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Hallowell’s Cycle of Excellence
Emerging trends, globalization, and advancement in technology have made the current working environment challenging and highly dynamic. Consequently, this has taken a toll on the employees as they try to adjust to the changes in the business environment. Furthermore, employees are also under the constant pressure to excel and deliver in their respective tasks. The pressure affects their productivity as achieving the desired results becomes a daunting task. Dr. Hallowell analyzed these trends in different working stations and came up with the five-step cycle of excellence which aims to assist the managers to use their teams effectively. Hallowell’s cycle of excellence involves five steps which are organized chronologically for managers to achieve organization’s goals through teams. The five steps in the cycle of excellence as explained by Hallowell include selection, connecting, playing, grapple and grow, and shining. Hallowell adds that factors such as excellence, consistency and continuous improvement must be considered for desired success to be achieved.
Analysis of the Five Steps of Cycle of Excellence and their Added Value
Selection
Selection is the first step in Hallowell’s cycle of excellence model. This step requires the managers to choose the most qualified candidate for the job as well as conduct a continuous review of their performance in their respective tasks. This step also requires the managers to continuously monitor whether or not employees are satisfied with their current jobs as employee’s satisfaction in the organization is an important factor for the achievement of results (Hallowell, 2013). Thus, employees who are not satisfied with their tasks or responsibilities should be given tasks that make them feel happy. 
Connections
After completion of the selection process, managers aim to connect employees to establish strong interpersonal bonds. In this step, managers strive to incorporate the qualifications and skills of the employees with their hobbies as this enhances efficiency hence creating successful teams that add value to the organization. Adding value portrays the managers’ ability to make strategic decisions that help in creating cohesive teams.
Playing
The cycle of excellence model suggests that managers should strive to incorporate activities that encourage creative engagement of the employees. This helps mitigate workplace stress caused by the tense work environment (Hallowell, 2013). Thus, incorporating creative engagements fosters a conducive working environment and adds value to the organization by enhancing employee performance. It is therefore important for the organization to devise work environments that stimulate employee engagement through various activities.
Grapple and Grow
This step requires the managers to create a working environment that encourages the growth and development of employees. The managers encourage employee development by giving employees new responsibilities and goals that they are expected to achieve. The new responsibilities may involve something such as developing a new design for the company’s products. An employee’s success in such tasks helps the business grow as well as instill confidence and enhancing motivation (Hallowell, 2013). The employees are then rewarded in form of promotions or bonuses once they achieve the set goals. This strategy motivates employees, increase their commitment to the organization as well as add value to the organization by increasing productivity.
Shine
It is the last step in Hallowell’s model and it highlights the significance of employee recognition by affirming what the employees have done for the organization is valuable. With regards to this, it is important for the managers to recognize the performance of the employee through praise and rewards as recognition is a source of motivation for employees in the workplace (Miller, 2014). Hallowell suggests that people who shine want to keep shining hence recognition is imperative as it helps enhance employee commitment and loyalty to the organization.
Critique Hallowell’s Cycle of Excellence
Hallowell’s cycle of excellence model provides essential details on how an organization can perform through employees by explaining some vital details in regards to employee selection and how the managers should treat the employees to enhance their performance in the organization. However, the model overlooks other factors that are equally important to the performance of the organization. This argument is based on the notion that an organization is made up of numerous systems that are vital to the overall performance and productivity. Some of the factors vital for organizational performance that Hallowell’s model overlooks includes the stakeholder involvement as well as the influence that the external environment has on the organization.
My Model of Excellence
The model would still incorporate some of the steps involved in Hallowell’s cycle model with a few modifications in the Hallowell’s first step model with a few additions to make the cycle of excellence model to include other factors important for the organizational performance.
Selection
This process would still be included in the new model since it is an important aspect of organizational performance. However, unlike in Hallowell’s model which only includes the selection process of employees, the new model would also entail the selection of representative shareholders to ensure that they are also involved in the decision-making process in the organization.
Analyzing the environmental factors and how they may impact on performance
A detailed analysis of the organization’s external environment is necessary for the organization to identify the factors that would affect the performance of the employees. Managers are then able to mitigate the risks associated with the external environment by coming up with solutions that enhance the smooth operation of the company.
Enhance employee engagement in the organization
Employee engagement ensures that employees are involved in an organization’s main activities. Unlike Hallowell’s model which only includes creative engagement, this aspect will also entail inclusion in decision-making process and policy formulation. An organization will benefit by having employees who are motivated and happy hence enhancing their productivity in the organization (Miller, 2014). For Instance, Apple and Google employ this approach which has helped increase the productivity of the companies.
Employee Recognition
[bookmark: _GoBack]This would be the last step in the cycle which would be quite similar to Hallowell’s shine step. It would entail involving rewarding the top performing employees and recognizing their contributions in teamwork. Rewards may be in form of promotions, bonuses, benefits or pay rises (Murray, 2013). This helps keep employees motivated and enthusiastic to even perform better to get more rewards. For instance, Apple motivates their employees through bonuses which have helped increase employee performance over the years.
The developed model is the ideal approach for managing human capital as it addresses some of the major areas of the organization that are vital for performance. Also, the process pays particular attention to engaging employees in different activities in the organization which is vital for performance. There are also ways to motivate employees which is vital for the management of human capital as valued employees tend to deliver and meet the organization’s expectations. They are also keen on achieving the goals and objectives of the organization.
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