



Report of leadership and management	Comment by John Rees: A title like “Developing the Swansea Knowledge Factors Software Team” might give more information  as to the issue being addressed.









       

Zhen Liu


[bookmark: _Toc513199063][bookmark: _Toc513201039]Contents	Comment by John Rees: Clear layout, easy to see what you are intending to deliver.

Contents	2
1.	Motivation issue	3
1.1	Identify different kinds of staff and treat them differently	3
1.2	Set goals reasonably	4
1.3	Reward individually	4
1.4	Sub-summary	4
2.	Accelerate the development of an effective team	5
2.1	Arrange conference regularly	5
2.2	Communicate effectively	6
2.3	Payroll transparency	7
2.4	Sub-summary	7
3.	Options for evaluating staff	7
3.1	Physical condition and disposition	7
3.2	Attainment	8
3.3	Competence	9
3.4	Collaborative ability	9
3.5	Sub-summary	10
4.	Leadership approaches to adapt to this rapidly changing environment	10
4.1	Developing Trust	11
4.2	Respecting knowledge assets	11
4.3	Reputation Management	12
4.4	Sub-summary	13
5.	Executive Summary	13
Reference	14





1. [bookmark: _Toc513201040]Motivation issue
Based on Maslow’s hierarchy of needs (Maslow, 1970), people can be motivated by mainly five sections of demands, which are built on a five stage model [1]. The first two stages are quite easy to be satisfied by providing reasonable salaries and keeping their job position stable to make them feel bright about the future. The third need is about love and belonging, which becomes difficult and need a lot of time and energy to achieve, and so do need of esteem and need of self-actualisation. There are several different methods to motivate underperforming staff in the team by meeting higher levels of needs in Maslow’s hierarchy of needs.	Comment by John Rees: Nice relation to practical issues.
1.1 [bookmark: _Toc513201041]Identify different kinds of staff and treat them differently
In the mention of McClelland’s theory of needs, staff in a company can roughly be divided into three types [2, 3]. 

The staff of the first type focus on the need for affiliation. They are always regarded as good-tempered guy in a team and they are most likely to have the stable relationship with other team members. Cooperation means quite a lot to them rather than Competition, which also indicates that these people do not like venture that makes them feel unsafe and uneasy. 

The second type of staff are more radical and focus on the need for achievement. They tend to have a strong will in doing challenging works regardless of taking a lot of risks. Step feedback makes then more certain about the development of the whole project. Concentrated on tasks easily, they are more likely to accomplish the job effectively and efficiently, which, as a result, contributes a lot to their confidence and happiness.

The third type of staff are the most aggressive people, they have a favour on the need of power. These staff are always managers or executives in a company as they tends to control and affect other members. They are mighty as well, which suggests that they are crazy about competition and battle, and they like to win in all argument and debate. High position makes them feel great and respected, so they are always chasing for power and status.	Comment by John Rees: OK.  Right idea, but be careful about being overly florid in the language.

In this underperforming team, different methods can be used as strong motivators for different types of staff. For the first type, try to join them into the group and build a cozy and comfortable environment for them. Be aware that they dislike uncertainty, so when assigning tasks, remain the challenging one for other staff. As for the second type, the manager should give them challenging jobs to them as they are the most suitable people in the team to complete the risky parts of project and that are exactly what they need psychologically. For the third type of staff, the position which is in charge of others is good for them. Give them projects with clear goals as they are competition lover and provide them with enough freedom to let them be in charge.	Comment by John Rees: Fine – decent ideas.
1.2 [bookmark: _Toc513201042]Set goals reasonably 
The goal setting theory states that the outcome of the subconscious goals is great within appropriate goal setting strategy [4]. 

The theory tells us that managers should ensure that employees have specific goals that are a kind of difficult, and feedback on the extent of their work completion. For those who need high achievement, external goals are less important and they are motivated by internal motivation. But those who need high achievement are clearly a minority in any organization. Whether the goal is set by the manager alone or by the employees involved depends on the acceptability of the goal and the characteristics of the cultural feature of organization.

