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Question one	/10 marks (1mark per each)
Multiple Choice Questions
1. B. Social cognition
Explanation: Social cognition is the process by which individuals encode, store, and retrieve information about others.
2. B. One’s image and understanding of oneself
Explanation:Self‑concept refers to the overall image or perception that one has about oneself.
3. C. Locus of causality
Explanation: In Weiner’s attribution theory, locus of causality distinguishes whether causes are internal (personal ability, effort) or external (task difficulty, luck).
4. D. Conformity
Explanation: Self‑determination theory identifies competence, autonomy, and relatedness as basic needs—not conformity.
5. D. Isolating
Explanation: Tuckman’s model includes Forming, Storming, Norming, and Performing (with Adjourning sometimes added), but “isolating” is not one of these stages.
6. C. Close, personal, and enduring relationships
Explanation: Primary groups are characterized by intimate, enduring relationships rather than impersonal, task‑oriented interactions.
7. B. A group with which one feels a sense of belonging
Explanation: An in‑group is defined as a group with which an individual identifies and feels affiliation.
8. D. Biological, psychological, and social factors
Explanation: The biopsychosocial model integrates these three aspects to explain health and illness.
9. A. Interpretation, coping and appraisal
10. B. Identity, causes of illness, timeline, consequences and curability and   controllability.


Question 2: True/False Questions	(10 marks/ 1mark per each)
1. False.
Explanation: Social influence occurs both implicitly (e.g., conformity) and explicitly (e.g., obedience).
2. True.
Explanation: Stereotypes are indeed generalized beliefs about groups and can be either positive or negative.
3. True.
Explanation: A stable cause is seen as enduring over time, a core aspect of Weiner’s theory.
4. True.
Explanation: Self‑determination theory shows that rewards that feel controlling can undermine intrinsic motivation.
5. True.
Explanation: Formal groups are typically created by organizations and are characterized by impersonal, role‑based relationships.
6. True.
Explanation: The contact hypothesis posits that increased interaction between groups can reduce prejudice.
7. False.
Explanation: Health psychology examines the interplay of psychological, behavioral, and social factors—not just the treatment of physical illness.
8. True.
Explanation: Cognitive theories of emotion emphasize that our appraisal or interpretation of an event determines our emotional response.
9. True.

Explanation: Personality disorders involve long‑term patterns of behavior that deviate from cultural expectations.
10. True.

Question 3: Matching Questions / 20 marks (2marks per each)
1. Social Cognition	F. A method for studying how people process
information about others.
2. Self‑concept	D. An individual’s perception and evaluation of their
own identity.
3. Conformity	C. The tendency to change behavior to align with group
norms.
4. Attribution	B. The process of explaining the causes of behavior.
5. Tuckman’s Stage	H. A stage in group development characterized by
forming initial relationships.
6. In‑group	J. A group with which an individual identifies and feels a
sense of belonging.
7. Biopsychosocial Model	E. A model that explains health by integrating biological,
psychological, and social factors.
8. Stress	I. A physiological and psychological reaction to
perceived challenges or threats.

9. Anxiety Disorder	G. A type of emotional disorder characterized by
excessive fear and worry.
10. Cognitive Dissonance	A. The internal discomfort experienced when holding
conflicting beliefs or attitudes.


Section B: Short Answer Questions / 30 marks
Question 4	/ 6 marks
Social Influence and Attribution Processes
Social influence shapes behavior by setting group norms through mechanisms such as conformity, compliance, and obedience. For example, an individual might dress in a particular style to fit in with peers (implicit influence) or follow a teacher’s instructions (explicit influence).
Attribution processes involve the way individuals explain events—for instance, attributing a failure to lack of effort (internal, unstable, controllable) versus poor teaching (external, unstable, uncontrollable). These explanations affect future motivation and behavior by influencing self-esteem and effort.


Question 5.	/ 6 marks
Key Components of Attribution Theory and Their Influence on Motivation
Attribution theory comprises three main dimensions:
· Locus of causality: Whether the cause is internal (e.g., ability) or external (e.g., task difficulty).
· Stability: Whether the cause is stable (unchanging) or unstable (variable).
· Controllability: Whether the cause is controllable (e.g., effort) or uncontrollable (e.g., innate ability).
In an academic setting, if a student attributes failure to a lack of effort (internal, unstable, controllable), they may be motivated to study harder next time. Conversely, attributing failure to a lack of inherent ability (internal, stable, uncontrollable) can decrease motivation and lead to learned helplessness.

