


Executive Summary:
The purpose of this research paper is to discuss about how to maintain a healthy relation between a team and manager. This is demonstrated through the set task of being responsible for recruiting five out of ten people in a team on behalf of the NHS Wales Informatics Service. 
The key points discussed in this paper are in relation to the recruitment process, development of the team and the appropriate leadership approaches to help with this. In relation to the recruitment process, PSED and Rodger’s 7 points plan are discussed and recommendations are made. As part of team development, Bruce Truckman’s ‘Forming Storming’ is explained and followed because it provides good information on how a team can be developed. For developing a team, good leadership qualities like communication skills and monitoring the members of the team are required. T.V.Mumford leadership approaches are mentioned along with appropriate recommendations.
Key performance indicators which help monitor to the team development are discussed. Overall, a number of factors, theories and approaches have been considered in relation to the task of recruitment.





1.Introduction:
It is widely acknowledged that the managerial role is essential to business success. Managers are critical resources, and more is expected from them by the organization [1].  As the new Project Manager for the software development company “Swansea App Synthesis Ltd”, I have been consigned to select and develop a new team to address the use of analytics on health data for the client NHS Wales Informatics Service. 
The proposed size of the team will be ten, half of whom will be from the existing project group (who are currently uniformly male, between 25 and 35 years old) and the rest will be newly recruited. The process and standards of Public Sector Equality Duty (PSED) will be followed during recruitment as NHS is a public sector organisation (Government Equalities Office, 2015).  
Employees’ wages will be paid as per the National Minimum Wage and National Living Wage [2]. Wages may vary as per their knowledge and their work experience. As part of recruitment, two types of job roles have been designed, one of them will be a “Data Analyst” and the other one will be a “Senior Information Analyst”. We will be recruiting three junior Data Analysts and two Senior Information Analysts. Newly qualified graduates will also be considered for the junior roles as they bring fresh ideas and perspective to the projects.  Below is the detailed report that lays out the vision for the development of the team to work on the above-mentioned project. Careful consideration has been given to a number of factors, such as how staff will be selected with PSED criteria, ways to develop an effective team, suitable leadership approaches and key performance indicators to monitor team’s development. In each section, the literature in the area is critically presented, and where applicable, this is followed by a recommendation for this particular task.
2. Staff Selection 
2.1 Overview 
A schedule will be prepared such that routine works will not be majorly affected. Based on the number of applicants who meet the job criteria, the number of interviews to be conducted will be determined in advance and planned accordingly.  Experienced staff members will be selected to conduct the interview of the shortlisted applicants. Also, interview rooms at the organization will be booked in advance for all the scheduled interview dates depending on the available resources. 
2.2 Application of PSED principles for this team
As a part of the recruitment process, we will follow the aspects of the Public Sector Equality Duty (PSED) standards. There will be no discrimination, prejudiced or biased treatment of different types of people, including on the grounds of age and gender. Applications from all groups will be accepted for this recruitment process and shortlisting of candidates will be based entirely on their ability and skills. However, because the current constitution of the team is entirely male and in the 25-35 age group, it may be appropriate to consider taking ‘positive action’ [3] to ensure balance in favour of female candidates as well as other age groups.  Positive action is undertaken by employers in order to balance representation from under-represented groups. This will not be done at the shortlisting stage but may be considered at the final selection stage only if candidates from the under-represented groups are suitably qualified (i.e. as qualified as the other candidates) [4].
Highly experienced people tend to bring in expertise to the team that will benefit more junior colleagues and the organisation in general.  However, we will also need to account for the cost implications of hiring such experienced candidates.
Prepare appropriate application to be filled by the applicant and make sure that it is been filled completely. Screening the application of the applicant will make easy to move to next levels [5]. Recruitment process will involve preparing job specifications, person specifications, inviting the applicant, conducting the interview and selection process.  These are discussed below.
