
Definition of trust. (1) 
 
Trust is a psychological state that exists when one party agrees to be vulnerable to another because of a 
positive expectation that things will turnout well in the relationship. 
 
Explain the three key characteristics of a trustworthy leader. (6) 
 

 Integrity refers to honesty and truthfulness. It seems to be the most critical characteristic in assessing 
another’s trustworthiness. 

 

 Benevolence This means that the trusted person (leader) has another person's interest at heart, even 
when the other person's interests are not in line with theirs. Benevolence is associated with 
behaviours of caring and being supportive as part of the emotional bond between leaders and 
followers  

 

 Ability This refers to a leader’s technical and interpersonal knowledge and skills. Even a highly 
principled leader with the best intentions won’t be trusted to accomplish a positive outcome if team 
members do not have faith in the leader’s ability to get the job done. 

 
Explain the consequences of trust. (8) 
 

 Trust encourages taking risks Whenever employees decide to deviate from the usual way of doing 
things, or to take their supervisor's word on a new direction, they are taking risks. In both cases, trust 
may facilitate that leap. In cases/situations such as these, trust also facilitates initiative-taking. 

 

 Trust facilitates information sharing A major reason for employees not speaking up at work is that 
they do not feel psychologically safe in revealing their views. When managers demonstrate their 
willingness to openly listen to employees’ views and actively make changes, employees are more 
willing to speak out. It is easy to talk in an environment that is not threatening. 

 

 Trusting groups are more effective When a leader sets a trusting tone in a group, members are more 
willing to help each other and exert extra effort, which further increases trust. Conversely, when 
members mistrust each other and tend to be suspicious of one another, they restrict communication 
and guard against exploitation. These actions tend to undermine and eventually destroy the group. 

 

 Trust enhances productivity It appears that trust also impacts positively on a company’s bottom-
line. Employees who trust their supervisors tend to receive higher performance ratings. People 
respond to mistrust by concealing information and secretly pursuing their own interests.   
                     

 
 
 
 
 
 
 
 
 



Distinguish between transactional and transformational leadership and provide a critical 
evaluation of the description, with reference to research in the South African context.  
 
Transactional leaders guide or motivate their followers in the direction of established goals by 
clarifying roles and task requirements.  
Transformational leaders require followers to transcend their own self-interest for the good of the 
organisation and are capable of having a profound and extraordinary effect on their followers.  
Transformational leadership builds on transactional leadership.  
 
Transactional leader 
 
Contingent reward 
Management by exception (active) 
Management by exception (passive) 
Laissez faire  
 
Transformational leader 
 
Charisma 
Inspiration 
Intellectual stimulation 
Individualised consideration  
 
Critical evaluation, based on research in South Africa 
 
Description of position is characterised by transactional leadership. (You should have provided 
evidence.) 
Transformational leaders are more effective than transactional leaders. 
Transformational leadership correlates more strongly with lower turnover rates, higher productivity, 
higher employee satisfaction and trust in management 
 
Distinguish between the 3 different types of job related attitudes 

Job satisfaction: The term describes a positive feeling about a job, resulting from an evaluation of its 

characteristics. 

Job involvement: Measures the degree to which people identify psychologically with their jobs and 

consider their perceived performance level important to self-worth. Related to job satisfaction is job 

involvement. 

Organisational commitment: A state in which an employee identifies with a particular organisation and 
its goals and wishes to maintain membership in the organisation. 
 
 
 
 
 
 



Give an overview of the key components and categories of effective teams 

The 4 key components of effective teams are: 

1) Contextual factors: The most significant factors is adequate resources, effective leadership, a 

climate of trust and a performance evaluation and reward system 

2) Team's composition: The ability and personality of team members, allocation of roles and 

diversity, size of the team, and members' preference for teamwork. 

3) Work design: Freedom and autonomy, the opportunity to use different skills and talents, the 

ability to compete a whole and identifiable task or product, and work on a task that has 

significance.  

4) Team processes: Member commitment to a common purpose, establishment of specific team 

goals, team efficacy, a managed level of conflict, and minimisation of social loafing. 

