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Sample Questions:

1. When is a transformational leader most effective?

	Transformational leadership is another kind of leadership. In contrast to transactional leadership, transformational leadership is a form of leadership that has a profound effect on individuals by giving them a new vision that instills true commitment. Four qualities set transformational leaders apart from transactional leaders: intellectual stimulation, individualized consideration, inspirational motivation, and charisma. Intellectual stimulation is in part to do with the “new vision”, it encourages and stimulates people to think of problems, strategies, and issues in new ways. Individualized consideration makes this form of leadership extremely personal and tries it all together to meet the needs of the individual and accomplish the goals and objectives of the mission itself. Inspirational motivation; this involves the communication of visions that are appealing and inspiring to others such that they stimulate enthusiasm, challenge people with high standards, create a little optimism for future goal attainment, and provide meaning for the task at hand. The final aspect of transformational leadership is also the most important. Charisma; Charismatic leaders have personal qualities that give them the potential to have extraordinary influence over others. They tend to command strong loyalty and devotion, and this, in turn, inspires enthusiastic dedication and effort dedicated toward the leader’s chosen mission. Charisma also provides the emotional aspect of transformational leadership. 

	So when is a transformational leader most effective? Research evidence shows that transformational leaders are excellent motivators, for this reason if we’re dealing with someone who is very extrinsic and has trouble being motivated, a transformational leader would be an excellent mentor. Especially because they’re very individualized, this would help someone who might be shy, lack confidence and is semi-anti social. In anther example, perhaps we’re simply dealing with someone who isn’t satisfied with their job, the work they do isn’t challenging and they don’t see the big picture in terms of their inputs. A transformational leader could help using inspirational motivation; this involves the communication of visions that are appealing and inspiring in such a way that they stimulate enthusiasm, challenge people with high standards, create a little optimism for future goal attainment, and provide meaning for the task at hand.









2. What are the limitations of trait theory?

	Throughout history, social observers have been fascinated by obvious examples of successful interpersonal influence. The implicit assumption is that those who become leaders and do a good job of it possess a special set of traits that distinguish them from the masses of followers. Trait theories of leadership, however, did not receive serious scientific attention until the 1900s. Trait theories of leadership are now under more observation and so people wonder, is there a specific set of traits which put together make the best leader?

	Research has show there are several key traits which are present in most leaders today, with the addition of certain ‘big five’ personality traits. However, the reliability of this research is questionable. In addition, the approach itself has several limitations. First, it is difficult to determine if traits make the leader or if opportunity for leadership produces the traits. Second, we have few clues about what leaders actually do to influence others successfully. Third, the most crucial problem of the trait approach to leadership is its failure to take into account the situation in which leadership occurs. Despite these reasons however, the research has instilled much enthusiasm into finding out what exactly makes a great leader. 

3. You are a manager who is faced with a difficult decision, but has encountered three problems that can occur because of the limitations of bounded- rationality. Describe these 3 problems and suggest how you could prevent them or at least reduce their impact on your decisions.

Bounded rationality is a decision-making strategy that relies on limited information and that reflects time constraints and political considerations. While we try to act rationally, we are limited in our capacity to acquire and process information. In addition, time constraints and political considerations (such as the need to please others in the organization) acts as bounds. Two aspects, framing and cognitive biases both illustrate the operation of bounded rationality. Framing refers to the presentation of information about a problem, how problems are framed can have a powerful impact on the resulting decisions. Cognitive biases are tendencies to acquire and process information in a particular way that is prone to error. These biases could be assumptions and short cuts that can improve decision-making efficiency, but hinder its judgment. These three problems take their toll on several stages of the decision-making process; problem identification, information search, and alternative development, evaluation and choice. In problem identification there are several difficulties related to bounded-rationality; perceptual defense, problem defined in terms of functional specialty, problem defined in terms of solution, and problem defined in terms of symptoms. In regards to the information search, there are two outcomes. There can either be too little information leading to a confirmation bias, or too much information leading to information overload. In addition, the decision-maker can suffer from maximization, which is a form of ignorance in regards to alternative solutions. In many instances, an anchoring effect occurs. This is an inadequate adjustment of the subsequent estimates from the initial estimate, which acts as an anchor. Because of maximizing error, statisticians have begun “satisficing”, which is an alternative to accepting the highest solution. In this manner, the decision-maker continues to search for alternatives that provide a higher value. If faulty decisions occur, which they do, they are considered a sunk cost. Sunk costs are permanent losses of resources incurred as the result of a decision. 



