seems rather straight forward it can also get rather complicated by the means of equality. Considering how equality was ignored before 2010, legislation was put in place called the Equality Act 2010 which contains what is known as the PSED, which makes sure age, gender, disability, pregnancy, race, religion, sex and sexual orientation are not looked down upon when applying for a job. [18] As well as testing workplace capability, all applicants interested in joining the team should include their age, sex, sexual orientation and ethnicity etc to ensure that equality checks can be made.

Due to Swansea App Synthesis being a public body, they must be listed under a regulation via Gov.uk, schedule 19 of the Equality Act 2010 [19]. This regulation states that all employers must follow the strict rule of equality when hiring and selecting candidates. An example of a regulatory body that maintains network standards as linked to Swansea App Synthesis is Ofcom [20]. Ofcom are a business registered under the Equality Act 2010, and any company who is regulated by Ofcom must follow this act. 

There is a term called “Breaking Glass” or “Breaking the Glass Ceiling” [21], this term was introduced by Marilyn Loden in 1978. This means that women were and still are tackling to break the barrier. An example of this can be seen by CIMA. “Women now make up a third of CIMA’s members and just under half of CIMA’s students, but our female members are six times less likely than male members to be in senior roles such as CFO or CEO.” [22] This may very well be due to the strict structure enforce by society onto women in the past; having to uphold the housewife image and not having the option to focus on career but rather family. Alternatively, reasons could be simply be due to “Inequality of Opportunity” [23], where women are not given the opportunity to progress.

A speculated issue that has arisen in the coming years is that of the “Gender Pay Gap” [24]. However, it can be seen in Figure 5 that it does exist according to the House of Commons in 2018. Though despite this evidence, it is believed this is not truly accurate due to the job role differences in men and women, for example men are more willing to do the dirtier jobs that females are not willing to do. This is potentially a very accurate fact that results in men getting a higher average wage compared to women, this could be as simple as the riskier the job the higher pay due to “Danger Pay” [25]. As seen in figure 6, a survey was done by the Bureau of Labour where most staff that have the highest paying jobs is in fact male. It is stated by the BBC; that in fact paying different wages to male and female has been against the law in 1970, when the Equality Pay Act came to light. Which is now covered under the Equality Act 2010 [26].
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Figure 5. The comparison of pay differences between Male and Female in the workplace. [27]
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Figure 6. Top 20 Most Dangerous Jobs of 2016. [28]

An example of something that is not covered by the Equality Act are tattoos, meaning employers can in fact not hire a candidate due to having body art. However, “38% of the global respondents say that have at least one tattoo”. [29] This means that with such a high percentage tattoos should be considered normal as it does not affect the candidate’s personality or ability to work. An example of something that also used to be heavily judged in the workplace was if someone was a part of the LGBT (Lesbian, Gay, Bisexual and Transsexual) community, however overtime it became a normal part of life, yet still contracts a lot of toxicity from the more masculine work places despite the Equality Act.
[bookmark: _Toc8068510]Conclusion
To conclude, in this chapter it was looked upon one everlasting and problematic issue that is within any workplace environment. Not only is equality a major issue during everyday work but even before the candidate even has the job, during the application stages it is an issue. Therefore, during the many methods through the selection stages, PSED must be highly taken into consideration when hiring staff. There are many steps to solidify a career, with many options in order to get the upper hand over other candidates, however before 2010 a lot of employers would not think twice when hiring a male over a female candidate purely based on gender. Due to these issues the government put a legislation in place in order to stop judging performance based off gender. 

After appropriate research and discussion, the proposed method of selecting staff is through the Psychometric tests due to its measurement of someone’s mental status. Which is believed to be needed in this current job opportunity for Swansea App Synthesis’s recruits in order to function to their fullest potential when handling sensitive and upsetting data.


[bookmark: _Toc8068511]Developing high performance practices
Once the selected method chosen has been completed, all interviews have been done and the correct candidates hired, it is time to make sure all new and existing employees are up to date on the training needed whilst making sure they are producing material for the business at a high enough standard with high performance throughout. Without a high performing team, it could result in the main goal of the project to be sacrificed through delays and errors throughout the project.

There are many methods that could be used in order to achieve high performance results from the project team, firstly the simplest method could be through Personal Appraisal and Development Review (PADR). For example, the NHS have a question-based form that employees complete for the employer to review the performance expected through. Usually asking employees to complete previous objectives, along with what development has been made through training that could help advance objectives made in previous PADR’s.

