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1 IlepeyeHb IJIAHUPYEMBIX Ppe3y/IbTAaTOB O0yYeHHs MO JUCLHHUIUIAHE, COOTHECEHHBIX C
IUIAaHUPYEMbIMH pe3y/IbTaTaMHU 0CBOEHHs 00pa30BaTe/IbHOM MPOrPaMMbI

1.1 Jucinuminna «J/IugepcrBo / Leadership» obecrieunBaer ¢opMupoBaHue CiefyOIuX
KOMIIeTeHI[UI C yUéTOM MHJUKATOPOB UX [JOCTH)KeHUsI

Kopa, HanMeHOBaHHe KOMITeTEeHIIUH Kop uHANMKaTOpa KOMIIeTeHIUHI

[TKC-3 CriocoGHOCTb C03/1aBaTh OpraHU3aIlWy,

Harpas/ieHUs JesTe/IlbHOCTH Y MPOAYKThI, pa3BUBATh UX,
KOOPJWHUPOBATH MpeANpPUHUMATENbCKYIO AesiTeTlbHOCTb
MEXX/y YUYaCTHUKAaMH B TMpoLjecce OM3HeC-TIaHUPOBaHMUS

ITIKC-3.6

1.2 B pe3yibTaTe 0CBOEHHUsI JUCLUIIMHBI Y 00y4arOIUXCA AO/DKHBI ObITH ChOpMUPOBaHbBI

Kopg,
CopepxaHue HHUKaTOpa Pe3ynbTar 00yueHus
HHAMKATOpa
3HaTh OCHOBHbIE KOHLEMLIUN
JIM/IepCTBa U METO/IUKU OL|€HKH
JUJIePCKUX KauecCTB y4aCTHUKOB
CniocobeH B35Th Ha cebst AeP y
OusHec-ipoliecca;
OTBETCTBEHHOCTH 3a aHa/Iu3
N YMeTb 1Cr0/1b30BaTh METO/IMKU
pelleHnl C TOUKU 3peHust
[TKC-3.6 OLIeHKU Y Pa3sBUTHUS JINJIePCKUX

JIOCTH)KEHUS 1]eIeBBIX
rI0Ka3aTeJsieil B 3aBUCUMOCTU OT
JTara pa3BUTHS OpraHU3aLUU

KauecTB yUaCTHUKOB OW3HecC-
Tipoliecca;

BnaaeTs MeTO/laMU OLIEHKU
JIMZIepCKOro MoTeHLMala y4aCTHUKOB
Ou3Hec-Tpolecca

2 MecTo aucnuniMHbl B cTpykrype OOII

Wzyuenne paucuuruiviHel «JIupepctBo / Leadership» 6asupyercsi Ha pe3sysibTarax
OCBOEHUS CJIeYHOIINX JAUCLUIUIMH/TIPAaKTUK: «KopriopatvBHas conyanbHasi OTBeTCTBEHHOCTh U
stuka / Corporate Responsibility and Ethics», «KomaHngoob6pa3oBanue / Teambuilding»,
«Kputnueckoe u cucremHoe MbiuuieHue / Critical Thinking», «IIcuxonorus Me>Ky/abTypHOU
kKoMMyHMKamu / Cross-Cultural Psychology», «MeTogpl IpUHATHUS yIIpaBIeHUeCKHUX PeLleHuH /
Decision Making»

MucourimiHa SIBIISIETCS TIpe/IlIeCTBYIOIIei AJIst JVICLIUTITAH/TIPAKTHK:
«ITpou3BOACTBeHHAsI TPAKTHKA: TeXHOIOrHueckasi (TIPOeKTHO-TeXHOIOTMYecKasi) MpaKTHKa /
Company Internship II»

3 O0beM AUCIMILTHHbBI

O6Bem aucHMIUIMHEL cocTaBasgeT — 3 3ET

TPpyA0eMKOCTb B aKaJeMHUYeCKHX yacax
Bupt yueGHoii paGoThI (OpuH akageMuUyeCcKuii yac COOTBETCTBYeT 45
MHHYTaM aCTPOHOMUYECKOTO Yaca)
Bcero Cemectp Ne 8

OO0111as1 TPYZA0EeMKOCTh AUCIIUATITMHBI 108 108

AyIUTOpHBIE 3aHATHS, B TOM YHUCJIE: 20 20

JIEKLINU 10 10
naboparopHbie paboThI 0 0




TpaKTUYeCKrue/CeMUHapCKUe 3aHITUs 10 10
CamocTosTenbHas paboTa (B T.4. 59 59
KYPCOBO€ MPOEKTUPOBaHKE)

TpyA0eMKOCTb TPOMEXKYTOUHOM 36 36
arrecraluu

Bu npome>XyTOuHOW aTTecTalyu

(MTOrOBOTO KOHTPOJIsI TIO IUCLIUTI/IMHE) JK3aMeH JK3aMeH

4 CTpyKTypa U cojiepKaHue JUCLUII/IMHBI

4.1 CBopiHbIE JaHHbIE 110 COJEePKAHUI0

Cemectp Ne 8

JIMCI{UTTHHBI

Bujbl KOHTAaKTHOW paboThI

HaumeHoBaHue
Ne Jlekiu

P TI3(CEM) CPC dopma

as/je/1a ¥ TeMbIl
n/n p].'[I/IJiIIPIHJIPIHbI N Ko
o
Yac.