Question 6	/ 7 marks
Tuckman’s Stages of Group Development and Managing Conflicts Tuckman’s stages are:
· Forming: Group members meet and establish initial contacts.
· Storming: Members experience conflict as roles and expectations are negotiated.
· Norming: The group establishes norms and cohesion.
· Performing: The group functions efficiently toward its goals.
· (Adjourning: Sometimes included as a stage of dissolution.)
Understanding these stages helps managers anticipate conflicts during the storming phase and implement strategies—such as:
· setting clear roles,
· encouraging open communication, and
· conflict resolution techniques—to guide the group toward norming and performing stages effectively.


Question 7	/ 6 marks
Stress, Emotions, and Health; Stress Management Strategies
Stress can adversely affect physical health (e.g., increasing the risk of heart disease) and mental health (e.g., causing anxiety or depression). Emotions play a key role in how stress is experienced; for instance, chronic negative emotions can exacerbate stress responses. Effective stress management strategies include:
· Cognitive-behavioral techniques: Reframing negative thoughts.
-Relaxation methods: Techniques such as deep breathing, meditation, or yoga.
· Exercise: Regular physical activity to reduce stress hormones.
· Social support: Engaging with supportive family and friends.


These interventions help mitigate the harmful effects of stress by promoting relaxation, improving mood, and enhancing overall well-being.
Question 8.	/ 5 marks
Three Aspects of BPS by using examples of factors that influence health psychology

Three aspects: (a) Biological aspect: inherited personality traits and genetic conditions, immune system, nervous system…. 
(b) Psychological aspect: lifestyle, personality characteristics, and stress levels, coping skills, self-esteem… 
(c) Social aspect: social support, family relationship, culture beliefs…

Section C: Essay Questions	/30 marks (10 marks per each)
Question 9
Evaluating Attribution and Self-Determination Theories in Motivation

· Introduction: Attribution Theory is a psychological framework that explains how individuals interpret and explain the causes of their behaviors and the behaviors of others. It focuses on how people attribute success or failure to internal factors (e.g., ability, effort) or external factors (e.g., luck, task difficulty).

Self-Determination Theory (SDT) is a theory of motivation that emphasizes the role of intrinsic and extrinsic factors in driving human behavior. It suggests that people are most motivated when they experience autonomy, competence, and relatedness—three basic psychological needs that promote growth and well-being.

· Strengths of Attribution Theory:
· Explains how individuals interpret success and failure through dimensions (locus, stability, controllability).
· Predictive value regarding future motivation.
- Limitations of Attribution Theory:
- May oversimplify behavior by not accounting for complex situational factors.
· Strengths of Self‑Determination Theory:
· Emphasizes intrinsic motivation and the fulfillment of psychological needs (competence, autonomy, relatedness).

· Explains how external rewards can undermine or support intrinsic motivation.
· Limitations of Self‑Determination Theory:
· May not fully capture individual differences or cultural influences.
· Integration in Practice:
· Propose using attribution feedback (e.g., emphasizing effort) in tandem with creating environments that foster autonomy.
- Conclusion: Summarize how combining both theories can enhance motivation in educational or work settings.
Question 10
Analyze Tuckman’s stages of group formation and development and discuss how this model can be applied to enhance teamwork in modern organizations. Support your answer with real-life examples.
Tuckman’s stages of group formation and development consist of five key phases: Forming, Storming, Norming, Performing, and Adjourning. These stages describe the typical progression of teams as they come together, develop relationships, and work toward achieving goals. Understanding this model can significantly enhance teamwork in modern organizations by helping leaders and team members navigate challenges and optimize performance.

1. [bookmark: 1._Forming]Forming
In this initial stage, team members are introduced, and there is often excitement, uncertainty, or anxiety. People are polite and cautious as they begin to understand their roles and the team's objectives. Leadership is usually directive, with the leader taking control to set expectations and establish basic ground rules.

Application in Modern Organizations:

· During the early phase of a project, such as the launch of a new product team, leaders can use this stage to clarify roles and expectations. For example, when a team is formed to develop a new software product, the manager would likely define roles (e.g., developers, marketers) and set clear objectives. This helps minimize confusion and sets a solid foundation for the project.

