ASSESSMENT #01


Q.1. Short Questions: 


What is the difference between a group and a team?
A group is made up with people that are all working on the same project, but don’t even often interact with one another, they will make sure the job is done well by giving the Company their best skills, but since the group will normally be disassembled when the project is over, they are not focused on long terms Company improvements.
A team is made up of people that usually work together on a daily basis, all focused on the same project, each one with specific skills, and their interaction will lead to a successful end result. A team is also, very often, a permanent part of the Company, so their doing is also focused on Company values and improvements.

What is meant by the term “Team Management”?
Coordinating the whole project from A to Z, making sure team members are following planned strategies.
 
Describe the role of a team manager. 
Supervising all aspects of the teamwork. Making sure everything gets done in time and properly. Delegating and supporting team members, coordinate projects steps and intervene whether things are not going as planned in order to see where the issue is and come up with practical alternative solutions.



Q.2. Define Leadership. What are the four stages of leadership according to situational leadership model? Explain each using relevant examples

Director’s Style
This can be the role of someone such HR Head Manager. They usually introduce you to the Company, go through policies and contract with you, give you in-depth information regarding Company value, but in the end, it is not them that will supervise your work on a daily basis. 
Coach’s Style
Any supervisor or Manager should have this approach as well. I strongly believe it is very important to support and motivate team members, having the Coach Style attitude also means being able to understand if an employee is unhappy with the teamwork and step in, in order to give support and/or understand how things can be fixed, together. Coach Style Manager has to assign tasks, if possible, according to team member skills and ability, so applying the Coach Style involves a lot of understanding and little a psychology too. 
Supporter’s Style
Although this Style might seem a little similar to Coach Style, it differs from it because involves a more “technical” approach. A Support Style can be used by Ops Managers who will come and help you with a project you came up with, providing the necessary tools to make it happen. A team member can suggest something that might improve the whole project and a Supporting manager will assist with technical issues or even providing material/appliances etc. this also means that the Supporting manager will not follow and supervise the project, this will be done by the Team Manager, who works alongside the team every day.
Delegator’s Style
Head of Operation Manager is usually a Manager with a Delegating Style. They will delegate tasks to Ops Managers, Managers, and Supervisors, but won't be directly involved in the project. Although everything will go back to them in the end for approval. They usually have very little interaction with team members. Delegating Manager can also be the person that does everything described above because they are the ones dealing with the final client, have meetings with the client and then ask Ops Managers to come up with an action list to be followed and acted upon by the Team.

The four above examples refer to four different positions, but the four Styles can be used by one singular Manager from time to time, depending on the situation. I find it more common to go from the Coach Style to Support Style and also to Delegator Style, although this last one can be done on a very small scale since, as I said, it usually applies to Head of Ops Managers.

Q.3. Discuss various types of thinking. Use appropriate examples to support each type.

Directional Thinking
DSO and DSD, they both call for changes, either intentional and planned or unplanned. Finding out by pure coincidence that something is not working as we wished, and decide to change it, although this what not planned but change is clearly needed. 

An example of DSO: New type of mint chocolate was basically melting at room temperature, even if we made sure it was stored away from any warm surface/cupboard or display area. It ended up into the fridge and came up that it tastes better chilled than at room temperature, we started displaying it into a bowl with (fake) chilled ice cubes. Here you can see how an unplanned issue led to a positive change.


Paradigm Shifts.
I guess this has happened to us all at least once in our life. It is when you have made up your mind about something or someone, most of the time a negative opinion, you are about to react/overreact and suddenly you can see what was behind a specific attitude, specific incident, etc 
A very simple example of a similar situation I have been through, is when an employee was not giving 100% at work one day, forgetting things, looking a bit annoyed or else. I was about to confront her and say that that was not acceptable,  I needed the job to be done properly. Before I even had the chance to say so, she apologized for being a little slow and added that she has been feeling sick all through the night but did not call in sick because she knew we had deadlines. Of course, I changed my opinion, told her that she could have gone home if she wanted to and we would have managed somehow. She decided to stay, and I made sure to help her out.

Mind Mapping.
This is a skill I have, although I usually call it “practical thinking”. It had happened several times in my current job and previous ones, that I had to set up an area or organize an event. Usually, I receive scarce information from Head Office or Ops Manager, asking for it to be done, they provide the sequential list, which to them makes sense and it is enough. Most of the times they cannot see the practical side of the request and what really needs to be done.
Recent Client request: set up a Juice Bar in the lounge area. Ops Manager provided the juicer, suggested where to set up the Bar and provided us with some baskets for fruits and vegetables. I had a completely different vision in my mind, straight away. Is there an electrical outlet next to the table? Is it safe? Will the customers be able to use it? Is it safe to provide customers with sharp knives? How do we refill the baskets since we are so busy from 8 till 10 am? How do the customers know how much juice in the jug will fill up the provided cup? And so on.
Confronted the client and the Ops Manager and we agreed on a few changes in order to make it happen, properly.

Reframing.
Reframing is what I usually do while trying to encourage my team to do better. No need to list all the negative things, just empower them by mentioning a few good things that have been done and what I know I can expect from them. Negativity will just bring more negativity and we definitely don’t want this if we want our team to succeed. 

Consequential Thinking.
[bookmark: _GoBack]In my opinion, this is, somehow, very similar to Mind Mapping. It is pretty much what I mentioned before in my example about the Juice Bar. Any leader/manager should be able to go through Consequential Thinking and Mind Mapping. Basically, they need to have a 360° picture of the whole situation or action. Any aspect of it needs to be considered and the consequences as well. One mistake some leaders/managers do is to look at the end-result without considering how to get there. Is it doable? What issues will I face while trying to get to that end result? And if the answer is no, it is not doable, it is also their responsibility to make others understand it. Usually, facts speak louder than words and this is the case, coming up with a detailed action list might suit the purpose. 