2.3 Sources of recruitment:
Choosing appropriate sources of recruitment is important for attracting the right candidates to apply. The sources could be internal source or external source [6]. Internal source of recruitment is when employees of the same organisation are invited to apply through internal advertisements.  There are some advantages to choosing internal sources such as cost savings through reductions in money spent on agents or online recruiters [7]. It also allows the recruitment of internal candidates who have shown that they are trustworthy, and the process can contribute to reducing employee turnover [8]. Internal sources of recruitment are helpful to motivate the existing employees of the organization. The disadvantages are that the organisation may lose an opportunity to find skilled external candidates and internal candidates may be more reluctant to change existing methods of working [9].
External sources include media, employment agencies and government websites. Advantages of using these sources are that the organisation can benefit from new ideas from new people, who may be more open to changes in existing processes. There is also a financial benefit in terms of salary negotiations with the right candidates through external agencies [10]. Disadvantages to using external sources are that it may take a long time to train candidates who are new to the organisation and for them to develop loyalty towards the organisation (ref).  
Recommendation: We will begin by using internal sources of recruitment.  If this does not result in suitable candidates, we will then move to external sources.
2.4 Skills required:
Below are the skills required for a Senior Information Analyst role:
· Ability to set all organisational reporting guidelines
· Liaising closely with the stakeholders, managers, IT team to gather reporting requirements
· Ability to deliver all data quality tasks
· Strong understanding and significant experience in data analyses, data management and databases
· Problem-solving ability 
· Proficiency in Microsoft Office (Excel, Access, Word) and SQL
· Ability to communicate efficiently both verbally and in writing
· Experience in managing small to medium teams is a bonus
Below are the skills required for a Data Analyst role:
· Good knowledge / experience in Microsoft Office (Excel, Access, Word) and SQL
· Strong understanding of data analyses and databases
· Problem-solving ability
· Any prior experience in data analyses and data management is a bonus 
· Ability to communicate efficiently both verbally and in writing
Ideally, it would be good to recruit candidates who meet all the above skill sets.  However, it may be difficult to find such candidates and it may become necessary to recruit candidates who ‘most’ if not ‘all’ of the required skills. It is anticipated that such candidates can easily pick-up skills from other team members. Probationary period will be given to the new employees, and usually ranges between one to six months after the joining date (ref).  During this period, newly recruited employees will be monitored and assessed during which the employer can terminate their contract if the employee fails to meet the company’s standards or is otherwise considered not suitable for the role (ref).  This period is like a safety net for the employer. 
Recommendation: In our case, it will be a 3-month probationary period which will be on a mutual agreement with the employees.
2.5 Job description:
Job description is an important part of the recruitment process. This is generally very descriptive and contains the details of the job role and responsibilities (ref).  Project / Senior Manager / immediate supervisor of the job role will prepare the job specification (ref).  HR of the company will sometimes add company benefits within the job specification to attract good candidates.
Recommendation: In our project, it would be ideal if the Project Manager prepared the job specification along with any company benefits that can be added after checking with the HR.
1) Important points to be covered within a job description are detailed below (ref):
a. Title of the job
b. Job role and responsibilities
c. Details about the team within the organisation
d. Location of the job
e. Some adverts contain salary range
f. Job flexibility
g. Working conditions
h. Number of holidays
i. Qualifications required
j. End date of application
k. Number of positions available 
2.6 Selection Process:
Rodger’s 7 points plan [11] is a popular framework for assessing person specification.
1. Physical presentation: There is saying called “First impression is the best impression”.  The way in which the candidate presents their application and the effort taken by a candidate towards how they present themselves for the interview may provide some information about the candidate.
2. Attainment – checking the qualification and experience of the candidate: Most of them will meet this criterion because it will be specified in the advertisement.
3. General Intelligence – checking the mental ability of the candidates:  
Understanding his learning skills will help the organization plan for training and development as necessary.
4. Special Attributes – any other specific attributes: Problem solving skills and previously gained knowledge or skills will be useful for effective performance in the job.
5. Interest – understanding the candidate’s interest towards the job: This is important for effective performance.  Also, interests in other aspects of their life daily such as physical, social and creative will be important to know about.