2. [bookmark: 2._Storming]Storming
As team members begin to work together, conflicts often arise due to differences in working styles, opinions, and approaches. This phase is marked by tension, competition, and challenges to the group’s leadership and direction. If managed poorly, it can lead to team dysfunction.

Application in Modern Organizations:

· In tech startups, for example, conflicts may arise over how to approach coding tasks or user interface design. Here, a team leader needs to manage these disagreements constructively by encouraging open communication, facilitating problem-solving, and ensuring that everyone’s perspective is heard. Proper conflict management can lead to creative solutions and strengthen the team dynamic.

3. [bookmark: 3._Norming]Norming
During the norming stage, the team starts to develop cohesion and a sense of unity. Roles and responsibilities are clearer, conflicts are resolved, and team members begin to collaborate more effectively. Trust develops, and communication improves.

Application in Modern Organizations:

· In a corporate setting, after resolving initial conflicts, a sales team might begin to share best practices for approaching clients, or a marketing team might align on branding strategies. Regular check-ins, team-building activities, and feedback mechanisms can help move a team through this stage quickly, enhancing productivity and collaboration.

4. [bookmark: 4._Performing]Performing
In this phase, the team is highly effective and efficient. Members are working collaboratively toward shared goals, and team dynamics are strong. The group is self-sufficient, with minimal need for external supervision or direction. Creativity, problem-solving, and decision-making are optimized.

Application in Modern Organizations:

· Consider a well-established team within a multinational company working on expanding operations in a new country. These teams, with clear roles and a strong working relationship, can innovate, make decisions quickly, and execute projects with minimal friction. For example, a high-performing marketing team in a tech company might be able to rapidly develop and launch a successful campaign without constant management input.

5. [bookmark: 5._Adjourning]Adjourning
The adjourning stage marks the end of the group’s work, often when a project or goal is completed. Members may reflect on the experience, celebrate achievements, or move on to new projects. This phase is important for closure and can affect team morale if not handled well.

Application in Modern Organizations:

· After completing a successful product launch or finishing a critical project, the team should have a formal debriefing session to discuss what went well and what could be improved. Recognizing individual and collective contributions can foster a positive closure. For instance, a project management team completing a major construction project might hold a wrap-up meeting, followed by a celebratory event to recognize team efforts.

[bookmark: Enhancing_Teamwork_with_Tuckman’s_Model:]Enhancing Teamwork with Tuckman’s Model:
To enhance teamwork, modern organizations can apply Tuckman’s model by recognizing which stage a team is in and providing appropriate support. For example:

· During the Forming and Storming stages, leaders can focus on fostering trust, setting clear expectations, and facilitating open communication.
· In the Norming and Performing stages, they should empower team members by providing autonomy, encouraging collaboration, and recognizing achievements.
· In the Adjourning stage, acknowledging contributions and reflecting on lessons learned can create a sense of accomplishment and prepare the team for future success.

[bookmark: Real-Life_Examples:]Real-Life Examples:
1. Google's Project Aristotle: Google studied the dynamics of high-performing teams through Project Aristotle. They found that successful teams went through Tuckman’s stages, with a heavy emphasis on creating psychological safety during the Storming and Norming phases. By fostering trust and communication, Google was able to optimize team performance.
2. Amazon’s Teams: Amazon’s product teams often go through Tuckman’s stages when developing new services. During the Forming and Storming phases, managers provide strong leadership, clear role definitions, and set expectations. As teams reach the Performing phase, they are empowered to make decisions and drive innovation autonomously.

In conclusion, applying Tuckman’s model helps organizations understand group development and proactively manage team dynamics. By guiding teams through these stages thoughtfully, leaders can improve collaboration, resolve conflicts effectively, and create high-performing teams.


Question 11. Factors Contributing to Intergroup Conflicts and Strategies for Resolution
Intergroup conflicts are disagreements or tensions that arise between different groups within an organization, community, or society. These conflicts can stem from a variety of factors, including competition, cultural differences, poor communication, or conflicting goals. In order to

manage and resolve intergroup conflicts effectively, it is important to understand the underlying factors contributing to these conflicts and then apply targeted conflict resolution strategies.

