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Groupthink
The tendency for members of a highly cohesive group to seek consensus so strongly that they fail to do a realistic appraisal of other alternative courses of action, which may be more correct.
How do you recognize it?
Not voicing opinions, everyone is quick to agree and no one challenged anything
How do you avoid it?
1. Encourage others to express doubts
2. Appoint a member to be the devil’s advocate (challenges assumptions and arguments)
3. Adopt perspective of other stakeholders
4. Bring in qualified outsiders
5. “Let’s sleep on it”
Models of decision making
1. Rational Decision Making
· Recognize and define the problem
· Identify the objective of the decision and the decision criteria (the factors that the decision needs to satisfy)
· Allocate weights to the criteria
· List and develop alternatives
· Evaluate the alternatives
· Select the best alternative
· Implement the decision
· Evaluate the decision
Programmed decisions: repetitive well defined, procedures exist to fond a solution
Non-programmed decision: novel, poorly defined no procedure exists when solution not found. 
2. Bounded rationality
Theory which maintains that people are restricted in the information they posses to make decisions, engage in limited search for solutions, and settle for less than optimal solutions instead of maximizing. These are based on four assumptions:
· Satisficing: Managers select the first alternative that in acceptable.
· The available information and the definition of the situation are both incomplete and possibly inadequate.
· Managers are comfortable making decision without looking at alternatives.
· Managers use Heuristics: judgemental shortcuts that help make decisions based on past experiences instead of analyzing further and adapting to the scenario.
3. Garbage Can
Four factors all float randomly inside an organization: problems, participants, solutions, and choice opportunities. If they connect, a decision results. This is very chaotic, unpredictable and sometimes depends on sheer luck.
Vroom’s Leader-participation matric decision criteria
By answering all the questions in the matrix, a leader can find the best decision-making solution. This model allows one to determine how much employee participation to use in decision making in a given situation. 
List
· Decision significance: how significant is the decision to the success of the project?
· Importance of commitment: how important is the team member’s commitment to the decision?
· Leader’s expertise: does the leader possess the knowledge related to the problem?
· Likelihood of commitment: If you were to make the decision yourself, would the team commit to it?
· Group support for objectives: To what degree does the mean support the organization’s objectives at stake in this problem?
· Group expertise: Do team members possess the knowledge to this problem?
· Team competence: do team members have the ability to work together in solving problems?
Decision outcomes
· Decide: decision is made alone and is announced or ‘sold’ to the group
· Facilitate: You work with your team to reach a group consensus. Your role is mostly facilitative, and you help team members to reach a decision that they all agree on.  Present the problem to group in a meeting, facilitate but take care hat your input is not given greater weight over others because of your position
· Delegate: group makes decision within prescribed limits. No direct role but provide needed resources and encouragement. 
· Consult (group): You get your team together for a group discussion about the issue and to seek their suggestions, but you still make the final decision by yourself.
· Consult (individually): You inform your team of the situation and ask for members' opinions individually, but you don't bring the group together for a discussion. You make the final decision.

Sub, Dominant, and Counter cultures
A subculture is a small segment of people that operate within the framework of the dominant culture. In contrast, a counterculture is a group of people with shared values that go against one or more significant values of the dominant culture.
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