6. Disposition – understanding the predominant characteristic and attitude: Understanding whether the person can be influenced or influence others, whether they are dependent or independent, have leadership qualities or not and whether they can work under time pressures and tight deadlines will help the organization plan the candidate’s integration into the team.
7. Circumstance – understanding the candidate’s circumstances will help understand which shifts will suit them, whether they prefer to work from home or at office, and if they can be on call outside of office hours.
Recommendation:  The interview selection and panel members will be required to familiarise themselves with the above selection process plan in order to ensure everybody works from the same perspective.

2.7 Method of Selection:
The selection methods vary between organizations. Some organizations prefer to go with job consultancies, and some will be specified to one consultant. 
Recommendation: For this task, the senior role will be advertised in organization website and junior role will be on the job portals. This is because experienced people may be selected through referrals and they may be more aware where to find such jobs. Whereas new graduates are more likely to be registered in different job portals, so it would be easy for them to send their applications.
In whichever manner the applications come, initial screening of the application will be aimed at reducing the pool. Screening will be based on the application presentation, grammar and will depend on whether the candidate meets the job specification and requirements such as level of experience required and qualifications.
After screening, before they go to interview, there will be psychometric tests, which includes reasoning, case studies and aptitude test. Saville Consulting Wave Professional Style [12] is a tool that can be used to know about the candidate’s aims, preferences, needs and talents within a work situation. It can help the employer to place the candidate in the right environment for further development, which benefits the organization. Figure1 is a sample questionnaire. Recommendation: A similar tool will be used in this recruitment task.
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					Figure 1 [12]
There are some key interview related etiquette and tips for those in the recruitment panel too (ref). It is important to adhere to the job specification list and make a note what the candidate says in relation to those. Those who are in the interview panel need to be in control, honest, direct, listen to the candidate’s questions and clarify them with patience. Finally, the interview decision needs to be communicated in the right manner (ref).  If the candidate is selected, there may be salary negotiations to be had before sealing the deal. On the other hand, if a candidate is not selected, this has to be communicated gently and in a supportive manner.  Recommendation: All of these principles of recruitment will be communicated to interview panel members.
[bookmark: _GoBack]2.8 Trends in Leadership
Currently, coaching and monitoring are important aspects or trends in leadership. Classroom training should not be the only process of learning [13] but activities that make learning and improving of leadership are also important. It also includes developing the relationship with the team and monitoring their work on a regular basis. Nowadays, staff development means giving employees the opportunity to learn from work rather than removing them from work to learn.  Encouraging the above aspects is an important part of leadership.
Mutual understanding between the team members and the team’s leader, i.e. manager, can lead to the identification of changes required to improve an organisation and then the achievement of common goals and visions that could help with executing the change.  This process is also known as transformational leadership (ref). 
3. Team Development
Teamwork involves many individual members contribution and the aim of a team is to achieve a common goal or purpose [14]. Teams that perform well are built with care and professionalism and are often on time with meeting deadlines. Team leaders will need to handle all types of issues, whether related to technical aspects or conflicts amongst team members, with the sole aim of driving towards a goal. Working in a team can lead to gaining more knowledge and often simple ideas can be improvised by sharing it with others in the team. Each individual’s performance will contribute to the team’s high performance.
3.1 Overview: 
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					Figure 2
Bruce Tuckman evaluated the four stages of a good team [15] as in Figure 2. Some teams do not achieve high performance due to improper placement of candidates and many changes within the team, so consistency of the team is important for success. The four stages from Figure 2 are briefly outlined below:
3.1.1 Forming:
In this initial stage, getting to know each other’s abilities, skills and ideas will be prioritised. It is the stage in which members adjust to the team environment and while problems might not sort out immediately, they can eventually be solved.
3.1.2 Storming:
In this stage, individuals start working together by sharing ideas and discussing with each other when they encounter real time problems. They will exchange their views and intention of their work with their team mates.