[bookmark: Factors_Contributing_to_Intergroup_Confl]Factors Contributing to Intergroup Conflicts
1. Competition for Resources: When groups within an organization or community compete for limited resources, such as budget, recognition, or space, this can create tension and conflict. This competition often escalates when the perceived resources are crucial to the success of each group’s objectives.

Example: Two departments in a company, such as Marketing and Sales, may fight for control over budget allocation, which can result in conflict if both groups believe their needs are more urgent.

2. Cultural and Value Differences: Diverse groups with different cultural backgrounds, values, and norms can misunderstand each other’s behaviors and expectations. These differences can lead to stereotyping, bias, and tension.

Example: In a multicultural team, differences in work styles or communication practices can lead to misunderstandings, particularly if one group values directness and another values diplomacy.

3. Poor Communication: Miscommunication or lack of communication is a common cause of intergroup conflict. When groups do not share information properly or do not understand each other’s perspectives, assumptions and misunderstandings are more likely to occur.

Example: A misalignment between a project team and upper management regarding project expectations could lead to frustration and conflict. Both parties may be working with different assumptions about project timelines, scope, or deliverables.

4. Power Imbalances: Unequal power dynamics between groups can foster resentment and conflict. Groups with less power may feel oppressed, while groups with more power may struggle to understand the grievances of others.

Example: Employees in lower-level positions may feel undervalued or marginalized by upper management, which can result in open or covert resistance and conflict.

5. Differing Goals or Priorities: Conflicting goals or differing organizational priorities can create rifts between groups. Each group may prioritize its own objectives, even if they are not aligned with those of other groups.

Example: A research and development team focused on long-term innovation might conflict with a sales team that is focused on achieving short-term sales targets, as both groups perceive their goals as more critical.

6. Role Ambiguity: When the roles and responsibilities of each group are unclear, this can lead to confusion, conflict, and competition. Overlapping responsibilities or a lack of clarity about who is in charge of what can create disputes.

Example: If two teams have overlapping responsibilities for client communication, they might both take ownership of the same tasks, leading to conflict over control and accountability.

7. Historical Grievances: Past conflicts, unresolved issues, or deep-rooted grievances between groups can perpetuate ongoing tensions. Historical mistrust or resentment can influence present interactions and escalate conflict.

Example: Rivalry between two departments within a company that has persisted over years due to previous leadership decisions or workplace injustices can continue to manifest in current disagreements.


[bookmark: Comprehensive_Strategies_for_Conflict_Re]Comprehensive Strategies for Conflict Resolution
To effectively manage and resolve intergroup conflicts, organizations can employ a variety of strategies:

1. Open Communication: Creating an environment where open, honest, and transparent communication is encouraged can help prevent misunderstandings and clarify expectations. Regular communication between groups helps prevent assumptions and promotes understanding.

Strategy: Hold joint meetings or workshops where representatives from each group can discuss their concerns, objectives, and viewpoints in a structured, respectful manner.

Example: In a conflict between marketing and sales teams, facilitate a collaborative workshop where both teams can outline their expectations and challenges, allowing them to align their goals and improve cooperation.

2. Mediation and Facilitation: Engaging a neutral third-party mediator can be effective in resolving conflicts. A skilled mediator helps facilitate discussions, guides groups toward finding common ground, and suggests potential solutions that are mutually beneficial.

Strategy: Appoint an impartial mediator or facilitator to guide discussions and help both groups understand each other’s perspectives. The mediator can help defuse emotional tension and move the conversation toward finding practical solutions.

Example: If a conflict arises between HR and IT departments over system requirements, a neutral facilitator can help them navigate their differences, find common ground, and design a solution that satisfies both parties.

3. Building Trust and Relationships: Fostering trust between groups is essential for long- term conflict resolution. Engaging in team-building activities, collaborative projects, and cross-functional work can help break down barriers and build mutual respect.

Strategy: Encourage teams to collaborate on smaller, non-competitive projects to build relationships and trust over time. This can help reduce animosity and enhance cooperation in the long run.

Example: A company could arrange a team-building retreat where members of different departments work together to solve fun problems or take on joint responsibilities, helping to foster trust and understanding.

4. Clarifying Roles and Responsibilities: Clearly defining roles and responsibilities for each group can minimize conflict caused by role ambiguity or overlapping tasks. Having well-established processes in place for decision-making and accountability reduces confusion.

