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[bookmark: _GoBack]Abstract – Managers are in charge of groups of people and have responsibilities, such as communicating, supporting, training and mediating. These skills require managers to develop peer relationships, motivate employees, resolve disputes, create and maintain informative networks and make decisions based on given information. The main benefit of a team is to achieve an end goal in a more efficient manner and this work developed a team, which included five pre-existing employees and required five more from outside the organisation. However, Public Sector Equality Duty (PSED) must be considered, and therefore, equal opportunity must be given to all employees and all potential candidates. Key aspects of team building were assessed, and it was identified that complimentary skills, personality and a variety of gender and age resulted in improved performance, results and efficiency, as well as better customer and employee satisfaction. Therefore, due to existing demographics of the team, it was decided that the five employees to be recruited would have complimentary skills, and while interviewing managers would look for complimentary personalities. Communication was required to ensure team success, as it would build trust between employees and ensure cooperation. Managers were required to settle disputes and ensure employees knew their role within the group and support them as necessary. A situational leadership approach was adopted to ensure employees obtained the necessary support they required and to ensure only those who are prepared to undertake additional responsibilities were given them. Transformational leadership was considered due to the inspirational leadership style, while also encouraging employees to reach their full potential. However, it was noted that situational leadership results showed a satisfactory level regarding employees, as well as high group efficiency. Key Performance Indicators (KPIs) adopted were employee satisfaction index, employee engagement levels, absenteeism and training return on investment. These allowed managers to monitor overall group satisfaction, as well as ensuring group engagement and cooperation.
Keywords – Manager Roles, Team Building, PSED, Team Development, Leadership Approaches, KPIs
I Introduction
A scenario was presented for the creation of a ten-person software development team on behalf of NHS Wales Informatics Service and it will work for Swansea App Synthesis Ltd. The team will assess and address the use of analytics on health data, and five of them will be taken from an existing project with the other five to be recruited. 
Creating and managing a team requires the consideration of several factors, such as: the role of a manager; staff selection criteria, including methods to address aspects of the Public Sector Equality Duty (PSED); techniques to be utilised in order to accelerate the development of an effective team; and team monitoring methods.
Managers are individuals in charge of certain tasks or groups of individuals and as such have certain responsibilities. Mintzberg identified 10 roles of a successful manager and divided them into three categories [1] [2]. These categories and respective roles are: 
· Interpersonal Roles, where managers provide information and ideas [1] [2]. Roles associated with this category are:
· Figurehead [1] [2]
· Leader [1] [2] 
· Liaison [1] [2]
· Informational Roles, where managers process and display information [1] [2]. Roles associated with this category are:
· Monitor [1] [2]
· Disseminator [1] [2]
· Spokesperson [1] [2]
· Decisional Roles, where managers make use of information to make changes [1] [2]. Roles related to this category are:
· Entrepreneur [1] [2]
· Disturbance Handler [1] [2]
· Resource Allocator [1] [2]
· Negotiator [1] [2]
These roles require a manager to develop peer relationships, motivating those they oversee, resolving disputes, creating and maintaining informative networks and making decisions regarding obtaining and distributing resources [1]. It is noted by Rüzgar and Kurt [2] that hierarchical levels determine the managers role, i.e. lower level managers gravitate more towards disturbance handlers and negotiators, not as figureheads [2].
Other identified manager roles include communicators, supporters, trainers and mediators [3]. These roles appear often in times of change for companies [3]. This leads to managers needing to inform employees of major changes and how they will be affected [3] [4]. 
On top of conveying information to employees, managers are often in charge of hiring and training new employees [3] [4]. This requires knowledge of both currently employed individuals and what skills the company needs [4]. 
This report will discuss options for selecting staff, including potential skills required while also discussing aspects of PSED and how they can influence a manager’s decision on team building. Following this, numerous methods on accelerating the development of an effective team will be analysed, culminating in a decision that would allow for high performance working practises. Finally, analysis of leadership approaches which can be utilised to build, and improve upon, the trust between employees and manager staff.
Key Performance Indicators (KPIs) will also be researched to determine if they are suitable for team development and monitoring.