Make sure that the individual believes the goal is attainable. Regardless of whether or not the goal will be achieved, if employees think that the goal cannot be achieved, their degree of efforts will be reduced, let alone what will happened by applying demanding goal in this underperforming team. Therefore, managers must ensure that employees are full of confidence and feel that they can achieve prescribed goals as long as they work harder. For managers, this means that employees may not be competent for its job psychologically, while they feel that the performance evaluation system is reliable and effective and have the faith to do their job well.
1.3 [bookmark: _Toc513201043] Reward individually
Individualized rewards can be a useful motivating tool as each employee's needs are different, effective reinforcement measures for individual are not suitable for others. Managers should reward individuals based on their differences like personality, gender or capability. Managers can control incentives including salary increase, promotion, authorization, participation in goal setting and decision making. These movement show company’s care and credit to the staff which make them feel a sense of belonging and willing to work hard for the same goal.	Comment by John Rees: This works in a small company like the one we are dealing with here, but be very wary of individualised reward mechanisms in large, complex organisations, particularly heavily unionised public sector organisations.  Such approaches have a poor track record in these situations.

Rewards are linked to performance. Management must be a combination of rewards and performance. Only rewards can strengthen other factors instead of performance [5]. The main rewards such as salary increase, promotion should be granted to those employees who achieved a specific goal. Managers should think of ways to increase the transparency of rewards, such as eliminating the confidentiality of payroll and replacing them with open employee salaries, funds, and salary increments. These measures will make rewards more transparent and motivate employees as them sense the fairness of company which guarantee bright future to them with their diligence.
1.4 [bookmark: _Toc513201044]Sub-summary
In conclusion, every member in this underperforming team should be evaluated carefully, thus we can make good use of everyone’s potential to contribute to the project. If the corporation is a building, the staff should be the builders who are the manipulator of the whole cause. They are independently developed and should be cared about separately.

2. [bookmark: _Toc513201045]Accelerate the development of an effective team
2.1 [bookmark: _Toc513201046]Arrange conference regularly
According to Tuckman's stages of group development, the model comprises of forming, storming, norming and performing [6]. Arranging the conference regularly is a good method to go through these steps and develop the underperforming team.	Comment by John Rees: Do you mean conference or group meeting here?  It’s always difficult working in a second language with the nuance of how some things are phrased.

Although there are more and more digital conference collaboration tools on the market, it has to admit that the significance of how to make the conference is still a question that needs continuous exploration. An efficient meeting is an important means to increase production efficiency and team innovation. Trying out the two strategies that will be discussed below may help maximize the role of the conference.

Daily meeting should be brief and refined. The general control is five minutes and ten minutes is the upper limit. There is no need for chairs or snacks. For all staff, this is just a short, straight-forward daily administrative meeting. Meetings on time every day do not require delays in waiting for late arrivals, nor do they need to redefine hours for someone who cannot attend. Only by maintaining the clarity and accuracy of the conference can we maximize the role of the conference [7].

The weekly strategy meeting is closer to the "employee meeting" in the traditional sense. The meeting time should be always about an hour. The content of the meeting covers most of the topics. The best strategy for these meetings is to avoid discussing the detailed work agenda. Having each participant in the conference review each other's priorities will help ensure the focus and pertinence of the conference's topic, while ensuring that everyone will focus on the current task. The long-term development strategy sorted out at the meeting can be put aside this time. Remember that this conference is not used for brainstorming: this is a tactical meeting aimed at discussing how to solve problems at this stage and in the short term.

The opposite is true for monthly strategic meetings and weekly strategic meetings. At this meeting, brainstorming is the key, and everything is deployed for long-term strategy. Monthly meetings usually last for a long time. The ideal session guarantees a two-hour meeting in a focused non-intrusive environment. What we should remember is that you are brainstorming, making decisions, proposing strategic ideas and frameworks. Such meetings require time and effort, thus you can only ask the most urging issues and the most exciting opportunities. The focus of the conference can only be on future developments and plans. If there are some minor issues in the meeting, you can write it down and arrange discussions at the weekly strategic meetings.

Quarterly expansion, just as its name suggests, is a non-real-world meeting, but rather an assessment. People leave the office to jointly explore morale. Collaboration and cooperation of the team are the focus of what we need to pay attention to. The review section includes some simple daily tasks and a little brainstorming time. In fact, what we need to do here is to relax and solve the problem of interpersonal relationships in the team.	Comment by John Rees: A structured approach to staff communications, as you suggest, is likely to be a significant component in supporting team development.

1. [bookmark: _Toc513199710][bookmark: _Toc513200972][bookmark: _Toc513201047]
2. [bookmark: _Toc513199711][bookmark: _Toc513200973][bookmark: _Toc513201048]
2.1. [bookmark: _Toc513199712][bookmark: _Toc513200974][bookmark: _Toc513201049]
2.2 [bookmark: _Toc513201050]Communicate effectively
How to communicate well is an endless topic for managers to manage a company accomplishing long-term goals [8, 9]. It is important that everyone in the team works in a specific pace so that the development of the enterprise can go in the same direction. 

