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[bookmark: _Toc513198873]Motivation
Motivation is believed by researchers to be a source of lots of benefits for projects generally, such as performance, productivity, retention, success, etc[1]. In this software company, the first task of a team leader is to address the motivation issues with this previously underperforming team. In this section, the author will provide some methods to solve motivation problems and evaluate these methods.
1. Cognitive consistency of motivation
Different roles will have different consciousness. For example, a person may have a high level of academic qualifications, behaving in good manners and being polite in social life; but another person may behave more aggressively especially be a little rude sometimes. Each person's character corresponds to the corresponding role, different roles may reflect different real motivations and then this phenomenon will lead to conflicts. The first important thing for this team is to unify their goals that the final goal is to complete the current task rather than to show personal ability.
2. Score for everyone in different tasks	Comment by john: Good.  Nice to see some interesting background research, and properly referenced too.
There are some methods to deal with the problems from different motivations. Pei-Chi provided a construct to explain two perspectives: project team member composition and project task. Each task will be rated using a five-level scale format ranging from 1=’Strongly Disagree’ to 5=’Strongly Agree’. All items were presented such that the greater the scores, the more characteristics of the project team[2]. Then the leader need to evaluate each member’s performance and give the job satisfaction score in this task. Like the students at school, getting a higher score means better performance and superior recognition. In order to perform well to gain higher marks, all team members will change their motivation from accomplishing the task only to completing the assignment with high quality and efficiency.
3. Generating Alternative Solutions
Thomas put forward a theory to organizing work into self-contained tasks enables multiple workers to independently complete the same task[3]. Because different workers have different perspectives, backgrounds, and experiences. This may lead to the creation of some alternative solutions. To generate their ideas or to find a better alternative way to do the same task will lead to better results and higher efficiency. Through this method, people in the same team will change their motivation to compare with different people in the same role and find the best way for one task which will make the project better and encourage everyone be willing to learn and make progress.
4. Using McClelland's Theory
In the early 1940s, Abraham Maslow created his theory of needs. According to its importance, this determines the basic needs of people: physiological needs, security needs, belonging needs, self-esteem and "self-realization." McClelland said that regardless of our gender, culture or age, we have three motivating factors, and one of them will become our dominant motivating factor. This dominant incentive depends largely on our cultural and life experiences. Its characteristics are achievement, attribution, and power[4].
People need a fair and balanced feedback to understand if they are doing something right, so they can make some improvements. They need private feedback because they do not want to stand out.
5. Incentives Policy
As for the incentive problem of employees, each company will have its own incentive policies and measures due to different actual conditions. The difference between incentive policies and other human resources policies is that incentive policies are risky, and if they do not have a positive impact on the company, they are likely to have a negative impact. Therefore, managers must be cautious when formulating and implementing incentive policies. If you can pay attention to some necessary principles in the formulation and implementation of incentive policies, it will help improve the effectiveness of incentives.
Here are some principles for incentives policy:
(1) Incentives vary from person to person
Due to the different needs of different employees, the same incentive policies will have different incentive effects. Even the same employee may have different needs at different times or environments. Since motivation depends on internal factors and is the subjective feeling of employees, incentives vary from person to person. When formulating and implementing incentive policies, it is first necessary to investigate what each employee really needs and sort out these needs, and then formulate corresponding incentive policies to help employees meet these needs.
Make incentives for employees' needs. The reward provided by the company must have meaning for the employee, otherwise the effect is not great. Each employee can be motivated in a different way. The company should imitate the buffet approach and provide multiple incentives for employees to choose. For example, for professional women who have an old mother and children, giving them a reward for working at home for a day, maybe a substantial increase in salary.
(2) Moderate rewards and penalties
Incentives and penalties are both detrimental to the incentive effect and increase incentive costs. Excessive rewards can cause employees to feel proud and satisfied, lose their desire to further improve their own; rewards are too light to produce incentive effects, or employees are left feeling unappreciated. Excessive punishment will make employees feel unfair, or lose their confidence in the company, and even result in feelings of absenteeism or destruction; if the punishment is too light, employees will disregard the seriousness of the mistake and may also make the same mistake.
(3) Fairness
Fairness is a very important principle in employee management. Any unfair treatment that employees feel will affect his work efficiency and job sentiment, as well as affect the incentive effect. Employees who have achieved the same results must be rewarded at the same level. Similarly, employees who commit the same mistakes should also receive the same level of punishment. If this cannot be done, the manager would rather not reward or punish. When dealing with employee problems, managers must have a fair attitude and should not have any prejudices and preferences. Although some employees may make you like it and some you don't like it, you must treat them equally in your work. There must be no unfair language or behavior.
(4) Reward the right thing
If we reward the wrong things, wrong things will happen often. Although this problem seems simple, it is ignored by managers when implementing incentives. There is a big gap between the original intention of rewards and incentives for managers to implement incentives that are the most injurious, even to some mistakes.