II Team Building
First step required is the creation of a team which can be used for the projects goal. A project team consists of several individuals who all work towards a singular goal. This goal is often the desired outcome of the project and is set by project managers. A project team requires individuals to possess specific knowledge of an area in order to efficiently carry out tasks related to the projects goal [5].
The main benefit of building a team is that teams deliver work faster and more efficiently than each individual member can accomplish without a team [5]. However, good teams do not simply appear and must be constructed carefully [5]. A team manager oversees both the team’s function and setting targets to which individual members strive to meet. Managers are also capable of speeding up the process to which good teams are formed through various methodologies which will be discussed further into the report.
Burdens placed upon project teams can often lead to high levels of stress [5]. The result of this is a reduction of efficiency within the group as well as potential failure of the overall project goals [5]. Often, a project will not succeed if a team cannot function and work together efficiently [5]. Pollack and Matous [5] noted that despite this, very little management literature has focused on forming and developing effective project teams.
As such, team building plays an important role in project success [5]. There is a connection between project success and team building, and team building moderates the effects of transformational leadership on project success [4] [5]. Transformational leadership consists of four dimensions: idealised influence, which is the behaviour that inspires strong emotions and identification with the project leader [4]; intellectual stimulation, when a leader conveys an appealing and inspirational vision to employees, which gradually leads to higher expectations [4]; inspirational motivation, the behaviour that raises awareness of problems and influences followers to develop creative solutions to these problems [4]; and individualised consideration,  providing support, encouragement and training followers as required [4].
Transformational leadership has been found to improve performance of employees, especially overall job performance and organisational citizenship behaviours [4] [6]. It is also identified that the psychological relationship between a company and employees is critical to success, as well as overall transformation leadership [4] [5] [6]. Therefore, for successful transformation leadership approaches, employees must have a strong sense of belonging to their organisation [6]. This bond between employee and management can be enhanced if an employee possesses a proactive personality regarding both work engagement and organisational identification [6].
This helps identify the importance of the relationship between employees and managers, as well as between employees and their co-workers. Many employees are motivated by the passion they have for the field, i.e. software engineers can possess high levels of motivation simply from their work [7]. However, this leads to other issues in terms of team selection.
A Group Selection
It is a manager or team leader’s job to create a group and organise that group to work effectively [5] [7]. However, this is not always a simple task. A manager must look for several qualities within individuals in order to create a functioning team [7]. This typically requires a balance of technical knowledge and employee personalities [7] [8]. These individuals can be hired from a several areas depending on the field of expertise [7]. 
Typically, groups are formed by hiring people from outside of an organisation [7]. However, often groups are put together with current employees with known expertise in other projects [7] [8]. Groups can also be created using a combination of these methods, with some employees being moved to a new project team while also hiring new employees to fill vital roles that were missing [5] [7]. Despite this, managers are rarely able to freely select teams as they please [7]. Instead, they must utilise personnel who already exist within the company, regardless if they are ideal for the project at hand [7].
As mentioned, individuals can be heavily motivated by their work and field, such as software developers [7]. As such, they desire to output their best work and may possess their own ideas on how certain problems should be addressed [7] [8]. Regarding software development, this can lead to individuals redesigning systems to fit their idea [7]. This can lead to numerous outcomes, such as identifying unique and innovative methods of problem solving [8]. However, this can also lead to time being spent tasks which aren’t required or multiple members competing in implementing their ideal solution [7]. This returns to the previous point of requiring balance to create a well-functioning team [7].
To create a balanced team requires individuals with different, but complimentary, personalities [7] [8]. Individuals who are self-motivated by their field tend to possess strong technical knowledge, while others who are self-oriented will excel at meeting deadlines and pushing work forward to complete tasks [7]. Likewise, people who are interaction-oriented are equally important as they promote and improve communications within the group [7]. This can lead to early detection of group tension and disagreements as they tend to socialise with other group members and can pick up on member behaviours [7]. 
Therefore, groups that possess self-oriented and interaction-oriented individuals can improve efficiency as their personalities become complimentary, covering for each other’s weaknesses [7] [8]. Likewise, having more varied personalities reduces the likelihood of competing interests [7]. For example, having only work motivated individuals can lead to competition with one another, whereas groups of individuals who are self-oriented can reduce group communication [7].