TeKyIlero
Kon. Kon. Kon.
No Yac. No Yac. No Yac. KOHTPOJIA

1 2 3 4

5 6 7 8 9 10 11

The Nature of
1 Leadership 1 2

W=
NN

10 1 10 Tect

Approaches to
Leadership.
Contingency
Theories

4 10 Tect

The Leader as an
Individual.
Personality and
Leadership.
Developing a
Leader"s Mind

3 10 Tect

Courage and Moral
Leadership.
Motivation and
Empowerment

4 12 Tect

Leadership
communication.
Shaping culture
and values

0630p
CTaTbU

IIpomesxyTounas
aTTecTaLys

36 ODK3aMeH

Bcero 10

10 88

4.2 KparTkoe cojiep>kaHue pa3/ie/ioB M TeM 3aHATHI

Cemectp Ne 8

Ne Tema

Kpartkoe copep:xaHnue

1 The Nature of Leadership

The New Reality for Today"s Organizations;
Leadership and the Wall Street Meltdown; Comparing
Management and Leadership; Evolving Theories of
Leadership; Leadership Is Intentional; Learning the
Art and Science of Leadership

2 Approaches to

Know Your Strengths; The Trait Approach; Behavior
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Leadership. Contingency
Theories

Approaches; Individualized Leadership;
Entrepreneurial Leadership; Matching Leaders with
Roles; The Contingency Approach; Fiedler"s
Contingency Model; Herseyand Blanchard"s
Situational Theory; Path-Goal Theory; TheVroom-
Jago ContingencyModel; Substitutes for Leadership

communication. Shaping
culture and values

3 The Leader as an Personality and Leadership; Values and Attitudes;
Individual. Personality Social Perception and Attribution Theory; Cognitive
and Leadership. Differences; Working with Different Personality
Developing a Leader"s Types
Mind

4 Courage and Moral Moral Leadership Today; Acting Like a Moral Leader;
Leadership. Motivation Becoming a Moral Leader; Servant Leadership;
and Empowerment Leadership Courage; Leadership and Motivation;

Needs-Based Theories ofMotivation; Other
Motivation Theories; The Carrot-and-Stick
Controversy; Empowering People to MeetHigher
Needs; Employee Engagement Programs; Three Kinds
of Influential Leadership; Power, Influence,
andLeadership; Sources of Leader Power; Increasing
Power Through Political Activity

5 Leadership How Leaders Communicate; Leading Strategic

Conversations; Communicating to Persuadeand
Influence; Selecting Rich CommunicationChannels;
Nonverbal Communication; Communicating in a
Crisis; Organizational Culture; Cultural Leadership;
The Competing Values Approach to Shaping Culture;
Ethical Values in Organizations; Value-Based
Leadership

4.3 IlepeueHb /1abO0pPaTOPHBIX padoT

JIabopaTopHbIX paboOT He TIPeyCMOTPEHO

4.4 IlepeyeHb NpaKTHUYECKHX 3aHATHHN

Cemectp Ne 8

. Ko/1-Bo aKajieMmuuyecKux

Ne TeMbI NPaKTHUECKHUX (CEMHUHAPCKHX) 3aHATHI 4acoB
1 Main Course Concepts 2
2 Approaches to Leadership 2

Emotional Intelligence — Leading with Heart and
3 . 2

Mind
4 Needs-Based Theories of Motivation 2
5 How Leaders Communicate 2

4.5 CamocrosiTes1bHasi padoTa

Cemectp Ne 8

| N |

Bua CPC

| Ko/1-B0 aKkaieMuuecKux




4acoB
1 BegeHve TepMUHOJIOTMUECKOT0 C/1I0Baps 10
9 BhbInosHeHre MMCbMEHHBIX TBOPUECKUX padoT 10
(rceM, moksaznoB, coobuienuii, JCCE)
3 BbInonHeHre TPeHUPOBOUHBIX U 00YUarOIINX 10
TeCTOB
4 [ToAroToBKa rpe3eHTali 22