(5) Reward timely
Never wait until the year-end award before planning to reward employees. When employees have good performance, they should be rewarded as soon as possible. The longer the waiting time, the worse the reward effect.	Comment by john: OK, but even when you have rewritten material in your own words, it is good academic practice to reference the original source.
[bookmark: _Toc513198874]Team Development
Teamwork refers to the spirit of voluntary cooperation and collaborative efforts that emerge through the team's completion of a given event. Teamwork, if used properly, is particularly important for the management team to foster the team's centripetal force.
[bookmark: _Toc513198875]Importance
In any environment that requires coordination and integration of multidisciplinary activities, team building is very important. In a technical environment, these projects are often very complex, and it is especially important to integrate many functional expertise into routine organizational environments such as routine matrices. In order to manage these multi-functional activities, managers and their major engineering staff must cross organizational lines and handle resources with little or no formal authority. Another set of challenges is the contemporary nature of engineering. The organization has horizontal and vertical communication and control, resource sharing between project and task groups, multiple reporting relationships with multiple bosses, and dual responsibilities[5].
[bookmark: _Toc513198876]What is an effective team
A team should generally have the following six basic characteristics:
(1) Clear goals. Each member of the team can have different purposes and different personality, however, they must have the same goals.
(2) Clear role. Members of effective teams must have a clear role positioning and division of labor in clear organizational structures. Team members should clearly understand their own positioning and responsibilities.
(3) mutual skills. Team members must have the basic skills to achieve common goals and be able to have good cooperation.
(4) Trust each other. Mutual trust is the most prominent feature of a successful team.
(5) Good communication. The smooth exchange of information among team members will enable the members' emotions to be exchanged, so as to coordinate the behavior of the members and enable the team to form cohesion and combat effectiveness.
(6) Appropriate leadership. Team leaders often play a coaching or backing role. They provide guidance and support to the team rather than trying to control subordinates.
[bookmark: _Toc513198877]How to build a good team
1. Psychological traits
Dealing with team relationships can be a sensitive issue and should be performed in an appropriate manner. In addition, feedback should be objective, constructive, and directed at each behavior, which may change over time. Therefore, it is very important to remember everyone's psychological characteristics when forming a new team. In other words, in order to maximize the results of Tuckman's team development model, special consideration should be given to the first stage, which should be formed to better achieve the toughest, standard and implementation phases.[6].
Psychological features express themselves in various forms and activity situations, all of which may become relevant when identifying personality traits. Therefore, the words people use in their daily life are determined by their spiritual, social, and physical conditions. In this case, personality analysis can help estimate different behaviors, habits, personal characteristics and special talents.
In the past few years, researchers have analyzed how people use words in their daily lives, regardless of their age, work or research. In these experiments, open responses to questions, natural interactions, and written or verbal texts were considered. In addition, in order to perform these analyses, different methods were used, including natural language words and automatic computer analysis.	Comment by john: This kind of statement,  this kind of paragraph, needs a separate reference.  This is because it alludes to research.  Therefore I need you to tell me where the research can be found.
2. Training
There are a number of issues of concern with this type of approach as the only method of instruction, not least of which is flexibility. Operators who do not have an adequate mental model of the process they are controlling can be subject to a number of logical errors which reveal the superficial understanding of the system managed. For example, the operators at Chernobyl did not appreciate the complex interactions between the different actions taken and the increased likelihood of a critical event. The power outages in the New York District, as a result of ineffective power distribution management, are another example of a failure at least partly attributable to lack of knowledge of the operators. It is hard to find positive examples of difficult processes which are expertly managed by operators with superior knowledge because possible incidents or recoveries are less widely reported. There are numbers of incidents in the aerospace literature where unexpected failures have had the impact reduced by highly capable operator intervention and team coordination have been particularly important. 
The weakness of an instructional design based simply on procedural training is its relative inflexibility. In many ways standard operating procedures equate with consistent mapping of stimulus cues and responses in chains of events, which is rapidly acquired. The attraction of procedural domination of training is obvious in terms of unit cost. It has been shown that exposure to greater numbers of inconsistent mappings of stimuli and responses retards the learning process but results in more durable learning[7]. Durability is clearly a factor which is difficult to quantify in proposals for training development and is less likely to attract support.	Comment by john: Good.  Strong point.
Another weakness of the ISD approach is the extreme care that must be taken in the design phase of instruction to identify all of the possible procedures the operator would be expected to manage. The difficulty with pre-emptive description of the procedures in an instructional design packages is particularly great when the system is a radical departure from that which was previously used. It is interesting to note that this is commonly the case in large-scale complex systems because of their high unit costs. The time between replacement is likely to be quite long in multi-crew systems because of the scale of the physical changes required, the operator training and the risk of failure.