An example supplied by the NHS of PADR benefits. [30]

· Improved staff morale and performance through staff engagement
· Staff are clear about what they are doing and why and have the skills required to do their job
· Skills gaps can be identified, and staff skills developed to drive improvements in patient care
· They inform succession planning and role redesign
· Discussion between managers and staff are encouraged, improving communication and relationships

It can be seen by this survey by Engage for Success [31], stated that NorthTrust an NHS foundation trust that is based in England had positive results. With as high of 85% of employees in the NHS being fully engaged. It is very important as another step to a successful project that the team are fully engaged with a manager in order to be able to monitor the overall productivity of the project. With this in comparison in figure 7, the employee if fully engaged will have passion for the work they do, without this employer to employee relationship an employee could feel left out of the business resulting in a non-engaged attitude, or even an actively disengaged attitude.
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Figure 7. The three types of employee. [32]

In order to create an engaged and effective workforce that continues to roll out high performance projects there can be a few simple steps in order to satisfy this need, see figure 6.
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Figure 8. Maslow’s Hierarchy of Needs. [33]

Maslow’s hierarchy [34] was made by Maslow in his observations of humans, showing what needs employees have. With these needs satisfied the project team should be fully motivated to engage with the company, in order to complete work to the highest standard possible. Belbin [35], a company that uses roles called the nine clusters of behaviour, enables companies to check the effectiveness of their team by implementing Belbin’s resources. By doing this, companies can see employees’ strengths and weaknesses throughout the team.

As seen more in-depth later through this report at Chapter VI, another great method of producing an effective team is using targets and goals, where the employee’s complete tasks in time and to a high standard with a reward. It was stated by Mills that by setting goals for employees to complete, by helping employees define their personal goals (Maslow’s Hierarchy of Needs), managers are putting them on a path where they can achieve organisation goals. [36] 

As seen below, there are 10 leadership techniques for building a high-performance team defined by Phil Harkins of Linkage [37] that can be taken if the team is underperforming.

1. Define a very clear picture of the future, a vison for the team.
2. Be genuine, even if it means lowering your guard.
3. Ask good questions.
4. Talk about things, even the hard things.
5. Follow through on commitments.
6. Let others speak first.
7. Listen.
8. Face up to non-performing players.
9. Have fun, but never at others’ expense.
10. Be confident and dependable.
[bookmark: _Toc8068512]Conclusion
[bookmark: _Hlk7787016]To conclude this chapter of the report, after research into the three types of employee, there are simple methods that can be taken into practise throughout any organisation in order to make for a fully engaged workforce. Through implementation of Maslow’s Hierarchy of Needs, the company will be able to clearly understand and underline potential issues that could arise with their employees, essentially helping predict any behavioural needs that could occur. It is understood that with these needs satisfied by the organisation, the projects team can work to the best of their ability with high performance turnover. If the employees are satisfied, they can make this aware to the organisation through the annual PADR that will be able to underline any present issues through feedback questions presented by the organisation to the employees. 
[bookmark: _Toc8068513]Leadership approaches for staff efficiency
In this chapter the goal is to produce a method that can be used in the workplace that can maximise staff efficiency. As Swansea App Synthesis is a software development company, a method can be proposed in order to make sure the project team is suitable and effective.

Firstly, any employee selected must have the correct training necessary in order to do the work asked by the manager. However, due to half of the team being existing employees it is under advisory that they may need retraining for the current project. Mentoring is also advised in order to make sure the task given is understood and followed according to the relevant policies, for example GDPR (General Data Protection Regulation). 

GDPR [38] should be set as a policy within the business as a statement that outlines how the organization will go against protecting the personal data it processes. “For the purposes of this chapter, policy is a collectively agreed statement of beliefs and is informed or guided by philosophy and principles.” [39] In this scenario the organisation must have a strict policy that protects them against an employee’s actions regarding data protection should the NHS has any data breach it could cause traumatic problems. Anonymity of data is very important so it does not get traced back to the patient, for example through pseudonymisation [40], the team should be effective in protecting data.

It is believed in most cases that the most effective method to make sure staff is effective at what they do is through counselling, this method should be offered to anyone in the organisation due to the potentially upsetting information that would be handled. By offering this, mentally sound staff will be able to do their job more proactively, with this support staff will not worry about any sensitive data.
[bookmark: _Toc8068514]Conclusion
[bookmark: _Hlk7787241]To conclude in this chapter of the report, simple solutions can be looked upon in order to identify whether or not the candidates that are either in the recruiting process or are already recruit, have adequate training to do the job in order to maximize staff efficiency. Another simple method could be to introduce certain policies within the company assuring the staff are keeping to the vision of the company, while also being ethical in the process by biding by Data Protection. As mentioned in the previous chapter, another key technique to assuring staff efficiency within the workplace is to review PADR’s, which usually asks similar questions to, “is there any further training required to do the job?”. With this, the organisation will be able to review trends in staff answers to assure training is up to standard.
[bookmark: _Toc8068515]Advancing performance with kpi’s
KPI’s (Key Performance Indicators) in basic terms allow for a formal collection of data throughout the organisation in order to indicate trends, by measuring the performance of services in the organisation.

There are two types of leadership styles, transactional and transformational. [41] A transactional leader is a leader than relies more on trade via the follower and leader, which means followers are usually compensated for meeting performance criteria or goals. Whereas a transformational leader is a style that fixates on the development their employees as well as the needs of the employees.