First of all, management of transparency reaches a really high level in contributing to the overall performance. There should be a public mail box for each company staff to look through the non-confidential e-mails which received from other business companies. This information transparency help every member to understand the development of the company and work together towards the same goal. Staff have the right to be acquaint with the current affair happened in the company [10].	Comment by John Rees: Fine, but unusual.  The risk is of too much time spent on non-relevant reading.

Moreover, communicate in an effective and efficient way. Just talking cannot make others understand what a member exactly want to express. One simple but effective method is to write it down into proposals and each list of items can be appeared on the proposals. Then Keep all kinds of incoming notifications alert within control. This is actually obvious, but it is still worth mentioning. If your account of Twitter, Facebook or Instagram has been bothering you throughout the day, you will be less likely to focus on the task at hand. Recent studies have consistently shown that humans are very poor at accepting multiple tasks at the same time. So, in order to focus more on the current task, these distracting things are shielded. You must let your team know that "offline" can work better.

At last, defining everyone’s character in a team should be an essential part of making communication well. There are people who are in charge of the team, people who manage the process of projects and people who work on the step tasks. Communication should be based on what connects between different kinds of people, power, assignments or common goal. Manager needs to make decisions for the team, cleans up the obstacles in the team and helps the players find their own value and keep them happy and relaxed. Their presence will make players feel that they are valued and respected [11].



1. [bookmark: _Toc513199714][bookmark: _Toc513200976][bookmark: _Toc513201051]
2. [bookmark: _Toc513199715][bookmark: _Toc513200977][bookmark: _Toc513201052]
2.1. [bookmark: _Toc513199716][bookmark: _Toc513200978][bookmark: _Toc513201053]
2.2. [bookmark: _Toc513199717][bookmark: _Toc513200979][bookmark: _Toc513201054]
2.3 [bookmark: _Toc513201055]Payroll transparency
For the founder of the company, they need to plant transparent, fair seeds in the minds of employees to lay the foundation for a healthy work environment. Welfare improvement is a good way to boost warmth in staff’s heart, while payment is the fundamental part of the whole thing that let people feel comfortable and safe.

As long as staff are satisfied with their payroll, they will be less likely to quit their jobs and conversely they will be engaged in what they believe that is worthwhile. Many people who feel that their salary is too low will not find a manager asking for a raise, but instead simply take the offer from another company and leave. And not knowing what salary level that other staff are will make them feel crazy about their job and future, which makes the whole company unsustainable.

Talking to staff individually can be regarded as the most magical part, can create an open company atmosphere and promote a sincere dialogue between employees and leaders. “We communicate one-on-one with our employees every month, which is a good way to understand whether an employee has met his or her job requirements. At the same time, we can also resolve the differences between the two parties in this process and find the company’s weak sector. We will talk openly and honestly with employees about salary issues, let them know what they expect from the company, and set work goals for everyone to improve performance.	Comment by John Rees: OK, but could do with a reference if this is based on the success of others in similar situations.
2.4 [bookmark: _Toc513201056]Sub-summary
In conclusion, to accelerate this underperforming team to be effective, the best way is supposed to be communicating with them individually to find out what they need correspond to the expectation to the common goal of the whole company. Within this method, staff can find their value and strive for their own goal which contribute to the development of the company.	Comment by John Rees: Don’t forget the importance of other kinds of support, including training and mentoring where appropriate.

3. [bookmark: _Toc513201057]Options for evaluating staff
1. [bookmark: _Toc513199721][bookmark: _Toc513200983][bookmark: _Toc513201058]
2. [bookmark: _Toc513199722][bookmark: _Toc513200984][bookmark: _Toc513201059]
3. [bookmark: _Toc513199723][bookmark: _Toc513200985][bookmark: _Toc513201060]
3. [bookmark: _Toc513199724][bookmark: _Toc513200986][bookmark: _Toc513201061]
3.1 [bookmark: _Toc513201062]Physical condition and disposition
Each staff should have strong and healthy body to continuously work for the assigned goal of the company. Good body condition can be shown in one’s body shape, appearance and the way of speech. Stable body condition is a vital guarantee for their psychological wellbeing and stability. 	Comment by John Rees: This may well be right, but it will bring with it a host of personnel issues unless managed with extreme sensitivity.