[bookmark: _Toc513198878]Leadership Development
Leadership is a fundamental and strategic category in the leadership system. It is a leader’s personality and the charisma of a certain individual or organization under the conditions of its individual qualities. It is to maintain the excellent growth of the organization and The important driving force for sustainable development. In today's era, leadership has become one of the indispensable components of comprehensive leadership. Given the tremendous influence of leadership on the organization, many researchers have conducted a lot of research on leadership and have produced a variety of leadership theories.
[bookmark: _Toc513198879]Research on leadership development
Ibieta gave some important suggestions for implementing the actions of leadership development:
· The selected topics should be challenging for the target audience but not beyond the scope they can influence
· Make sure that the topic is stated in as few declarative ways as possible.
· Make sure you have a good workshop director. Participant groups can easily over-focus on the business challenges presented to them, leading to neglect of leadership development. It is important to remember the principles of action in action learning -> reflection -> learning -> new actions. Participants will have a natural tendency to please their management and solve the problems at hand while placing leadership development second. Need a good counselor to keep the team back to the reflective stage by asking correct questions that inspire reflection and learning.
· Make sure you have the support of the senior level member of the organization.
· Let team members solve the ambiguity and pressure of making full use of unstructured time. Skilled mediators will know when to retire and let the team work without external help.
· All team members must be allowed to completely escape their daily work. If they pay enough attention to this work, this is crucial[8].
Leaders need to understand their personality to provide self-awareness. This allows them to choose the appropriate management style according to the situation.
Leaders who have access to knowledge and education, understand the life cycle stages, individual needs, motivational theories, manufacturing knowledge, management style and their own personalities will be able to link the building blocks of the model. They must be able to assess and absorb the culture of the organization. Their experience should continue to make people face challenges, new systems, new cultures and various functional roles. The foundation of all these opportunities should be the person's curiosity about the unknown and his ability to challenge the status quo. The overall approach to completing the model building module will train leaders in manufacturing[9].
Nick put forward a theory on the future development of leadership	Comment by john: Be careful.  This sentence is clearly cut and pasted from another source (who is “Nick”?)  Even though you cite the reference at the end of the section, you need to pay attention to proper form and adapt the material to your work and purposes.
1. Pay more attention to vertical development
There are two different types of development - vertical and vertical. "Horizontal" development (competitiveness) takes a lot of time, but "vertical" development (development phase) takes little time. The methods of horizontal and vertical development are very different. Horizontal development can "spread" (from experts), but vertical development must be obtained (for themselves).
2. Transfer greater ownership of development to individuals
When people feel responsible for their own progress, people develop the fastest. The current model encourages people to believe that others are responsible for their development - human resources, managers or trainers.
3. Pay more attention to collective rather than personal leadership
Leadership development has reached a point where it is too concentrated and elitist. From the old paradigm of leadership living in a person or role to leadership is a paradigm shift in the new paradigm of collective processes that spread throughout the interpersonal network.
4. Pay more attention to innovation in leadership development methods
There is no simple existing model or plan that is sufficient to develop the level of collective leadership needed to meet an increasingly complex future[10].