However, despite the ideal scenario of possessing a group with complementary personalities, it is not always a possibility [7] [8]. In these cases, it falls to managers to ensure that individual goals do not affect the groups, or organisations, objectives and goals [7]. For example, a software engineer can redesign a company’s software to improve their design but in turn can cause unanticipated consequences, despite the good intention of the individual [7]. This leads to said individual compromising the company’s objectives. To alleviate this, it is important that a manager to ensure each group member focuses on the overall objective of the group [7]. It is also important to ensure each member know their respective roles, and how they fit into the grand design of the company [7] [8].
B Public Sector Equality Duty (PSED)
When searching for members to join a project team, equality is something that must be kept in mind. The Public Sector Equality Duty (PSED) is a duty that ensures authorities consider how their policies and decisions affect individuals, or groups, that are protected under the Equality Act [9] [10]. Characteristics of people protected by this duty are:
· Age
· Disability
· Gender reassignment
· Marriage and civil partnership
· Pregnancy and maternity
· Race
· Religion or belief
· Sex 
· Sexual orientation [9] [10]
The PSED requires authorities to consider the following when forming decisions:
· Elimination of unlawful discrimination [9] [10].
· Ensure individuals with protected characteristics have the same opportunities as those without [9] [10].
· Encourage and support good relations between people with and without protected characteristics [9] [10].
The main purpose of this duty is to ensure that everyone has the same opportunities and support within an organisation [9] [10]. Certain individuals may suffer disadvantages or require special needs should they possess one, or more, protected characteristic [9] [10]. Managers should seek to reduce disadvantages of individuals, or groups, who possess one, or many, protected characteristics, as well as ensure the needs of those with such characteristics are met [9] [10].
It has been noted that businesses that strive for diversity and equality benefit from several advantages [11] [12]. These include better choice of skilled workers; better platform for creativity; greater productivity; improved customer experience; and better financial performance [11]. It has been observed that organisations that lead in diversity also enjoy high performance and profitability [11] [12]. Likewise, organisations that show bias towards one group often limit their chances of success, as well as present potential legal implications [12]. Successful organisations are those that recognise the cost associated with losing talented people based on characteristics they possess, such as age or gender [11] [12] [13]. 
Mixed teams also bring other advantages, such as wider range of experience, different methods of problem solving and varying views on problems and tasks [11] [13]. As mentioned previously, groups that communicate show higher efficiency and productivity [7] [8] [11]. This is further demonstrated within diverse groups, as this leads to improved employee engagement [11]. Likewise, greater diversity leads to improved customer experiences and even better products and marketing techniques [11]. This is thanks to the group having a greater understanding of marketing behaviour due to varied experiences and perspectives [11]. Employees performances and satisfaction can also rise due to workplace diversity [11]. However, correlation does not imply causation, but several studies have shown similar results [11] [12] [13].
C Recruitment
Several qualities have been discussed regarding team selection such as personalities and equality. However, often teams require personnel be brought into the company from outside. Thus, it becomes important to determine methods in order to search for specific skills required within the team. 
As mentioned previously, an ideal team would consist of a group of people with varying personalities and skills that compliment one another [7] [8]. However, this is not always possible and often teams require a manager to ensure project and team goals align [7]. 
In order to find five individuals to join the project team, methods such as psychometric tests, professional case studies and aptitude tests can be done to determine an individual’s skill, personality and mindset [14] [15]. Psychometric tests are used within recruitment processes for employers to determine an individual’s intelligence, skills, personality and stress tolerance [14] [15] [16]. The structure of these tests is done in a way to determine if someone is suited to work with others, process information and cope with the stress associated [15]. These tests are popular among larger organisations as they allow them to test for acquired skills instead of past education [15].
Psychometric tests have certain benefits, such as: allowing candidates to be compared in ability; making the recruitment process more efficient; and identifying if a candidate if suited for future job performance [15].