3.1.3 Norming: 
At this stage, all the team members will be delegated to undertake their particular tasks. There is usually a mature plan and common goal to accomplish. All team members will have to maintain the same standards to avoid errors at the time of integration and the team members will have to identify appropriate solutions to problems.
3.1.4 Performing:
In this stage, all the individuals in the team and the team leader will work together to perform successfully. Performance will be successful if members work together, are motivated and capable, and if solutions are focused towards addressing errors and problems. They will have to follow processes as per initial plans.  Team managers have to manage individual team member’s personalities – those who express their views clearly/boldly as well as those who may be shy or afraid to mingle with others.
Recommendation: Following the successful recruitment of a team, the team will be developed drawing from the above model.
3.2 Conflicts Assessment
One of the leading conflict assessment tools is Thomas-Kilmann Conflict Mode Instrument (TKI) [16]. It helps in assessing the individual’s behaviour in a conflict situation along two key dimensions – assertiveness (to what extent does an individual attempt to satisfy own concerns) and cooperativeness (to what extent does an individual attempt to satisfy the other person’s concerns). Conflicts can arise between two people when they are working on a common goal and that can create an unhealthy environment at work, which is problematic for the organization. Here are the five-conflict handling modes:
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				Figure 3 [16]
3.2.1 Competing
This is when an individual is assertive but uncooperative, simply trying to win and is power-oriented. When competing, individuals may try to impose their own ideas on other people. They may think that they are right and may not be concerned about others. They may put more effort to win and often try to gain the upper hand in a situation.
3.2.2 Accommodating
This is opposite of competing, where the individual is unassertive but cooperative. Individuals who have a tendency to accommodate in a conflict may give in easily to the demands of other people. They may totally neglect their own concerns and work for the plan of the other person. 
3.2.3 Avoiding
When an individual is unassertive and uncooperative, they may avoid any type of problems and confrontations. They simply avoid the situation by stepping away from it, postponing the issue or withdrawing completely.
3.2.4 Collaborating
An individual who handles a conflict situation by collaborating is considered to be both assertive and cooperative. It is the complete opposite of avoiding. Here both the people will think about their concerns and come with a creative solution. Collaborating between two persons will make them both win in their own but different ways and satisfies both their concerns.
3.2.5 Compromising
This position is in-between assertive and cooperative modes. The individual is in a moderate position and takes the middle ground. Both parties accept the others’ concerns partially and avoid the conflict, while at the same sharing their own concerns. It leads to healthy environment in the organisation.
Recommendation: After a team is developed in the way described in the previous section using Bruce Tuckman’s model, it is likely that conflicts will develop amongst team members.  It will be important to understand which position each individual team member naturally has a tendency towards so that the team manager can work towards optimising conflict resolution for the overall team.  It is possible that each team member uses different modes for different situations or moves between modes often.  Where possible, the aim will be to identify the best possible solution for the team and adopt a suitable mode of conflict resolution that suits a given situation.
3.3 Teamwork
A manager must understand teamwork in order to manage the team’s development. It is important to give, both collective and individual feedback to the members and manage conflicts between them. If the manager can prioritise, delegate the tasks and work with the team, it will help raise and solve more issues. Building trust between team members is important to manage the team but also to avoid conflicts developing (ref).
Team leaders must create a clear vision and mission, in such way that it is helpful for both that particular team as well as the organization. Change management is a key aspect of leadership - there may changes in the team, in the projects, in the management, in the services and goals. The team manager has to employ his or her leadership skills to manage all these changes, while still managing the team standards.
The team leader must not only build, but also maintain trust with co-employees and team members. If the manager respects team members as individuals and invites their ideas, this will help to increase their confidence and encourage teamwork, which in turn will lead to overall good performance of a team despite many changes.
Teamwork in the context of remote working is also something that managers must pay attention to these days. They will need to ensure there are measures in place to minimise communication gaps and delays in outputs, by monitoring and tracking as necessary. If there are any delays or hurdles, they need to be solved as they arise and where required, be solved with necessary staff development and training. 
Recommendation: For this task, for the recruited team to work efficiently, team working will be encouraged in the above manner.