Discuss the 6 elements you need to consider when investigating the structure of a department  

1) Work specialisation: To what degree are tasks subdivided into separate jobs? 

2) Departmentalisation: On what basis will jobs be grouped together? Group jobs so that common 

tasks can be coordinated 

3) Chain of command: To whom do individuals and groups report? Is an unbroken line of authority 

that extends from the top of the organisation to the lowest echelon and clarifies who reports to 

whom 

4) Span of control: How many individuals can a manager direct efficiently and effectively? The 

number of levels and managers an organisation has. All things being equal, the wider or larger 

the span, the more efficient the organisation. 

5) Centralisation and decentralisation: Where does decision-making authority lie and who is 

finally accountable for these decisions? Centralisation refers to the degree to which decision-

making is concentrated at a single point in the organisation. 

6) Formalisation: To what degree will there be rules and regulations to direct employees and 

managers? Formalisation refers to the degree to which jobs within the organisation are 

standardised. 

 
 
 
 
 
 
 



Name and describe the 5 conflict handling intentions in the conflict process 

1) Competing: When one person seeks to satisfy his or her own interests, regardless of the impact 

on the other parties to the conflict, that person is competing. 

2) Collaboration: The intention of the parties is to solve a problem by clarifying differences rather 

than by accommodating various points of view. Attempting to find a win/win solution. 

3) Avoiding: When a person recognises that a conflict exists and want to withdraw from it or 

suppress it. 

4) Accommodating: When one party seeks to appease an opponent, that party may be willing to 

place the opponent's interests above his or her own. 

5) Compromising: When each party to a conflict seeks to give up something, sharing occurs, 

resulting in a compromised outcome. There is no clear winner or loser. 

Distinguish between distributive justice and procedural justice 

Distributive justice: which is the employee's perceived fairness of the amount and allocation of rewards 

among individuals (e.g. I got the pay raise I deserved) 

Procedural justice: which is the perceived fairness of the process used to determine the distribution of 

rewards (e.g. I did the right things that's why I got a raise) 

Give a brief description of an attitude and explain the relationship by discussing the 4 moderating 

variables 

Attitude have 3 components: 

1) Cognitive (evaluation): Is a description or belief in the way things are (e.g. my pay is low) 

2) Affective (feeling): Is the emotional response after the evaluation component (e.g. I'm angry 

over how little I'm paid) 

3) Behavioural (action): An intention to behave in a certain way towards someone or something 

(e.g. I'm going to look for another job that pays better) 

The most powerful moderators of the attitude-behaviour relationship are the importance of the 

attitude, its correspondence to behaviour, its accessibility, whether there exist social pressures, and 

whether a person has direct experience with the attitude. 

 
 
 
 
 
 



Name and discuss the 5 stages in group development 

1. Forming: The group comes together and gets to initially know one other and form as a group. 

2. Storming: A chaotic vying for leadership and trialling of group processes 

3. Norming: Eventually agreement is reached on how the group operates (norming) 

4. Performing: The group practices its craft and becomes effective in meeting its objectives. 

5. Adjourning: The process of "unforming" the group, that is, letting go of the group structure and 

moving on. 

Compare transactional leadership with transformational leadership 

Transactional leader: 

1) Contingent reward: Contrasts exchange of rewards for effort, promises rewards for good 

performance, recognises accomplishments 

2) Management by exception (active): Watches and searches for deviations from rules and 

standards, takes correct action 

3) Management by exception (passive): Intervenes only if standards are not met 

4) Laissez-faire: Abdicates responsibilities, avoids making decisions 

Transformational leader: 

1) Idealised influence: Provides vision and sense of mission, instils pride, gains respect and trust 

2) Inspirational motivation: Communicates high expectations, uses symbols to focus efforts, 

expresses important purposes in simple ways 

3) Intellectual simulation: Promotes intelligence, rationality, and careful problem-solving 

4) Individualised consideration: Gives personal attention, treats each employee individually, 

coaches, advises 

 
 


