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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	Q1.I
How do you think you can create a positive team environment?

Having regular communication with the team is essential to create and maintain a positive environment. Frequent and regular meetings should be set up, often referred to as stand-up meetings, where each member can briefly report on progress and intended progress. This gives a snapshot of where the team is successful, which helps to foster a positive environment. It’s also a forum for discussing where problems exist and gives the team an early opportunity to help solve the problems, thus maintaining a positive environment. 

Another positive attribute to communication and regular meetings is in developing interpersonal relationships between team members. Personal experiences are more likely to be shared and can result in a more enjoyable environment. Team building days can help to strengthen these relationships further, and where it’s amenable to the team, regular out-of-work social events such as playing a sport or visiting a pub.

Aside from monetary remuneration such as salary or bonuses, personal development is also a key incentive to individuals as it keeps them engaged and up to date on the latest skills used in their industry.

Q1.II
What environment do you like to work in? 

I prefer an environment where there is trust and mutual respect throughout the team and also where progress leads to success. Overcoming a few challenges along the way makes the successes all the more satisfying. Too many challenges, however, may be regarded as bad planning.

I also enjoy variety in the location of work, such as at the desk, in the lab and visiting customers as you would typically get to meet and interact with different groups of people. Variety in the work can also be good as different skill sets can be learned, such as technical and commercial, but not too much variety as it’s difficult to develop expertise when responsibilities are spread diffusely across a broad range of areas. 

I prefer a more social environment where I get to meet my colleagues outside of normal working hours, as this helps me to get to know them better and share experiences of the workplace.

Q 1.III
How can you apply this to your team?

Trust within a team can be developed from high performance of the team and individuals, which is likely to be a result of expertise and work ethic. To address expertise, I would try to secure a budget for training the team members in areas that is mutually beneficial to the company and the individual. Expertise also comes from experience, so where practicable, I would try to expose individuals to different roles in the team, which can also help to increase interactions between team members and help to gain knowledge of each other’s character and abilities.

Work ethic, like many things, will vary between individuals as some will need motivating more than others. Some people may respond to meeting or exceeding targets, so these can be set and help offered in achieving them. Other’s may respond to responsibility where there is a desire to not let the team down. As such, I would look to set targets and a level of responsibility that is commensurate with an individual’s character and ability. 

To help create a social environment, I would invite team members to share regular and informal events such as a lunchtime together or a visit to a pub after work. This passive approach can help those team members who typically wouldn’t engage in social events, to join in. From there, more formal team building exercises can be organized with the approval of the team. These more organized events can create resistance if they are imposed with very little discussion, which can conversely lead to the detriment of the team’s morale. 

Q1. IV
What are four different leadership styles as identified by Paul Hersey and Ken Blanchard?

Hersey and Blanchard devised the Situation Leadership Theory in which the leader adapts to the task at hand and the group of individuals that will accomplish the task. The task may have differing levels of urgency and importance and the individuals may have differing levels of competence and motivation. To ensure that the task is completed in a timely fashion, the leader will need to employ different leadership styles according to the present situation.

A ‘Director’s’ style may be described as autocratic, whereby the leader will tell the individual(s) what needs to be done with precise instruction. This is useful where the individual lacks competence, but is motivated to learn. Hence, little discussion is required and no resistance is expected.
  
A ‘Coach’s’ style is one where the leader aims to develop an individual where a level of competence exists, but guidance and motivation is required to achieve better results. Some explanation may be required as to the direction being taken.

A ‘Supporter’s’ style is intended to motivate individuals where competence is at a high level, but confidence or willingness is not. Discussion, debate and possibly a revision to the course of action will be required to improve the performance of the individual.
  
A ‘Delegator’s’ style is needed where competence and motivation are high. The individual needs little direction or support to perform highly.

Q1. V
How would you differentiate between the following leadership styles?
a) Coach's style
b) supportive Style

A Coach’s style may be implemented where the group or individual have low to middling competence and also have low to middling motivation. In this situation the leader will need to provide direction but also the incentive to carry out the work.

A Supportive style is more appropriate where the group or individual are highly competent, but lack the motivation. The leader, in this situation, does not necessarily need to provide direction, but does need to provide the incentive to carry out the work.

In either situation, the lack of motivation may be due to low levels of confidence or an unwillingness to perform the task. Where confidence is low, a discussion with the leader would be one of encouragement and where there is unwillingness, a debate about practice may ensue.

Hence, the difference between these two styles is in the competency of the group or individual. This will translate to differing levels of direction where low competence would necessarily require direction, but high competence may not. The leader will need to decide how much direction, encouragement and debate is required for each situation. 
 
Q2.
Who are authentic Idealists? Outline the key characteristics of this type of temperament.

Authentic Idealists are empaths. They are concerned with the wellbeing of others and seek harmony within a group. As such, they take time to ensure that everybody is satisfied and may become anxious if that is not the case. This makes for strong group dynamics within a team which can lead to high performance. However, group dynamics are not the only factor that generates high performance, as some groups may respond better to targets and pressure to succeed.

Where decisions are required Authentic Idealists will consult their intuition, which is an analogous trait to being an empath, as both draw on emotions to find answers. This can be a useful characteristic in times when facts are sparse or are unable to assert a decision, as using a ‘gut-feeling’ can make the difference. However, where a gut-feeling contradicts the facts, an Authentic Idealist would more likely go with their intuition or be conflicted. A further problem with siding with intuition over facts, is that not everyone will share the same intuition, but everyone can share the same facts. So, taking this approach will add risk to the decision.

Another characteristic of Authentic Idealists is their desire to have a positive influence on others. This desire leads them to take more time with individuals to help them in their personal development. This makes Authentic Idealists good mentors. But mentors also need to know when to give their protégé space or indeed to allow them to fail. An Authentic Idealist may be convinced to continue giving their support when it may be better to delegate responsibility.

Authentic Idealists can make good leaders of people as they are able to identify the emotional needs of their followers and direct it towards something tangible. This can provide moments of clarity for some people, which can help them focus on solutions to their problems. This is a form of advocacy whereby the leader helps to find direction and encourage progress. However, this is easily manipulated to a direction that suits the leader. The intentions for this manipulation may be good, but if manipulation is perceived, then trust between the leader and group may be lost.

In summary, Authentic Idealists are able to empathise with the people around them, which helps to form a connection and build a rapport within groups and individuals. The group and individuals can respond positively and lead to more cooperation, which in turn improves performance. However, their intuitive leadership style is a high- risk strategy as is maintaining a team dependent on an emotional connection.  
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