[bookmark: _Toc513198880]Leadership Approaches
[bookmark: _Toc513198881]How to define leadership & leadership approaches
Leadership is a term used in various ways, although it can be defined as the ability to lead others toward common goals. Leaders also have many different forms and can operate at any level, so the ability to identify and develop leaders can be challenging. However, if done right, leaders can bring positive results to people, businesses and the wider community. This is why adapt to this approach to develop leaders to adapt to the organization's current needs and invest in an environment where leaders can be effective[11].
The leadership approaches are the way and means of the leader's understanding activities and practical activities to achieve certain leadership goals. Because the leadership work is the unification of cognitive activities and practical activities, simply speaking, the leadership method is the way and means used by leaders to engage in leadership activities. As a means and method to achieve leadership objectives, leadership methods have their own stipulations. In leadership practice, leaders' ability to understand, grasp, and use these prescriptive abilities will influence the degree to which leaders can achieve their desired goals.
[bookmark: _Toc513198882]Features of leadership approaches
(1) Objectivity
The objectivity of the leadership method is the most important of all the rules of the leadership method. The reason why this is so is that the objectivity of objective things and methods is irreversible, but the main body in leadership activities is the leader. The extent to which the goal is ultimately achieved depends on the attitude and skills of the leader himself in treating and applying the leadership method. Therefore, the objectivity of the leadership method is mainly implemented in the objectivity of the subjective attitude of the leader in the leadership practice.
(2) Dynamic	Comment by john: The proper term here is “Dynamism”.
The continuous development and change of the leadership system will naturally influence the leader's choice and response to the leadership methods, that is, “change at any time and move by the custom”, and constantly adapt to the changed leadership system under the new space-time conditions. It is in different stages of the development process of the same leadership system that different leadership methods should be adopted in a timely manner. This is the dynamic of the leadership method[12].
The dynamic nature of the leadership method enables the coordination and harmony of leadership activities and maximizes and effectively achieves leadership goals. Lack of dynamic leadership methods will eventually lose the ability to adapt to the environment, leading to the failure of leadership activities. Of course, the dynamic nature of the leadership approach does not exclude its relative stability in certain aspects, links, and specific historical stages. It requires leaders to adopt dynamic leadership methods to achieve steady progress in leadership activities. The leader's grasp of this dynamic and his ability to use his own feelings reflect the artistic nature of the integration of leadership science with personal charisma and style.
(3) Conditionality
The condition of the leadership method is that the production and use of leadership methods are subject to certain conditions, such as the characteristics of the leader himself, the status of the leader, objective material conditions, and environmental factors. A leader with rich knowledge content, reasonable knowledge structure, and extensive leadership experience, and a leader with a lack of knowledge, structural imbalance, and experience often face the same object and use the same leadership method. The effect will not be the same.
The conditionality of the leadership method indicates that some methods are similar to each other when they are used, and they can be used interchangeably or applied to each other. This kind of conditionality requires leaders to be unable to apply rigidly, to analyze concrete problems, to be flexible, and to use them comprehensively.
(4) Purpose
The leadership method must serve certain leadership goals and must achieve certain goals. This is the purpose of the leadership method. The choice of leadership method depends on the purpose of the leader. The concrete manifestation is the self-awareness of leaders using some kinds of leadership method; few people do not know how to use certain methods. Under the same conditions, the leader chooses this method instead of the method, which shows that the purpose of the leadership method is reflected by people's consciousness of using it. However, it should be noted that leadership methods are generally used in combination or in several ways. Therefore, there are many ways to achieve the same goal, and the same approach can achieve multiple goals. This also shows that there is no perfect method of universal leadership.
(5) Timeliness
In economic terms, this refers to the marginal benefits of a leadership approach. The adoption of new methods will often achieve greater results in the initial implementation process, but this effect will decline over time. For example, in the leadership method, reward incentives are often used to motivate the enthusiasm of subordinates. When this kind of reward is first implemented, people will have a certain amount of enthusiasm, and their enthusiasm and performance will naturally increase. But when this becomes a routine, it gradually loses its incentive to people. And, with the increasing number of rewards, people’s enthusiasm for promotion and achievement of work are inversely proportional to the increase in rewards. This means that leadership methods tend to exist in the “preservation period” of time, so “method supply” is also a crucial factor in leadership activities.	Comment by john: OK, but you haven’t chosen within the range of opportunities the ones you think are most important.