4. Leadership approaches, skills and styles 
Good leadership requires some key qualities and requirements. Skills like communication helps in collecting, processing and circulating information. Good leadership skills are also necessary to analyze the strengths and weaknesses of various approaches to team work that are described above. 
Interpersonal skills are useful for interacting with others. It requires verbal commutation skills like negotiation skills with the other people in team and organisation. 
Business skills are also required, as the manager may have to make decisions about the technology, acquiring and allocating of equipment and helping the organization in managing the finance. Strategic skills are highly conceptual skills needed to understand the complexity of the system and deal with uncertainty, and to effect influence in the organization. 
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		                    Figure 4 [1]
So, from the leadership model in Figure 4, it can be said that the Cognitive triangle (horizontal lines) has more area than the Interpersonal triangle (vertical lines).  It means that, Cognitive skills may be needed more than Interpersonal skills. On the other hand, we can see that within the senior level (which subsumes), a greater portion of the total area is consumed by the Strategic skills, indicating that the Strategic skill requirements are comparatively more important for senior level jobs than other skills.
Recruitment and development of a team was earlier discussed which is a part of the leadership. Leadership is defined as the capacity to influence a group of people to achieve common goal (ref). Drawing from the literature [10] [11], below are some of the key principles that are important for good leadership. 



4.1 Planning:  
1) Seeking all available information [17].
This involves understanding the aim of the project and defining the plan from it. One needs to gather all the necessary information regarding team and task development and completion.
2) Defining group tasks, purpose or goal
Based on the project, a group is defined and tasks will be assigned accordingly. Later, team members or the group start discussing the purpose of the project to get correct and more information about the project to fulfill the purpose.
3) Making a workable plan (in the right decision-making framework)
The plan has to be feasible to implement. Using a Gantt chart for a proper work plan helps in not missing tasks/deadlines and to make sure the flow of the work will be smooth. 
4.2 Initiating: 
Firstly, team has to be briefed on the aims and the plan of the project. As this project is on behalf of NHS Wales Information Service, it would be important to explain the vision of this project so they are able to understand the vision. A plan is necessary to achieve the projects deadlines set by the client. The plan has to be discussed amongst the team and tasks for members allocated. If necessary, members can be divided into smaller groups and then tasks assigned. Setting programming and team standards is also important for the progress of the plan. 
4.3 Controlling: 
This involves maintaining team standards through continuous tracking of the work done by the team and solving issues in time. The team leader would need to give instructions and influence them so that the tasks get done on time. Necessary actions need to be taken for achieving the tasks – for instance, if any of the team members fall sick, then the team manager needs to have a plan B as a backup so that things do not get stuck. It would be important to keep discussing the project at regular intervals and drive the group as per the planned schedule.
4.4 Supporting: 
Being supportive is one of the important aspects of developing an effective team. It is crucial that the team leader appreciates both the individual’s and the team’s contribution to work. They need to be encouraged for their performance and at the same time discipline must be maintained. By encouraging them, the team spirit will be increased. Generating some fun within the team and making them tension free will help develop confidence and motivate team members. 
4.5 Informing: 
Informing the team members regarding the status of the work, reminding them of project release dates and clarifying the problem in the task if any are important. Finding new ways to impart new information, such as through pictures and flowcharts, may help with better understanding the problems. On the other hand, when team members provide the leader with information or suggestion, the team leader should be able to analyse it and accept it if it is a good idea, and implement it.  This helps to improve mutual understanding between team members and the leader and is a good sign of leadership.
4.6 Evaluating: 
Evaluating the work done by the team, checking their individual contributions towards it and filling the appraisal forms based upon their performance are all part of evaluation. Team leaders can also motivate the team and individuals through the appraisals. Evaluation and appraisal need not be difficult, especially if necessary staff development, training and regular monitoring of the team’s work is undertaken.