The manager needs to understand that it is not only the customers, but also the employees that are important to a company, because the normal operation of the company is inseparable from the employees' efforts. In the workplace, the pressure on employees is actually very remarkable. Accumulating stress for a long time is detrimental to mental health. This will affect the development of the company. Therefore, the company's managers also need to decompress employees from time to time.	Comment by John Rees: Good point, widely recognised in recent years.	Comment by John Rees: Need a reference here.

Some staff members are very capable of doing things, and management of such people should be targeted management. Due to the high work efficiency and high motivation, they are often the backbone of the organization. Managers should be aware that if such employees are very likely to be furious recently, perhaps they are under so much pressure that they will be irritated by trivial things.

Managers need to affirm the spirit of positive behaviours of this type of employees. At the same time, it is suggested that they regularly get rid of their work to thoroughly relax and rest, cultivate 1--2 hobbies and interests, encourage them to persevere and invest in enjoyment, and persist and invest positively.

However, some employees have a tendency to complain about anything, but also have symptomatic management. Some employees encountered setbacks, misfortunes, and mistakes in their work. They complained that everything around them had nothing to say about themselves. They were likely to have external control beliefs and were in a state of emotional uncontrollable pressure.

3.2 [bookmark: _Toc513201063]Attainment
Good educational background is a fundamental attainment for staff in a company to be competent in their own field and get a better development [12]. Working on a specific task or project needs a lot of special knowledge and professional skills, like IT Company needs staff to build website, set up database and develop algorithm in specific projects, which requires staff to graduate from universities in majors like software development, data mining, web design or telecommunication. And for human resource department in a company, staff are always graduated from MBA, personnel management and so on. Staff can be evaluated by this major-based method and manager is supposed to appoint different type of staff to do corresponding assignment to fit in with the development of the whole company.

Qualification is also an important item for manager to assess the staff to find out whether they have the ability to stick on doing their work. Some qualifications like Digital Skills, e-safety and ECDL (ECDL is a suite of qualifications developed by the ECDL Foundation, the leading international digital skills certification authority) are really important for IT companies to carry on their projects.

It is widely accepted that the working experience is really important for staff to do their job well and stable in a company. Many things that people with working experience know will be reflected in his or her behaviour. People can only explore through experience how to deal with difficulties and how to get along with others. It is well known that age and experience have an effect on the personal work style. In fact, leadership style is also influenced by age, experience and position. A good leader must maintain a good relationship with his subordinates.	Comment by John Rees: OK

3.3 [bookmark: _Toc513201064]Competence	Comment by John Rees: This section badly needs a couple of references.  Are you claiming these are your original ideas?  If not, use the references to show whence the basis for your thoughts comes.
Staff’s competence can be summarised as following parts:

· A person’s resilience not only refers to his ability to adapt quickly to the work environment, but also quickly adapts to the workplace environment, workplace competition, workplace interpersonal relationships, and the high-pressure working environment of the office, not only doing self-mental conditioning, but also being able to timely adjust the psychological state of others, maintain a healthy work mentality and working atmosphere.

· The power of learning is the three elements of learning motivation, learning perseverance and learning ability. Learning power refers to a person's learning motivation, perseverance, and ability. Learning power is the ability to transform knowledge resources into knowledge capital. 

· Thinking skills include comprehension, analysis, comprehensiveness, summarization, abstraction, reasoning and decision-making. It is the core of the entire wisdom and participates in and dictates all intellectual activities of employees.

· [bookmark: _GoBack]The definition of the power of execution is very simple, that is, according to the quality and quantity, to complete the task. This is the simplest and most brilliant interpretation of execution. However, it is such a simple implementation that many individuals, teams and organizations lack or are incomplete. Personal execution means that each individual person turns the superior's commands and ideas into actions, turns actions into results, and has no excuse for the ability to perform tasks with quality and quantity. A good employee never seeks any excuses when he encounters difficulties, but strives to find a solution to the problem so that he can accomplish his task well. 

· Insight, also known as foresight, refers to a person who observes things in many ways and grasps its core abilities from a variety of issues. It forces you to grasp the essence of the problem, not just the appearance. The staff who lack of insightful wastes valuable time and people resource because he cannot grasp the root of the problem and therefore cannot formulate an effective plan. A person with creative insights will often be successful at work.

3.4 [bookmark: _Toc513201065]Collaborative ability
Power of collaboration is the most valuable soft power for corporations and employees. It can integrate lone heroes into teams, transform capabilities into execution, and turn execution into final success. Cooperative power is a strong driving force for the development of the enterprise, and it is the strongest competitiveness of individuals.