4. Discuss 4 advantages and 4 disadvantages of teamwork.

	Many organizations now use team-based work arrangements in an attempt to improve efficiency, quality, customer satisfaction, innovation, and/or the speed of production. In terms of disadvantages, there is; intergroup conflict, social loafing, no cohesion amongst the group members, and group size too large. 



5. What are norms? Why is it important for a manager to be aware of the norms in his or her work group?

	Social norms are collective expectations that members of social units have regarding the behaviour of each other. They are codes of conduct that specify what individuals should do and not do and standards against which we evaluate the appropriateness of behaviour. All of us are influenced by norms, which regulate many of our daily activities. There are different types of norms in organizations that affect the behaviour of members. Norms that seem to crop up in most organizations and affect the behaviour of members include the following:
· Dress norms. Social norms frequently dictate the kind of clothing people wear to work.
· Reward allocation norms. There are at least four norms that might dictate how rewards, such as pay, promotions, and informal favours, could be allocated in organizations: equity, equality, reciprocity, and social responsibility.
· Performance norms. The performance of organizational members might be as much a function of social expectations as it is of inherent ability, personal motivation, or technology.

	Its important managers understand these group norms because it is the environment in which they are working in. 




6. Describe the 5-stage model of group development.

	Leaders and trainers have observed that many groups develop through a series of stages over time. Each stage presents the members with a series of challenges they must master in order to achieve the next stage. These stages are forming, storming, norming, performing, and adjourning.
Forming. Group members try to orient themselves by “testing the waters”.
Storming. Confrontation and criticism occur as members determine whether they will go along with the way the group is developing.
Norming. Members resolve the issues that provoked the storming, and they develop social consensus.
Performing. The group devotes its energies toward task accomplishment.
Adjourning. Rites and rituals that affirm the group’s previous successful development are common. Members often exhibit emotional support for each other.


7. Do teams that meet for only short periods evolve through these five stages?

	Not necessarily. It all depends; perhaps there is a lot of cohesion amongst the group to begin with so they spend little time storming. In contrast, they might not agree on specific decision, which would make the norming stage longer. Overall, as long as they meet regularly and try to break down these tasks, they have a higher chance of going through the stages. We can use the punctuated equilibrium model as a demonstration of this phenomenon. When groups have a specific deadline by which to complete some problem-solving task, we often observe a very different development sequence from that described above. The punctuated equilibrium model is a model of group development that describes how groups with deadlines are affected by their first meetings and crucial midpoint transitions. 

Phase 1. Phase 1 begins with the first meeting and continues until the midpoint in the group’s existence. Although it gathers information and holds meetings, the group makes little visible progress toward the goal.
Midpoint Transition. The midpoint transition occurs at almost exactly the halfway point in time toward the group’s deadline. The transition marks a change in the group’s approach, and how the group manages it is critical for the group to show progress.
Phase 2. Decisions and approaches adopted at the midpoint get played out in Phase 2. It concludes with a final meeting that reveals a burst of activity and a concern for how outsiders will evaluate the product.

In theory this midpoint phase has a huge impact on the overall outcome of the performance in the group. If they do not transition or show progress in some way, the chances are slimmer that they have success.


8. Define diffusion of responsibility and explain how it can be both an advantage and disadvantage of group work.





9. Discuss the relationship between personality and stress.  





10. Describe the 5 ways in which conflict can be resolved.





11. Describe the barriers to effective communication.
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