Aptitude tests are used to test a candidate’s general set of skills and innate abilities [14] [15] [16]. Such tests include:
· Numerical reasoning: used to identify how a potential employee can understand data [15] [16].
· Verbal reasoning: used to determine the capability of understanding detailed written information [15] [16].
· Diagrammatic reasoning: used to assess an individual’s capability to use flowcharts and diagrams [15] [16].
· Situational judgement: changes based on company agenda, but typically used to identify how an individual behaves in work-based environments and whether they would fit with a company’s expected behaviour [15] [16].
However, despite these tests, personality is a difficult aptitude to test for as it varies based on field of expertise [14]. i.e. software engineering does not benefit from one specific type of personality [14]. Rather, having multiple types working in tandem is more beneficial [7] [8]. The best that can be achieved is identifying if an individual can communicate with other team members, managers and potential customers in a reasonable manner [7] [8] [14] [16]. It should be noted that not all managers utilise these tests [14]. Some believe they show no useful information, believing that these tests are not comparable to more complex problems located within certain fields [14]. Other managers, however, believe the information is useful for staff selection [14].
Adaptability is another key skill required within most organisations [7] [14]. This trait can be identified by assessing a potential employee’s past experiences [14]. Adaptive individuals are sought after as they show the ability, and willingness, to learn new skills as well as possessing a positive attitude for their field of expertise [7] [14]. 
Another method of acquiring employees with required skills employed by larger scale companies is to create technical career roles that are equal to managerial roles [14]. This is done due to technical personnel advancing through company ranks into managerial positions, therefore, losing a skilled technical worker [14]. The solution involves a position that is equal to that of a managerial position in terms of status and pay but allows the individual to continue their skill contribution to the company [14].
Finally, interviews are required in order to personally acquire information from potential employees [17] [18]. Purpose of all interviews is to simply acquire information and, depending on the type of interview, determine if an individual is the right candidate for a position within the company [17]. When interviewing potential candidates, there are several aspects to consider [17] [18]. One of these is the interview environment [18]. The location should be private in order to ease the candidate and ensure all relevant information can be obtained [18]. Another important aspect is to know bits of information about the candidate [18]. This shows a sign of respect and allows the interviewer to gather more information on the candidate and determine if they would be a good addition to the company [18]. Finally, it is important to notice body language and how the candidate conducts themselves socially [18]. This can give an idea on how a candidate would function in an environment where they must interact with other members of staff [18]. However, it should be noted that a candidate could feel under pressure during this time and should be kept in consideration [17] [18].
D Summary
In selecting staff, several things must be considered. An ideal scenario would be all members having complimentary personalities and skills. Regarding the additional staff required, ideally personnel which possess skills that are not available currently within the team, but are required for the project goal, will be selected. Therefore, candidates with required skills will be interviewed in order to determine if they could function efficiently as part of a team. 
Finally, currently the team consists of 5 males within the age group of 25-35. A diverse group of both males and females, as well as greater age ranges, would reinforce and display a diverse workforce and bring new and different views to problems [11] [12]. This could also lead to innovative solutions, improved customer support and improved work efficiency [9] [10] [11] [12]. However, in practise and regarding the PSED, such goals are unrealistic and can present problems to the company. As such, while the above is welcome and often a goal of most companies, it is not a requirement. The best outcome would be to assemble a team with complimentary skills required for project success.
As mentioned, it is not always possible to assemble a team with complimentary personalities and the responsibility will fall to management to ensure team cooperation and success. Therefore, methods to enhance team productivity and acceleration of team development will be a priority for the success of the project.
III Team Development
New teams require members to communicate and build trust with one another for the team to reach a stage of high efficiency [7] [8] [19] [20] [21]. Once teams have worked together for extended time periods, their efficiency increases, and members start to understand their roles within the team [7] [8] [19] [20] [21]. However, forming teams takes time and the team goes through stages of development [19] [20] [21]. Tuckman defined these stages as forming, storming, norming and performing [19]. 
Forming stage involves the group forming relationships and signals a group working together for the first time [19]. During this stage, group members tend to act independently, and conflict is typically avoided [19]. Expected outcomes for this stage include understanding the team’s purpose, discussing milestones and short-term goals, and determining how the team will be organised [19].