Strategy: Use a RACI (Responsible, Accountable, Consulted, Informed) matrix to clearly define each group’s role in a project or task. This helps avoid disputes over ownership and ensures that everyone knows their responsibilities.

Example: In a product launch, clearly outline the responsibilities of the marketing, sales, and product development teams, specifying who is responsible for what, so that roles do not overlap and lead to conflict.

5. Conflict Resolution Training: Providing training on conflict resolution skills can equip individuals and groups with the tools to manage disagreements constructively. This training can focus on communication skills, negotiation, and emotional intelligence.

Strategy: Offer conflict resolution workshops or training sessions for employees to learn techniques for managing disputes and working through conflicts in a healthy, solution- focused manner.

Example: A company may offer training to staff on how to engage in "nonviolent communication" to address conflicts in a calm and respectful manner, reducing the chances of escalation.

6. Negotiation and Compromise: Encouraging a win-win mindset where both groups seek a mutually beneficial resolution can help resolve conflicts. This often involves negotiation and compromise, where each group gives a little to reach a solution that is acceptable to both parties.
	
Strategy: Facilitate negotiations between groups where each side presents their interests and negotiates a solution that satisfies as many needs as possible.

Example: A conflict between two departments over budget allocation can be resolved through negotiation, where both sides agree to split resources based on priority needs or future projections.

7. Encouraging Empathy and Perspective-Taking: Encouraging team members to empathize with others’ viewpoints can help reduce the intensity of conflicts. When groups understand each other’s challenges, goals, and pressures, they are more likely to collaborate effectively.

Strategy: Implement initiatives like "role reversal" exercises where team members from different groups temporarily take on each other’s roles to better understand each other’s challenges and perspectives.

Example: A company experiencing a conflict between customer service and production departments may ask representatives from each group to spend a day shadowing each other to gain insights into the daily challenges faced by the other team.


[bookmark: Conclusion]Conclusion
Intergroup conflicts can arise from various factors, including competition, cultural differences, miscommunication, and power imbalances. Understanding these causes is essential for effectively managing conflict. By implementing strategies such as fostering open communication, mediating disputes, clarifying roles, and encouraging empathy, organizations can reduce tensions and promote a collaborative environment. In the long term, these strategies not only resolve conflicts but also contribute to a more harmonious, productive, and innovative organizational culture.


Question 12
Relationship Between Health Psychology and Emotional Well-Being

Health psychology studies how biological, psychological, and social factors affect health and illness. Emotional well-being refers to a person's emotional state, including happiness, stress levels, and emotional regulation.

The relationship between health psychology and emotional well-being is as follows:

1. Stress and Physical Health: Chronic stress, linked to poor emotional well-being, can cause physical health issues like heart disease and weakened immune function. Health psychology helps individuals manage stress through techniques like relaxation, which improves both emotional and physical health.
2. Health Behaviors: Positive emotions, like happiness, lead to healthier behaviors (e.g., exercise, balanced diet). Poor emotional well-being, like depression, can result in

unhealthy behaviors (e.g., smoking, poor self-care). Health psychology focuses on promoting positive emotions to encourage health-promoting behaviors.
3. Chronic Illness and Emotional Coping: Chronic illness can lead to emotional distress, which may worsen the illness. Health psychologists help patients manage emotions and develop coping strategies to improve quality of life and health outcomes.
4. Emotional Regulation and Immune Function: Positive emotional regulation (e.g., managing anger) enhances immune function, while poor emotional regulation weakens it. Health psychology teaches emotional regulation strategies to improve both emotional and physical health.
5. Psychoneuroimmunology (PNI): PNI studies the connection between emotions, the brain, and immune health. Health psychologists use this knowledge to help people manage emotions and reduce the negative impact of stress on health.
6. Social Support: Strong social support improves emotional well-being and reduces stress. Health psychology emphasizes the importance of social networks in coping with illness and improving emotional health.

In summary, health psychology studies the connection between emotions and physical health. Emotional well-being directly impacts stress levels, health behaviors, immune function, and overall physical health. Managing emotions and stress through health psychology strategies improves both emotional and physical well-being.


Question thirteen
People make sense of their illnesses through two channels: symptom perception (“I have a pain in my chest”) or social messages (“the doctor has diagnosed this pain as angina”).
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