Role play #1 – task delegation in triad breakouts; manager – employee - observer groups, allow 10 minutes; share with class

Objective - Practice effective delegation, communication clarity, and expectation‑setting between a manager and an employee in a typical business environment.
Scenario Background - You are part of a mid‑sized marketing firm preparing for the launch of a new client campaign. The team is juggling multiple deadlines, and the manager needs to delegate a key task to ensure the project stays on track.
Roles
Manager (Student A)  You (AN EAGLE) oversee a small team responsible for preparing campaign materials. You’ve just learned that the client moved up the deadline for a major deliverable: a competitor analysis report. You don’t have time to complete it yourself because you’re meeting with senior leadership later today. You need to delegate the task to your employee in a way that is clear, motivating, and sets expectations.
Your goals:
Explain why the task matters.
Clarify the scope, deadline, and expected quality.
Check the employee’s workload and capacity.
Invite questions and confirm understanding.
Offer support without micromanaging.
Employee (Student B) You (A DOVE) are a junior marketing analyst with moderate experience. You currently have two ongoing tasks: updating social media metrics (due tomorrow) and drafting a short blog post (due in three days). You want to be helpful, but you’re concerned about overcommitting and producing rushed work.
Your goals:
Communicate your current workload honestly.
Ask clarifying questions about the task.
Identify what support or resources you might need.
Agree on a realistic plan and timeline.
Situation Prompt - The manager calls the employee into a brief meeting:
“The client just moved up the deadline for the competitor analysis report. I need your help getting this done today. Let’s talk through what’s needed and how we can make it work.”
Students then begin the role‑play, using the goals above to guide the conversation.
Manager, employee and observer each take notes, how did DOPE affect your interaction, share with class, what happened?, challenges you faced?; how can this exercise be improved?; Canvas submit (one-page maximum) 
Role Play #2 - Performance Appraisal: Manager & Employee Setting - A mid-sized marketing firm. The meeting takes place in a private conference room during a scheduled formal quarterly performance review. The tone should be professional, constructive, and future‑focused.
Characters - Manager (Jordan) — Recently promoted team lead responsible for giving formal performance evaluations. Jordan is prepared with notes, examples, and company performance criteria. Employee (Alex) — A marketing coordinator with one year of experience. Alex has shown strong creativity but struggles with deadlines and cross-team communication. Observer as part of the triad. 
Background Information for Students
Company Expectations - Complete assigned projects by agreed deadlines; Communicate proactively with team members and clients; Demonstrate initiative and contribute creative ideas.
Maintain professionalism in meetings and written communication.
Manager’s Notes (Jordan) – Jordan (An OWL) has prepared the following observations:
Strengths - Alex (A PEACOCK) consistently produces high‑quality creative concepts; Clients often praise Alex’s enthusiasm and fresh ideas; Alex has taken initiative on two major campaigns this quarter.
Areas for Improvement - Missed three deadlines in the last two months; Several team members reported difficulty reaching Alex during critical project phases; Written reports sometimes lack structure and require revisions.
Manager’s Goals for the Meeting - Provide clear, specific feedback using examples; Encourage Alex to reflect on his performance; Collaboratively set 2–3 measurable goals for the next quarter; Maintain a supportive tone while addressing performance gaps.
Employee’s Notes (Alex) - Alex enters the meeting aware of some challenges but unsure how serious they are. Alex believes the workload has been unusually heavy and wants to discuss time‑management support or clearer expectations.
Employee’s Goals for the Meeting - Understand how the manager views their performance; Explain challenges with workload and communication expectations; Ask for guidance or resources to improve; Leave with a clear plan for the next quarter.
Role‑Play Flow
Opening the Meeting (Manager leads) - Manager welcomes the employee and sets a positive, professional tone; Manager explains the purpose of the performance appraisal.
Employee Self‑Assessment (Employee speaks first) - Employee shares their view of the past quarter; Employee highlights accomplishments and acknowledges challenges.
Manager Feedback Delivery - Jordan provides: Specific examples of strong performance; Specific examples of missed expectations; Explanation of how these behaviors impact the team and clients.
Discussion & Clarification - Employee responds, asks questions, and provides context; Manager listens actively and paraphrases to confirm understanding.
Goal Setting - Together, they create 2–3 SMART goals, such as: Submit all deliverables at least 24 hours before internal deadlines; Provide weekly progress updates to the team; Attend a writing workshop to improve report structure. This would be left blank for the student dyads to come up with (observer does not get involved). 
Closing the Meeting - Manager summarizes key points; Employee reflects on next steps; Both agree on follow‑up dates.
Manager, employee and observer each take notes, how did DOPE affect your interaction, share with class, what happened?, challenges you faced?; how can this exercise be improved?; Canvas submit (one-page maximum) 

Role-play #3: Conflict Handling - one student is the manager and s/he must resolve a conflict between two employees that the manager supervises