Teams enter the storming stage once members become more familiar with one another [19]. This stage is where conflicts tend to arise [19]. Each member possesses their own working style and ideas, and this can cause clashes with other team members [19]. During this stage, group members can lose motivation for the project task [19]. Team leaders should attempt to gain control over disputes before they become too destructive [19]. However, these conflicts can serve to strengthen team cooperation if managed properly [19].
Norming stage follows the storming stage after a team receives support and direction [19]. This stage indicates an increase in team morale as members learn the direction and purpose of the team, as well as skills each member of the team possesses [19]. Members become more open to communication and cooperation, and as a result, team flexibility increases [19]. Team leaders can take a step back and allow team members to demonstrate their true capabilities and allow them to work towards the projects goal [19]. 
Finally, the performing stage is when all members have come to trust and accept other members [19]. Leadership can shift between various members depending on skills required to solve problems, and the team is more strategically aware, where each member understands their strengths and the strengths of other members [19]. This stage is the most efficient in a group’s development [19] [20]. Groups which possess a higher variance, or more balanced, skillset perform better as different members can aid others depending on problems at hand [7] [8] [20] [22].
As noted, team development rests heavily on trust gained by each member [19] [21]. Trust is crucial for teams as it is directly linked to team effectiveness and allows justification for everyone to contribute to the overall project goal [21] [22]. However, trust can be difficult to build as new members of teams may have no history of interaction [21]. After engaging in communication, there are no guarantees of members beginning to trust one another [21]. There is a chance that members do not cooperate well, and groups fall into chaos [21] [22]. It falls to managers to help prevent these outcomes, yet there is a possibility that they occur despite a manager’s intervention [21].
Communication plays a major role in building trust, and consequently, a team’s efficiency [7] [8]. Through continued communication, members begin to understand the strengths and weaknesses of each member, as well as understand their motivations [7] [8]. Communication can be influences by several factors, including:
· Group size, where in larger groups it is difficult for a group member to communicate efficiently with every other member [7]. Typically, in these scenarios, managers and experienced members dominate communications where less experienced members are reluctant to start conversations or make remarks [7].
· Group structure, as people generally communicate better within informal groups than they do in formal groups with hierarchical structures [7]. These types of structures tend to have members only talk to higher up staff, such as managers [7]. Therefore, the group is prone to delays and misunderstandings as members do not communicate efficiently [7].
· Group composition, where people with similar personality types may clash and as a result, cause communications to be inhibited [7]. Likewise, mixed-gender groups tend to demonstrate higher communication rates than single-gender groups [7] [11] [12]. 
· Physical work environment, where some companies have open workspaces for staff, while others have dedicated workspaces with a mixture of private and group working areas [7].
· Available communication channels, where remote members may find it difficult to communicate efficiently as options become more limited than those who work within a singular building [7].
Methods to be used to develop or accelerate team development depend on which stage a team is [8] [19]. For a forming team, it is key for managers to outline and clearly communicate the project task without overwhelming any members [8] [19] [22]. It is also important to allow time for team members to become familiar with one another [8] [19]. Team exercises are useful for developing member bonds with one another [8] [19]. Having team members state how they believe they can best use their skills to contribute to the project can improve member morale [19].
Team managers should focus on short term goals early in team development, and ensuring members know their roles within the team [8] [19] [22]. Other key points include normalising conflict, ensuring all members feel included in the team by allowing all voices, views and opinions are heard and supporting group members, especially those who feel insecure [8] [19]. Creating 1 to 1 chat opportunities can help teams voice their concerns and opinions and allow team development to progress [19] [22].
IV Leadership Approaches
There are many approaches to leadership that can be undertaken. Transformation leadership, which was discussed previously, is a desirable form of leadership as it helps inspire employees which leads to increases efficiency within the workplace [4] [5] [6] [23]. 
As mentioned, transformational leadership consists of four dimensions: 
· idealised influence, which is the behaviour that inspires strong emotions and identification with the project leader [4] 
· intellectual stimulation, when a leader conveys an appealing and inspirational vision to employees, which gradually leads to higher expectations [4] 
· inspirational motivation, the behaviour that raises awareness of problems and influences followers to develop creative solutions to these problems [4] 
· individualised consideration, providing support, encouragement and training followers as required [4]. 