4.7 Staff coaching:
“First say to yourself what you would be; then do what you have to do.” Epictetus [18]. This is useful in staff coaching, which is essential to be a leader because the right guidance will give good results. The key values to be a successful coach or trainer are outlined below:
4.7.1 Clarity:
Maintaining clarity while communicating with the team is important because lack of clarity leads to many errors and conflicts within the team and outside of the team. Due to that, there will be loss of resources, time and money. 
4.7.2 Confidence building:
The team members will need to know that their leader believes in them. The leader should check their work, praise them and show his/her belief on the work that they have done. This will encourage other team members to also perform well.
4.7.3 Mutuality;
If the team and the manager are headed in different directions, it will not lead to the achievement of the common goal set out at the beginning. So, there must be a sharing of views and vision towards the goal, which means mutuality. 
4.7.4 Perspective:
A leader should not assume they know how their team members are thinking and feeling. To know them from the inside, a leader should ask questions out of the box and make them comfortable to express their problems. By knowing them well, a leader can decide what training is required. This is also known as democratic leadership [19].
4.7.5 Risk:
The only way to grow is by taking risk. Team members should know that their leader is willing to take risks and that this may sometimes mean failure and restarting with new options. Some people may be afraid that if their work fails their manager may get upset and may therefore not want to do nothing. So, it is important for a leader to create a clear and unthreatening way of dealing with errors and regular monitoring is required.
4.7.6 Patience: 
Patience is a key virtue for good leadership.  When dealing with a group of people, a leader may encounter many errors and need patience to solve it and to be balanced in their approach at all times.
4.7.7 Involvement: 
You should be honest to know about your individuals. Not just saying to do the work from desk, go and work with them. By doing this you will know more about their past work experience, family background, etc. Give them a feel that you are quite friendly and make the work done.
4.7.8 Confidentiality:
Maintaining confidentiality is important in leadership. This means protecting confidential information and is an important strategic requirement from an organisational perspective. It is also important that the leader makes sure that other team members do not leak confidential information to others. If this does happen, then the manger is usually the person who is answerable.
4.7.9 Respect:
Keeping up the trust of the employees is important. Once this is lost, it is very hard to get it back. Gaining team members’ respect is completely dependent on the team leader’s previous attitudes and behaviour.
A leader or manger should be like a coach and not like an instructor. Assigning the task and sitting in a cabin is not effective leadership.  This only happens when a leader is able to follow and fulfil the above points.
Recommendation:  As soon as the team is recruited, the above principles of leadership will be considered and relevant ones set in motion to ensure there are no leadership related problems at the later stages.
5. Key performance indicators
1) Candidate Selection: 
So many resumes will be received, but not all met the criteria. Short listing the resumes of the qualified candidates
2) Interviews:
Candidates should apply within the stipulated time frame as specified. Based on the short-listed candidates, interviews will be conducted and need to be kept consistent for all the candidates at all stages of the interview.
3) Offer:
Now, with in the time results will be announced and offer is made to the right candidate. Based on the process top candidates will be recruited and make the requirement process success. This whole 
4) Probation:
Now developing the recruited team by providing training. After that they will assessed based on their performance and make them continue with the work.
5) Team Development:
Made use of Bruce Truckman’s ‘Forming Storming’ for team development. It helps in making a successful team.  

Summary 
This is to summarise that there are learnings about the staff selection in the view of Public Sector Equality Duty (PSED), leadership development, team development, and leadership approaches. There is different source which helps in doing the staff selection. There are emerging trends of leadership which helps in developing the team like monitoring and communicating on regular basis. There are different leadership approaches which helps in the development of the employee’s performance and leads the team to achieve the targeted goals. Effective team can be built by an efficient manger which leads in organization development. Ultimately best project managers will always play vital role in such a way that organizations are highly reliable on them and they are in demand.
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In the example, the respondent has indicated
that they:

. mwmmnmwmme how well voet Lonst
* very strongly agree that they are an optimist

* disagree that they are good at generating ideas

* are unsure whether or not technology is one of their
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Because the respondent has given the same rating to two
pairs of statements, these are presented again, and the
respondent is asked to indicate which statement is most like
them and which statement is least like them.
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