[bookmark: _Toc513198883]Summary	Comment by john: Good.  You are now selecting the things you see as significant.  The section is a little bit too long for an executive summary, but is a really suitable addition to the report in that you are making your recommendations in a succinct and useful way.
Supported by some of the theories above, the author describes in this section how to build a team and to lead a team.
[bookmark: _Toc513198884]Choose positive motivation
1. Handle employee requests.
Leaders are faced with many demands made by employees. Some of the requirements are directly met, and the other is not. The most important of these are the requests for salary increase, education and reporting. 
	Salary
	When employees make great progress or finish some tasks.

	Education
	When employees give a good learning attitude, he/she has performed well during a period of time in the past and has no urgent work in the future time.

	Report
	If the reported matter is true, you must give appropriate punishment to comfort other employees who have opinions.



2. The goal is driven.
Give employees the goals they can achieve and drive them to progress.
	Beyond the goal
	The employee should be given appropriate rewards, salary or vacation is a good choice.

	Close to the goal
	Give the employee corresponding rewards and encouragement for completing the tasks. Then, the leader can improve the goals slightly to encourage employees to make progress.

	Below the goal
	If the employee has stepped back, appropriate criticism and punishment should be given based on the degree of backwardness. If it is an employee who has repeatedly stepped back, you should consider whether the member contributes to the team. If you are a new employee, you should encourage and find qualified employees to teach them.




[bookmark: _Toc513198885]How to lead a team
1. To trust team members
As a manager, you should first believe the team members' ability, try not to interfere with their professional work, perhaps be more professional than they are, but do not tell them directly what to do in the details. All you need is to clarify the requirements of the tasks and requirements, communicate with them to ensure that they are understood, and let them finish the work on their own.
If you think there is a problem, you can make a suggestion, but do not direct it or perform it yourself.
If you think that something a member does is not working and you can't finish the job, you should realize that you don't have a suitable person who can do the corresponding ability of the job, instead of pressing the current person. As team managers, it is very important to recruit suitable generals. Then it is up to them to dominate the battlefield.
2. Ways to make suggestions and help
Usually you are not only a pure manager, you may also be a predecessor with rich experience. So, in the team, we need to be able to provide reasonable advice, direction and guidance for the work of team members. However, the approach is very important. For example, when it comes to making proposals, it should not be subjective and simply say, "I don't think it's good." Instead, it should say "where and requirements don't meet."
Another kind of guidance method is not to say it directly, but to guide him to discover the problem. Such as continuous questions "why do you want to do this?", "what is the main problem to solve", "What is the risk of this program?", "Is there any better solution? If you change the idea?". You are communicating ideas with team members rather than programs, which can guide him to review and find problems.
3. Develop a growing environment
As a manager cannot be too embarrassed, do not regard the working hours as eight hours in a row must be working, remember to empathize, do not want to do to others, to provide a slightly relaxed environment, let There is room for team members to grow.
When managing the team, we often arrange for everyone to share and share and open discussions. Someone who works to work on microblogging also closes one eye with one eye, because as oneself, he often goes on microblogging and knows something about it, and he looks at the information in the industry and the news in the circle.
4. Relationship with team members
The first thing you must understand is that you are not a superior person as a manager. You just differ from their job content. Some team members may have more experience than you, have more professional skills, and have better execution ability in the front line. However, because of your management skills and roles, all you need to do is to organize and coordinate your work. It does not mean that you Where is he higher than him?
In addition, as a manager, you should not only establish friend relationships with team members, but you should also be their guardian. You should have the spirit of a big brother. When you are favorable, you must share it with everyone first. If you have difficulties, you should stand out first. The manager is a hard-working and hard-working person, and it is to help everyone to profit and safeguard the interests of the entire team. This dilemma must be put right.
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