This method does work best in groups where members understand their roles within both the team and the company [4] [5] [23]. Transformational leadership has also been shown to improve employee connection to the company, as well as inspire and encourage team members to perform at their peak efficiency [4] [5] [23]. This method also sets a model of fairness with high expectations of employees [4] [5] [23]. Goals for this method must also be clearly set and understood by all members within the team [4] [5] [23].
Another approach to leadership is situational leadership [23] [24]. Situational leadership was originally proposed, studied and developed by Blanchard and Hersey [24]. This method of leadership refers to managers altering their form of style of leadership in order to fit the development of a team [23] [24]. This requires a leader, or manager, to alter their style to match their employees, rather than having employees change to suit the managers methods [23] [24] [25]. 
There are four identified stages when utilising situational leadership, which changes based on the situation and employee maturity level [23] [24] [25]. These are: Telling, Selling, Participating and Delegating [24] [25].
Telling approach for low-maturity level employees, where the leader is making the decisions and directing employees in their tasks [24] [25]. This can essential be summed up as employees doing as they are told [24] [25].
Selling approach for moderately low-maturity levels [24] [25]. Within this style, managers are still very involved in day to day activity, and all decisions made are done by managing staff [24] [25]. However, employee input regarding decisions is requested and considered before any decisions are implemented [24] [25]. This style works best with employees who are still learning and often involve managers boosting employee confidence and self-esteem within the group [24] [25]. 
Participating approach distributes more responsibility to employees rather than manager staff [24] [25]. This approach is utilised in groups of moderately high maturity levels [24] [25]. Managers do still provide direction with this approach, but decisions are ultimately decided by the employees [24] [25]. The managers main role within this approach is to provide feedback and encouragement to employees, granting praise for completed tasks to improve confidence [24] [25]. Employees under this approach typically possess the required skills, yet lack confidence or motivation to achieve goals [24] [25].
Finally, delegating approach is when a leader or manager is the least involved in employee activity [24] [25]. Employees under this method both choose the tasks and directions taken [24] [25]. This leadership approach is used when dealing with very high maturity levels [24] [25]. Managers are still involved in feedback and direction, but at a much lower rate when compared with other approaches [24] [25]. Employees know their role within the team and company with this approach and require little supervision [24] [25].
Both methods have their advantages and have been widely implemented within large and small organisations [4] [5] [24]. Transformational leadership has the potential to inspire employees and enhance group efficiency [4] [5]. However, due to the nature of the group presented with five existing and five newer members joining one team, situational leadership may yield greater results [24] [25]. Situational leadership is an easily understood and appealing leadership approach with a wide range of applications [24] [25]. It also understands and promotes flexible implementation within a group [24] [25]. Other advantages include offering interpersonal relations between managers and employees [24] [25]. This can lead to higher levels of group communication, and as a result, higher efficiency [24] [25]. Finally, situational leadership emphasises understanding of employee strengths and weaknesses, as well as when employees are prepared to accept greater responsibilities within both the group and the overall company [24] [25].
However, it should be noted that this approach can fall behind transformational leadership over time where the advantages are greater in teams that have been together for long periods of time [4] [5]. Likewise, situational leadership can struggle with defining when employee maturity levels change and has less effect on long-term gains [24] [25].
V Key Performance Indicators (KPIs)
KPIs are metrics used by businesses to determine if various factors are meet their satisfactions levels [26] [27] [28]. This typically notes if the task was successful or not [26] [27] [28]. KPIs are typically different for different companies, depending on their priorities, and are used to transform company goals into reality [26] [27] [28]. This information is mostly quantitative and is important in terms of supporting decision making of managers [26] [27] [28]. These allow businesses to enhance decision making by measuring innovation process and performance as well as optimising their process [26] [27] [28]. Without KPIs, it would become more difficult to determine how well a business is doing and more difficult for managers and company leaders to make operational changes to address performance issues [26] [27] [28].
