Some Sample Summaries

For Chapter 2 of Module 3 (Part A): The Leadership Guide
Note: Chapter 2 of Module 3 has questions provided, and asks that you answer these rather than doing a summary. So in reality, you wouldn’t summarise this particular chapter, but if you were to summarise it, then if you provided summaries at the quality level of these samples you would probably be given a distinction (or at least a credit).
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Chapter number and name: Chapter 1 (Concepts Of Leadership)

Summary Method used: Method 1 – A simple summary of what the article is about:
The main points of Chapter 2 were;

1. It is important to know human nature so as to understand and motivate people and then gain their support.

2. In an attempt to understand human nature, Abraham Maslow gives a hierarchy of all human needs, starting with the most basic. These are; physiological (food, water, shelter, sex), safety, belongingness and love, esteem, cognitive, aesthetic, self-actualisation, and self-transcendence. He theorised that we normally need to meet the lower level needs before we will be motivated by higher needs. (And similarly, we will not be so motivated by lower-level needs once they have been met.)

3. Our goal as leaders is to help our people obtain the skills and knowledge that will push them up the hierarchy permanently.

4. In a similar vein, Herzberg also developed the concept of hygiene and motivating factors which explain job-related human needs. If the hygiene factors aren’t present, employees will be de-motivated, but a lot of these factors won’t necessarily motivate people. Once the hygiene factors are present, then people are likely to be motivated by the motivators. Motivators include factors such as recognition and achievement, whilst hygiene factors include salary and benefits, working conditions, etc.

5. McGreagor developed a philosophical view of how people view human behaviour at work and organisational life through two theories; Theory X and Theory Y.  Theory X assumes management’s role is to coerce and control employees, while Theory Y assumes that its management’s role to develop the potential in employees and help them release that potential toward common goals.  

6. Today, organisations use the enlightened view of Theory Y, where a boss can be viewed as taking X approach while the leader takes Theory Y approach.

7. Leaders, according to Keirsey, need a combination of temperaments of their employees so as to have a strong team that can approach problems and implement from sides of the spectrum.  These temperaments are: 
- Artisan, where people seek freedom
- Guardian, where people have strong affiliation needs
- Rationalist, people understanding, predicting, explaining, and harnessing phenomena
- And Idealist, where a person sets extraordinary goals that are even for him to keep.

8. Vroom’s Expectancy Theory states that an individual will act in a certain way based on the expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual.

SUMMARY METHOD 3:
What the article says and the questions that raises:
A note from World University: Normally a summary with more than one part (such as this one) should be done in such a way that each part is clearly labelled. In this instance the student wanted to address each point in turn, so s/he used a different formatting to distinguish between what the article says, and the questions that it raised for the student.

Leaders need the support of their followers and colleagues to accomplish their objectives. To gain this support, a leader needs to understand what motivates their followers. 

A number of studies have been conducted into factors that influence human behaviour.

Maslow identified two groups of needs: basic (deficit) needs, and Beta (growth) needs, which are in a hierarchy, with the former needs at the very bottom and Beta or growth needs at the top. This hierarchy presupposes that growth needs do not come to the surface until the basic needs are satisfied. Knowing the position of a person on the ladder helps to determine a motivator. The following questions however come to mind in applying the above theory in the work place. 

· If the needs are indeed hierarchical, how does the theory account for people who pursue self-actualization at the sacrifice of love needs, or safety needs? Can it be argued that different people will pursue these needs in a different order?

· To what extent is it realistic to expect an organisation to satisfy these needs? Can it be argued that it’s not the organisation’s responsibility to satisfy them?

· Motivators differ among individuals, how does the theory help to predict behavior? Does the theory consider differences in people’s values, beliefs and perception?

Hertzberg recognised that hygiene factors such as salary, working conditions etc, must be present in a job before motivators including recognition, growth, etc begin to motivate. To keep an employee motivated, job enrichment is necessary.

· Isn’t it inevitable that some jobs are by nature repetitive and boring; and to what extent can jobs be enriched?

· Given the current era of stiff competition, technological advancement, and the need to keep productivity high and costs low, how far can employers stretch to keep jobs enriched?

MacGregor’s Theory X & Theory Y presents two opposing views about worker perception. Theory X assumes that workers are lazy, and avoid responsibility. Theory Y managers believe that people are self-directed and rise to challenges.

· How do we reconcile such extreme views?

· While theory Y is the ideal for people motivation, how does a Theory Y manager get results in the short run, especially from theory X workers?


The Expectancy Theories assumes that our behaviour is directed by conscious expectations we have about our behaviour leading to the achievement of desired outcomes. The key underlying assumption is that we rationally analyse situations and make choices based on expected outcomes. 

· To what extent are we rational in our actions? Do we choose to behave or are some behaviours reflexive and instinctive?

· Do we really carry out such analysis as implied by the theory before we choose our behaviour? Are we capable of making such analyses?

To conclude, I would argue that in employing the theories above to understand and predict human behaviour, one needs to be aware that individuals are unique, and no two people will respond to the same stimuli in exactly the same way.

SUMMARY METHOD 9:
Mind Mapping

Note from World University of Leadership: This was done using the Mind Manager program supplied in the EXTRAS folder. The files that are produced when you save this should be sent as an attachment. So that you can view it in this Word document we have reproduced it as a picture.

This picture can best be viewed if you choose to view it at 200%. (Normally there will be a small box at the top of your screen with a percentage figure shown. If you see this, then change it. Otherwise you can choose the magnification by selecting the “View” menu, then “Zoom” and then choosing 200%.

Once you have expanded the image you will need to move the image back and forth (using the bars at the right-hand-side, and the bottom of the screen) in order to view all of it.
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