There are two principles that should be followed to judge good collaborative ability of a staff. One is to focus on work, and the other is to focus on things and not on people. The project team is established on the basis of job requirements, so it must complete the work in a certain period of time under certain working pressure.

When contradictions and conflicts occur, personal feelings should be buried, and the reasons for the incidents should be analysed, and their own suggestions should be put forward. Attention should be paid to “what to do” instead of “who has ever been”. The issue of cooperation is actually not difficult, as long as we have the desire for cooperation and the sense of cooperation. With sincerity, many problems can be solved.
3.5 [bookmark: _Toc513201066]Sub-summary
In conclusion, to evaluate the staff effectively in this underperforming team, what should be focused on is employees’ current performance instead of previous acquisition like educational background, qualification and experience as they are already staff in the company and the company totally can organise training lessons for employees to increase their personal competence. The leader should have more assessment on employees’ physical and psychological condition as well as innate abilities like resilience and insight and acquired abilities like collaboration. These assessment criteria are not only good for healthy development of the whole organisation, but also do benefit to making employees change to the kind of people with more value and attraction, finally return profit to the company.


4. [bookmark: _Toc513201067]Leadership approaches to adapt to this rapidly changing environment	Comment by John Rees: In overview, Section 4 doesn’t really address the problem set.  Although the ideas are OK, leading a poorly performing team requires more than instrumental ideas.
The world is changing rapidly, and the external environment is changing quickly and unexpectedly. However, it is believed that how to face the challenges brought about by the changing environment confusing many training managers. From the author's point of view, training managers now face two severe challenges [13]:

Challenge 1: The development and changes of the times, the values of the entire society are changing, including the value of the new generation of employees, which leads to the management method of the company and the management methods must also change accordingly. As a training manager, how to help managers adjust the management methodology to improve the management capabilities has become a necessary responsibilities of job.

Challenge 2: The external environment is changeable, and the company's coping strategies are more elusive. This leads us to lose the sight of what the company will conduct in the next step. In the end, what is missing is that training managers will often feel difficult to grasp the topic of training. Specific training content sometimes is not too easy to control.	Comment by John Rees: Decent points.
4. [bookmark: _Toc513199731][bookmark: _Toc513200993][bookmark: _Toc513201068]
4.1 [bookmark: _Toc513201069]Developing Trust	Comment by John Rees: It’s a difficult area, in that it’s easy to put trust in an effective team who are working well, but not easy where the team is underperforming.  Trust is usually built over time rather than gifted.  However, in the circumstances, it might be an effective way of changing the basic patterns of poor behaviour..
People like to be trusted while working in an institution or an organisation, as trust can give them a stable psychological state that makes their emotion kind and peaceful. This is really vital for staff to perform well in an institution [14].

As the Swansea Knowledge Factors Ltd. is an AI and big data analysis software development company, the whole company will deal with rather challenging technic problems and the external competitive environment is bound to be really fierce and changeable, so the staff should have a lot of stress working in this field. What the manager needs to do is to respect individual personality of stuff and give them abundant freedom for them to make choice of how they think the work will be done. In addition, when trouble comes, give them constructive advices and listen to their feedback instead of blaming the relevant staff directly, which is really hurtful to them.

As the internet becoming a fairly useful tool, the working environment ought not to be fixed in the office. Staff should be allowed to work at home if they are more effective to complete their works at home during the time that is different to their usual working hours. This rule should be flexible and the key point of it is that the implement of this regulation should be guaranteed by the degree of completion of the corresponding employees.
4.2 [bookmark: _Toc513201070]Respecting knowledge assets
Knowledge is regarded as a kind of assets that has an economic value, which represents the ability to generate income. As a technical company, Swansea Knowledge Factors Ltd. should pay enough attention to the knowledge assets in the process of the entire development. 

The content of knowledge management is extensive. It includes obtaining and using customer feedback, promoting the learning of employees and the location of each company [15]. It is often linked with e-commerce strategy. In the past, people thought that knowledge management was dispensable. However, nowadays, if a company wants to be a leader in the future, it must use the momentum of operation management and technology development to conduct knowledge management.

Another important point for intellectual assets is to treat intellectual assets like real assets. Some knowledge from the company's point of view does not have too much value. There is also some knowledge that is the basis for competitiveness. Because of this, we began to distinguish between "knowledge assets" and "strategic knowledge assets." The latter refers to those knowledge that allow us to stand out from our competitiveness and prosperity [16].