KPIs in relation to business activities are known as lagging indicators while KPIs related to business developments are known as leading indicators [26] [27] [28]. These cover a wide range of business applications, such as financial, marketing, costumer service and manufacturing [26] [27] [28]. Once KPIs have been identified, they should be communicated to employees throughout the organisation [26] [27] [28]. All employees should understand which business metrics are most significant and understand what actions establish successful performances [26] [27] [28]. One problem with KPIs is determining how many to track in order to determine organisation success [26] [27] [28]. This can become problematic in companies with too many KPIs, as less significant KPIs distract from important ones [26] [27] [28]. Therefore, it is important to limit the number of KPIs and ensure managers constantly evaluate set KPIs to ensure their continued relevancy within the company [26] [27] [28].
[bookmark: _Hlk7484581]Team development is a metric which can be tracked using KPIs. To monitor team development, KPIs such as employee satisfaction index, employee engagement levels, absenteeism and training return on investment would provide detailed information on members of the team. Monitoring employee satisfaction can show how employees feel about their role and the company itself. Declining numbers would signal for required change, while increasing numbers would display higher satisfaction, and as a result, higher efficiency. Likewise, monitoring absenteeism allows managers to notice trends in employees attending. Low attending levels would signal managers to investigate the reason, be it personal or work related. Finally, employee engagement can be used to monitor how various members of a team interact with their peers. This metric is key as a well-functioning team requires communication and participation of all members in some form.
VI Conclusion
There are several factors to consider when creating and managing a team, including but not limited to the manager’s role within a team, staff selection, team development and team monitoring. Managers are people in charge of groups of others, and it is their task to monitor these groups and promote teamwork and group coordination. Three management groups defined by Mintzberg are interpersonal, informational and decisional. 
To create a functional and efficient team for Swansea App Synthesis Ltd, a team requires members with complimentary skills and personalities. It is shown that groups that possess these skills are more efficient and cause less conflicts of interest. Currently, the existing team consists of only five out of ten members, all male between the ages of 25 and 35. Taking into consideration not just the above observation of variance, but also the Public Sector Equality Duty (PSED), the additional five members required should possess complimentary and supplementary skills to those that currently exist within the team. This allows for a group with far greater flexibility. However, due to the PSED, there should be no favouritism in relation to gender, age or other protected characteristics. The company should encourage diversity, which has also been shown to yield greater overall efficiency and satisfaction with both workers and customers, but the company should also give equal opportunities to all members.
To accelerate team development once recruitment has concluded, group trust must be encouraged. Teams go through four stages, forming, storming, norming and performing. To start off, teams lack trust and do not wish to provoke conflict. However, as time progresses, a team will go through each step ending with performing should a team remain together. This step is peak efficiency for a team. To reach this, group activities and communication should be encouraged. These can depend on various factors, such as group size, group structure, group composition, physical work and available communication channels. Initially, managers should outline the project task without overwhelming members and give time for members to become acquainted. As time progresses, managers should ensure each member understands their roles, normalise conflict and ensure all members feel included.
Leadership management styles that can assist in this are transformational and situational leaderships. Transformational acts to inspire employees and enhancing worker efficiency. This is done through four dimensions, which are idealised influence, intellectual stimulation, inspirational motivation and individualised consideration. This leadership style expects much from employees, as well as helps and encourages them to reach their maximum potential. Situational leadership on the other hand requires a manager to adapt their style in relation to employee maturity level. This requires managers to guide and help employees of low level maturity, while gradually giving more responsibilities as their maturity level increases. Both leadership approaches have benefits, but for a project team consisting of five existing and five newer members, situational leadership has more advantages to ensure employees are not overwhelmed and get the support they require. 
KPIs are business metrics used to measure success rate of various aspects of a business. Regarding team development, there are certain KPIs which are more beneficial. Keeping into consideration that less KPIs are preferential due to greater focus, four key KPIs are identified to ensure team development. These are employee satisfaction index, employee engagement levels, absenteeism and training return on investment. This would allow managers to monitor employee satisfaction, how each team member interacts with others, employee attendance and how each employee benefits the overall company.
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