As the staff in Swansea App Synthesis are going to be handling data, KPI’s are introduced as a method of monitorisation. This method allows for employers to see the performance of their staff by using targets and if the targets are not met then the employees will know. An example of this could be an OTD (On Time Delivery) [42] or operation performance method, where employers will set a deadline for work or even set a goal of how much work should be done per day, month or year. A measurement of performance could be in this scenario how much health data is archived over each day, with low numbers employers will know there is something wrong.

KPI’s in some cases offer great advantages to employees that also boost motivation by possibly offering commission or an annual bonus. In other cases, it offers privileges to buy shares in the company, for example Admiral [43]. This helps to make a more effective team by giving more motivation to complete the vision set out by the manager. Not only do they benefit the employee, but they benefit the company by ensuring the staff are meeting the requirement.
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Figure 9. An example of what existing businesses measure as Key Performance Indicators. [44]

According to the NHS, Performance Monitoring should [45]:

· Help to define performance targets/goals across key aspects of service delivery – including the management of resources (personnel, infrastructure), customer service and financial viability. 

· Provide a comprehensive picture of your organisation’s progress towards achieving its performance targets/goals.

· Provide an early indication of emerging issues/pressures that may require remedial action. 

· Indicate where there is potential to improve the cost-effectiveness of services through comparison with other organisations.
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Figure 10. A standard KPI report, showing current performance, with a visual indicator of when the employee is off target. [46]
[bookmark: _Toc8068516]Conclusion
[bookmark: _Hlk7787249]To conclude this chapter, KPI’s are very important in the modern workplace. By setting goals and targets it can help promote higher performances from employees. It does this by giving the advantage to the group of potential pay rises through commission, shares or even annual pay bonuses which increases staff motivation which helps to advance performance throughout the organisation with money as a motivator [47], or alternatively rewards as a motivator. Its advised that KPI’s should play an important role in motivating the project team at Swansea App Synthesis, by setting a weekly target of how much NHS data is handled. If the team member is below target, said employee would not get commission based on poor results, if the employee is above target then they could receive commission based on good results in handling NHS information throughout the week.
[bookmark: _Toc8068517]Executive summary & conclusion
To give an executive summary, with the mind set of keeping this brief, focused and to the point, underling the key points of each chapter of the report with recommendations.

	Firstly, chapter three looks upon how to go about selecting staff through various methods, as well as looking into how PSED can affect the selection process. It is recommended that the company take PSED into serious consideration due to the profound evidence throughout the report, with this it is also advised that in order to select the staff, psychometric tests are used to discover a candidates’ mental state.

	Secondly, chapter four looks upon how to encourage an engaged workforce throughout the organisation. It is recommended that the company abide by Maslow’s Hierarchy of Needs to be able to increase all aspects of work life to get the best from their employees in the future. Another practical method that is recommended for securing an engaged workforce is by letting the employees inform the line manager what they want or need through PADR’s.

	Thirdly, chapter five simply looks at how to maximize staff efficiency, examples of each chapter could be taken as a motivator for a more efficient workforce, like Maslow or even the later summarized point, KPI’s. Each method is a great way to ensure staff are working to the best of their ability. However, as a leadership approach to efficiency, the recommended method would be to introduce PADR and policies which ensure staff are working to the guidelines of the business and the law, such as Data Protection.

	Lastly, chapter six comes to the final point of how to best motivate an organisations employee through money as a motivator, or alternatively rewards as a motivator by introducing KPI’s. Through setting targets for the employees, so they have a goal to aim for it is not only a method of enhancing employee performance it also is a great method of keeping tabs on employees. By making sure they reach targets it can allow the company to track productivity and see if the employees are doing their job correctly. It is recommended that a KPI is used called OTD where the group are given set dates that complete work must be handed in by. If employees do not achieve this goal, then no bonus or commission is rewarded.
[bookmark: _Toc8068518]Conclusion
To conclude this report. Through various methods of selecting staff with many tests that can be applied to any candidate in order to find and put together the perfect group for Swansea App Synthesis. It seems that after much research into equality that it is not as simple as just going through applications as there are many factors to take into consideration, in this scenario it is PSED. Equality was the main point that had to be made in the first section as it is believed to be the most important factor when applying for a job as it can be considered a major limitation for candidates. Making sure that PSED is followed is very important because Swansea App Synthesis is a public body, which means they must follow Swansea Governments’ schedule 19 of the Equality Act 2010. Due to having this regulation, the employer must follow the strict rule where equality applies, and discrimination will not be tolerated when selecting staff, no matter personal views or opinions.

	After much research into leadership approaches to performance, along with analysis into methods of having an engaged and effective staff, it is believed that all these apply under one category, which is motivation. With Maslow’s Hierarchy of Needs, PADR’s, policies and KPI’s it is seen as the best approach to having an effective, efficient, high performance and engaged team because all needs are met, along with being motivated through rewards with KPI’s.  
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