All in all, knowledge assets which can be regarded as intellectual property plays a really important role in keeping the grown of the whole company, especially for AI company. There are a lot of big international companies like Apple, Google, Amazon and Baidu have lots of patents and advantages of technology. They have existed for so long and have contributed a lot to the whole mankind. What should be learnt from these companies is that they respect the independency of their employees which gives huge amount of innovation of the staff, so the burst of creative knowledge assets comes.
4.3 [bookmark: _Toc513201071]Reputation Management	Comment by John Rees: A tool, not a leadership approach as such.  I do accept that the total quality management approach is one methodology, but it still doesn’t address leadership
From the perspective of corporate overall management, reputation management belongs not only to strategic management, but also to brand management and marketing management. Compared with the enterprise's production management, quality management, financial management, human resources management, marketing management and brand management, corporate reputation management is the most important and core management of the company [17]. The enterprise's ability to manage its reputation reflects its vision and realm. The companies that have everlasting success are based on the brand reputation appeal and are based on the core success.

Take Haier Group's brand reputation as an example. When quality problems in the electrical appliance industry became the main contradiction and prominent focus of competition, Haier took the initiative to “break the refrigerator” and fired the starting gun to declare war on substandard products, demonstrating Haier’s firm determination to strengthen quality management in the entire society. It has produced a tremendous response; In the homogenization of enterprise products, the competition between enterprises to the stage of service competition, Haier Group has taken the lead in the domestic "five-star service", and Haier's after-sales service has so far been copied by its peers; From the enterprise competition to the stage of enterprise management and corporate governance, Haier has created a series of innovative management models such as “slope theory”, “process reengineering”, “OEC management model”, and “market chain management model”, which are highly effective in enterprise management. Its management theory and model are also included in the model teaching cases of many internationally renowned business schools.

Trustworthiness is the fulfilment process of a company's future promise to consumers or the society. The uncertainty of the future determines the uncertainty of the company's trustworthiness. The company may lose its faith to the stakeholders due to factors such as management and technical errors, miscalculations of market expectations, and inaccurate grasp of the market environment. However, as long as the company's words and deeds are consistent rather than subjective intent, and at the same time it does not bring major losses and bad influences to the consumers and the public, it will be often understood by the consumers and the society.

The fact of the reputation crisis case also proves this. Toyota's “brake gate” incident can be said to have a wide range of impacts. Toyota’s president has received severe inquiries and reprimands in the US Congress and Toyota’s sales have been affected. However, no one has accused Toyota of subjective malicious intentionally creating a "brake gate" incident. This is a mistake in the process of corporate technological innovation. Therefore, after two years of experience with the “brake gate” crisis, Toyota Motor’s global sales have returned to the top of the industry.
4.4 [bookmark: _Toc513201072]Sub-summary
In conclusion, what the manager should do in this underperforming team is to develop enough trust and freedom for their employees and this action will in turn bring plenty of innovations and motivation for the staff. In this rapidly changing world, there are a lot of objects are unexpected and unpredictable like the market environment, cash flow and lose of reputation, so nearly all the company are in dangerous “jungle” to strive for surviving. Compared with these external objects, the human is more predictable, and fortunately, human is the centre of every enterprise, so the importance of managing staff is obvious.
5. [bookmark: _Toc513201073]Executive Summary	Comment by John Rees: You’ve got the basic idea of an executive summary in the concision of information.  Unfortunately this is one area where working in a 2nd language does detract somewhat from the impact of your thinking.  The section has a number of grammatical problems.
Operating the underperforming team in Swansea Knowledge Factors Ltd. and as software development manager, the leader has the responsibility to spend time communicating with the 10 developers and tries to figure out which type of person they are individually. To achieve the main goal of the corporation, all the staff should be brought together to have conference for summarising what have been done at previous stage and setting targets for the future based on what have been done. As these ten developers are working in a team, their achievement can be assessed by their individual work and their cooperated work, and cooperation should be emphasised and those try hard to unite everyone to work together in a team should be praised and awarded by the manager. Finally, to cope with accident may happen in this rapidly changing world, managing employees and providing more trust and freedom to them should be a great way because as long as staff feel that they are respected and they can express their own thoughts, their potential abilities will be dug out and they will also work hard to achieve the common goal desperately. In addition, pay abundant attention to the importance of knowledge assets especially for this technical company.
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