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CIPS Managing Teams and Individuals 32 X L5M1 A Bk E (Q12-Q17):

H #12
Discuss 5 ways in which a Procurement Manager may approach conflict. You may refer to the Thomas Kilmann model in your

answer (25 points).
IEfi#:

A -

See the Explanation for Detailed Answer

Explanation:

Conflict is common in organisations and in procurement, where competing priorities, supplier issues, and internal pressures often
clash. The Thomas-Kilmann Conflict Model identifies five different approaches managers may use to handle conflict, depending on
the situation and the desired outcome.

The first approach is Competing (high concern for task, low concern for people). Here the manager asserts their own position to
achieve quick results, even at the expense of relationships. For exanmple, a procurement manager may insist on enforcing compliance
with tendering rules despite stakeholder resistance. This is effective in crises but can harm morale if overused.
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The second is Accommodating (low concern for task, high concern for people). In this style, the manager prioritises relationships by
giving way to the other party's needs. For instance, a procurement manager might accept a stakeholder's preferred supplier to
maintain goodwill, even if it is not the cheapest option. This preserves harmony but risks poor business outcomes if used too often.
The third approach is Avoiding (low concern for both task and people). Here, the manager withdraws from the conflict or postpones
action. This may be appropriate when the issue is minor or when emotions are high, giving time for reflection. However, in
procurement, avoiding conflict with a poor-performing supplier may worsen problemns over time.

The fourth is Collaborating (high concern for both task and people). This involves working with others to find win-win solutions. For
example, a procurement manager may work with finance and operations to balance cost, quality, and sustainability objectives in
supplier selection. This is often the most effective approach but requires time and trust.

Finally, Compromising (medium concern for task and people) involves each side giving up something to reach a middle ground. For
instance, a procurement manager may agree to split supplier contracts between two stakeholders' preferences. This provides quick
solutions but may leave all parties partially dissatisfied.

Conclusion:

A procurement manager can approach conflict through competing, accommodating, avoiding, collaborating, or compromising. Each
has strengths and weaknesses. The best managers adapt their style depending on the importance of the issue, the urgency of the
decision, and the relationships involved. In procurement, collaboration often delivers the most sustainable results, but flexibility across
all five approaches is key.

HM #13
Describe 4 reasons why groups may form within an organisation. (25 points).

Ef#:
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See the Explanation for Detailed Answer

Explanation:

Groups are an essential feature of organisational life. A group can be defined as two or more individuals who interact and work
together to achieve a purpose. Groups may be formally created by management or may form nformally through social interaction.
There are several reasons why groups form in organisations.

The first reason is task and goal achievement. Formal groups are created to achieve organisational objectives that require
collaboration. For example, in procurement, a cross-functional sourcing group may be formed to run a tender process involving
operations, finance, and procurement staff. Individuals form these groups because working together helps them achieve outcomes
that they could not accomplish alone.

The second reason is social and psychological needs. According to Maslow's hierarchy of needs, people seek belonging and
relationships. Informal groups often form to meet these needs, providing friendship, support, and a sense of identity. In Star Fish Ltd,
for instance, employees working remotely may forma social group using Teams or WhatsApp to stay connected and reduce feelings
of isolation.

The third reason is safety and security. Groups can give members confidence and protection when facing uncertainty or change. For
example, during organisational restructuring, employees may form informal groups to share information and support each other,
making them feel less vulnerable. In procurement, staff may collaborate in groups to manage supplier risks or market volatility.

The fourth reason is power and influence. Groups provide individuals with a stronger collective voice. Trade unions are a formal
example, but informal groups can also lobby management or resist unpopular changes. In procurement, buyers might forma group to
influence senior managers on issues such as introducing sustainable sourcing practices. By forming groups, individuals can increase
their bargaining power and impact decisions.

In conclusion, groups form for task achievement, to satisfy social needs, to provide security, and to increase power and influence.
Managers must understand these dynamics because groups can both support organisational objectives and create challenges if
mformal groups resist change. Effective leaders harmess the benefits of group formation while addressing the risks to ensure both
cohesion and productivity.

HH #14
Describe 5 stages of the lifecycle of a group (25 points).
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See the Explanation for Detailed Answer

Explanation:

The lifecycle of a group is often described using Tuckman's Five Stages of Group Development. This model explains how groups



evolve over time, moving from initial formation to effective performance. The five stages are as follows:

1. Forming;

At this stage, the group is coming together for the first time. Members are polite, cautious, and uncertain of their roles. There is little
conflict, but people look to the leader for guidance. For example, a new procurement project team might be established to source a
new supplier. At this point, roles are unclear, and members rely on the manager to set objectives.

2. Storming;

As individuals begin to assert thenselves, conflict often emerges. Differences in working styles, personalities, or priorities can lead to
tension. In procurement, this might involve disagreements between finance and operations about whether to prioritise cost savings or
quality. The leader's role here is to manage conflict and keep the team focused on objectives.

3. Norming;

Once conflicts are resolved, the group begins to establish shared normrs, values, and ways of working. Roles and responsibilities
become clearer, and collaboration improves. In a procurement context, the team may agree on supplier evaluation criteria and work
more cohesively to achieve sourcing outcomes.

4. Performing;

The group is now fully functional and works effectively towards its goals. Members trust each other, communication flows well, and
productivity is high. For example, the procurement team may now run tendering processes efficiently, negotiate with suppliers, and
deliver strong results with minimal supervision.