You are the assistant manager of a mid‑sized marketing firm’s project team. Two of your direct reports—Alex and Jordan—have asked for a meeting because their conflict is affecting team morale and project deadlines. Background - Your team is preparing a client pitch due in five days. The project requires close collaboration between Alex (a senior designer) and Jordan (a junior account coordinator). Both are strong performers individually, but their working relationship has deteriorated over the past two weeks.  4th student in group as observer.
Character Briefs
 Manager (Student Role, A PEACOCK) - Responsible for both employees’ performance and the success of the client pitch; Aware that both employees have historically been reliable but have different communication styles; Must facilitate a conversation, gather facts, de‑escalate tension, and guide them toward a solution; Should aim to preserve working relationships and clarify expectations.
Employee 1: Alex (Senior Designer, AN EAGLE) - Highly experienced, values autonomy, prefers to receive information in clear, consolidated batches; Feels that Jordan is “micromanaging” and constantly interrupting with small requests; Believes Jordan’s last‑minute changes are causing unnecessary rework; Recently sent a curt email to Jordan that was copied to the team, which escalated tensions.
 Employee 2: Jordan (Junior Account Coordinator, AN OWL); Detail‑oriented, eager to prove themselves, communicates frequently to avoid mistakes; Feels that Alex is dismissive and slow to respond to messages, which puts client deadlines at risk; Interpreted Alex’s curt email as unprofessional and disrespectful; Worried that if the pitch fails, they will be blamed.
The Conflict Trigger - Last Friday, Jordan sent Alex a list of client‑requested revisions at 4:00 p.m. Alex responded at 4:20 p.m. (ccing the team) with: “These constant last‑minute updates are unsustainable. I can’t keep redoing work because you don’t manage the client properly.” Jordan felt publicly criticized and complained to you. Alex then told you they are “fed up” with Jordan’s disorganization.
Role‑Play Objectives for the Manager - The manager must: Open the meeting by setting expectations for respectful dialogue; Gather each person’s perspective without taking sides; Identify the root issues, such as communication styles, unclear roles, or workload distribution.
Guide both employees toward shared agreements, such as: Preferred communication methods; Deadlines and revision protocols; How not to escalate issues
Clarify expectations for future behavior and follow‑up steps.
Close the meeting with a summary and next steps.
Suggested Structure for the Role‑Play Session – 22 minutes, need to see how this works.
Manager’s Opening (2 minutes) - Set a neutral tone; Explain the purpose: resolving the conflict to support the project and team.
Employee Perspectives (6 minutes) - Jordan explains their concerns; Alex explains their concerns; Manager asks clarifying questions.
Issue Diagnosis (4 minutes) - Manager identifies themes: communication frequency, timing of revisions, tone, expectations.
Collaborative Problem‑Solving (6 minutes) - Manager facilitates discussion on: How to handle client revisions; How often updates should be shared; How to communicate urgent vs. non‑urgent needs; How to address concerns respectfully.
Agreement and Action Plan (4 minutes) - Manager summarizes agreed‑upon changes; Sets expectations for professional communication; Schedules a check‑in after the pitch.
Manager, both employees, and observer take notes, how did DOPE affect your interaction. share with class, what happened?, challenges you faced?; how can this exercise be improved? Canvas submit for each (one-page maximum) 
Role-play #4: Employee is asking their boss for a performance-based pay raise
Role‑Play Scenario: Requesting a Performance‑Based Raise – 3-person group, manager, employee and observer
Purpose of the Exercise - Students practice: Making a persuasive, evidence‑based case for a raise; Responding as a manager balancing fairness, budget limits, and performance data; Navigating a potentially tense conversation professionally; Using negotiation and active‑listening techniques
Role 1: Manager (Student A, A DOVE): Background - You manage a team of six analysts at a mid‑sized marketing firm; Your department’s annual raise budget is limited and must be justified with measurable performance outcomes; You value fairness and consistency, and you must avoid setting precedents you can’t maintain; You have mixed but generally positive performance data on the employee.
Key Information You Hold - The employee’s last performance review rated them “Meets Expectations,” with two areas marked “Exceeds Expectations.”; They successfully led a small project that finished on time and under budget; They have had occasional issues with communication delays with cross‑functional partners; HR guidelines allow raises only when tied to documented performance improvements or expanded responsibilities.
Your Objectives - Understand the employee’s reasoning and evidence; Maintain fairness and consistency with HR policy; Decide whether to: Approve a raise; Offer a smaller raise; Decline but outline a path to earn one; Keep the conversation constructive and future‑focused.
Constraints - You cannot exceed a 6% raise without director approval; You must justify any raise with specific performance metrics; You cannot promise promotions or future raises.
Role 2: Employee (Student B, AN EAGLE): Background - You’ve been with the company for 18 months as a Marketing Analyst; You believe your contributions have grown significantly, especially in the last six months; You feel underpaid compared to peers and want recognition for your increased impact.
Key Information You Hold - You led a campaign analytics project that increased client retention by 12%; You automated a reporting process that saves the team ~5 hours per week; You received positive feedback from two clients; You believe your market value is higher than your current salary (but you do not need to mention outside offers).
Your Objectives - Make a clear, evidence‑based case for a performance‑based raise; Demonstrate your value with specific metrics and outcomes; Stay professional even WHEN the manager pushes back; be prepared to negotiate alternatives (e.g., development opportunities, future review date).
Constraints - You cannot demand a specific number, but you can express expectations (e.g., “a raise that reflects my increased responsibilities”); You must avoid ultimatums; You should anticipate questions about communication issues and be ready to address them.
Suggested Structure for the Conversation
Employee opens the meeting - States purpose clearly and professionally; Presents evidence of performance improvements.
Manager responds - Asks clarifying questions; References performance data and HR guidelines.
Negotiation phase - Employee reinforces value and addresses concerns; Manager weighs constraints and options.
Decision or next steps - Manager gives a decision and rationale or outlines a performance plan; Employee confirms understanding and next steps.
Manager, employee and observer take notes, how did DOPE affect your interaction, share with class, what happened?, challenges faced?;how can this exercise be improved? Canvas submit (one-page maximum) 