5. Adjourning (or Mourning):

When the task is complete, the group disbands. This can cause feelings of loss for members who valued the team, but it also creates
an opportunity to reflect on lessons learned. In procurement, this could involve completing a sourcing project, closing supplier
contracts, and disbanding the cross-functional team after a lessons-learned review.

Conclusion:

The five stages of group development - forming, storming, norming, performing, and adjourning - describe how teans evolve over
time. Understanding this lifecycle helps managers support their teans at each stage, managing conflict in storming, reinforcing
collaboration in norming, and maxinising results during performing, In procurement, applying Tuckman's model ensures that cross-
functional teams move quickly from formation to high performance, delivering greater value to the organisation.

HE#15
What is a "psychological contract'? (5 points). Discuss the factors that can influence this and how an employer can protect the
psychological contract from being broken (15 points)

IEf#:
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See the Explanation for Detailed Answer

Explanation:

A psychological contract refers to the unwritten and informal expectations that exist between employer and employee, beyond the
formal employment contract. It is built on perceptions of fairness, trust, and mutual obligation. For example, an employee may expect
career development, recognition and fair treatment, while the employer expects loyalty, commitment, and discretionary effort. Unlike
a legal contract, it is subjective, evolving, and deeply influenced by organisational culture and management behaviour.

Several factors influence the strength of the psychological contract. Leadership style is crucial: a participative, empowering approach
helps employees feel valued, while autocratic or inconsistent leadership weakens trust. Organisational culture also plays a role; a
supportive, ethical culture creates fairness, whereas a toxic or discriminatory environment erodes confidence. Commumication is
another factor - transparent and honest messages during performance reviews or organisational change maintain alignment of
expectations, whereas misinformation or silence damages the relationship. Reward and recognition are key, since inconsistencies in
promotion or pay may create perceptions of unfairness. Work-life balance and flexibility also matter, particularly in modern hybrid
workplaces. Finally, opportunities for development such as training, mentoring, or exposure to new projects sustain the sense of
reciprocal value between employer and employee.

Employers can take several steps to protect the psychological contract from being broken. Firstly, clear communication of job roles,
objectives and expectations reduces misunderstandings. Fair and consistent treatment across employees ensures equality and avoids
resentment. Involving employees in decision-making through surveys or consultation gives them a voice and strengthens commitment.
Employers should also nvest in people through coaching, mentoring and career development pathways, demonstrating a long-term
mterest in their growth. Recognition of achieverment, both financial and non-financial, reinforces the sense of value. When
organisational changes occur, managers should follow good change management practice, such as Lewin's three-step model or
Kotter's stages, to ensure transparency and inclusion. Finally, ethical and values-driven leadership is vital, as trust is easily broken if
managers behave dishonestly or fail to live up to organisational values.

For example, in a procurement setting, if a buyer is promised involverment in international supplier negotiations but never receives the
opportunity, the psychological contract is broken, potentially leading to disengagement or resignation. Employers can prevent this by
giving realistic job previews, following through on commitments, and offering development opportunities aligned to employees'
expectations.



In conclusion, the psychological contract is a powerful but fragile element of the employment relationship. It is influenced by
leadership, culture, communication, rewards, and development opportunities. By maintaining fairness, clarity, recognition, and open
dialogue, employers can protect and strengthen this contract, leading to higher engagement, motivation and retention of talent.

ER #16
Describe four types of culture that can exist within an organisation (20 points)
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See the Explanation for Detailed Answer

Explanation:

Organisational culture refers to the shared values, beliefs, norms and behaviours that shape "the way things are done" in a workplace.
Ore of the most widely used models is Charles Handy's four types of organisational culture, which describe different ways in which
organisations can operate.

The first is the Power Culture. In this type, authority is concentrated at the centre, usually with a strong leader or small group of
mdividuals. Decisions are made quickly, and personal influence is key. This culture can be dynamic and decisive but may create
dependency on the leader and limit employee autonomy. In procurement, a power culture might mean senior management unilaterally
deciding supplier strategies without consulting the wider team

The second is the Role Culture. Here, the organisation is highly structured with clear roles, rules, and procedures. Power comes
from position rather than personality. Stability and order are prioritised, making it efficient in predictable environments. However, it
can be rigid and resistant to change. In procurement, this culture might be seen in public sector bodies where strict conmpliance,
policies, and audit controls dominate purchasing activities.

The third is the Task Culture. This type is project-oriented, with teanms formed to solve problens or deliver objectives. Power is
based on expertise, and collaboration is valued. It is flexible, innovative, and well-suited to dynamic environments, but can cause
conflict if resources are limited. In procurement, task culture is often evident in cross-functional category teans formed to deliver
strategic sourcing projects.

The fourth is the Person Culture. Here, the focus is on individuals rather than the organisation. Employees see thenmselves as more
important than the structure, and autonomy is prioritised. This is rare in large organisations but can be found in professional
partnerships such as law or consultancy firms. In procurement, a person culture may appear where highly specialised experts operate
independently, sometimes resisting organisational control.

In conclusion, Handy's four types of culture - power, role, task, and person - each offer strengths and weaknesses. Effective
managers must understand the prevailing culture in their organisation and adapt their leadership approach. In procurement and
supply, recognising cultural influences is vital to building cohesive teans, aligning strategies, and driving ethical and sustainable
practices.
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