B x0/ie poBeieHusT 3aHATHH 0 AUCLIUIIMHE UCTIONB3YIOTCS CIAYOLIe UHTePAKTHBHbIE
MeTo/bl 00ydeHus: B xo7ie mpoBeieHNs 3aHSATHM 110 JUCLUTTHE WCIIOB3YIOTCS CIeAYIOIIe
WHTePaKTHUBHbIe MeTO/IbI 00ydeHusi: [IMcKyccuu 1o po6ieMHBIM BOTIPOCAM, /1e/I0Bast UTpa,
MeTO/| KeCOB, MeTO/| TIPOEKTOB, KPYTJIbIN CTOJI, IPOCMOTP U 00CY’KAeHue yueOHbIX (GHUIEMOB,
6/mmii-onpockl. OTAebHbIE 3aHATHS 110 KYPCY MOTYT ITPOBOAUTHCS B (hOPMe aKTHBHOTO
TIPaKTHUECKOT0 00yueHHUsT: BbI€3AHBIX 3aHSATHH C MOCEIeHNeM OpraHr3alvid ¥ MepOTPUSTHIA
ISl TIOJTyUeHHs1 HOBBIX 3HAHUM W/W/Y TIOBTOPEHUS MaTepuasa Ha TipakTvke. [1pu mpoBejeHuH
TaKWX 3aHATHH Tpero/iaBaTesb BHICTYIIaeT B KaueCTBe MOMOIIHIKA M KOOPAWHATOPA TIPOLiecca,
riepe/iaBasi akTHBHYIO QYHKLIO 00ydeHust cTyeHTaM. OH JKe pery/pyeT IpoLecc
TI0Cpe/[CTBOM TTOJTOTOBKH CIelMa/bHbIX 3a/laHul, TPOBeeHHsT KOHCYJ/IbTALMH, OLIEHKU 3HaHHH,
YMeHHH 1 HaBBIKOB, ITPe/I0CTaB/IeHHsI 00paTHO CBsi3u. [ToOMHUMO MO/Ty4eHUs 3HaHUH aKTHBHbIE
TpaKTUYeCKKe 3aHSATHS Pa3BUBAlOT KOMMYHUKAaTUBHbBIE HABLIKH, yUaT CTyJeHTOB paboTaTh B
KOMaH/ie, peliaTh 1pob/iemMbl

5 IlepeueHb yueOHO-MeTOJUUECKOT0 00ecriedeHUsl JUCLUTIMHBI
5.1 MeToanueckue yKa3aHHusA /1A 00yYarOIIUXCS 110 0CBOEHHIO JHUCLUILIMHBI
5.1.1 MeToauuecKne yKa3aHus /s 00y4arOUXCs 10 MPAKTHYECKHUM 3aHATHIM

V3yuaTh JUCLIUIIIMHY PEKOMEH/YeTCsl B COOTBETCTBHU C TOW TOC/Ie/|0BaTebHOCTbIO, KOTOpast
o0o03HaueHa B ee cofiepKaHUU. [I/1s yCTIeITHOT0 0CBOeHHs Kypca 00ydJaroliecst J0/DKHBI UMeThb
TiepBOHavabHbIe 3HaHUs B 00/1aCTH MeHe/)KMeHTa, SKOHOMHUKH OpTraHU3aLiH.

Ha nexiusix mipero/jaBaTesib 03By4rBaeT TeMY, 3HAKOMUT C IIePeyHeM JIMTePaTyphI 10 TeMe,
000CHOBBIBAaET MECTO Y POJIb ITOU TEMBI B IaHHOM JUCLIUTI/IHE, PACKPBIBAET ee

TIpaKTHYecKoe 3HaueHue. B Xo/ie ieKLui CTyIeHTY HeoOX0/[UMO BeCTU KOHCITeKT, PUKCUPYS
OCHOBHBIE TTOHSATHS 1 TIPOOJ/IeMHBIE BOTIPOCHI.

[TpakTrueckue (ceMUHApPCKUe) 3aHSTHUS TI0 CBOEMY CO/IeP>KaHHIO CBSI3aHbl C TEMAaTUKOU
JIEKLIMOHHBIX 3aHATHUH. HauMHaTh MOATOTOBKY K 3aHATHIO 11e/1lecO00pa3HO C KOHCTIEKTa JIEKLHH.
3aziaHue Ha MpaKTUYecKoe (CeMHUHAPCKOe) 3aHsTHe CO0O0IIIaeTcst 00yJaroLMcst [0 ero
nipoBefieHysi. Ha cemuHape mpernosiaBatesib OpraHu3yeT 00Cy»XjeHre 3TO TeMbl, BLICTYTIas B
KauecTBe OpraHM3aTopa, KOHCYJ/IbTaHTa M SKCIepTa yueOHO-TI03HaBaTeIbHOU JiesiTe/TbHOCTU
oOyuyatorerocs.

5.1.2 MeTtouuecKue yKa3aHus AJIsi 00yJaromuxcs Mo CaMoCTOsITe/IbHOI padoTe:

OCHOBHBIMH BHAMU CaMOCTOSITE/TbHOM pabOThI CTY/IEHTOB C y4acTHeM TIperofiaBaresieit
SIBJISTFOTCSI:

* TeKylllle KOHCYJ/IbTall1K;

* BLITIO/THEHHE MMMChbMEHHbIX TBOPUECKUX paboT (muceMm, noknazioB, coobdienuit, JCCE);
OCHOBHBIMH BHAMU CaAMOCTOSITETbHOM pabOThI CTYyIeHTOB Oe3 yuacTus TperojaBaTesieit
SIBJISTFOTCSI:

* hopmMHpoBaHUe U YCBOEHUE CO/lep>KaHUsI KOHCIIEKTa JIEKIMM Ha Oa3e peKoMeHI0BaHHOM
JIEKTOPOM yueOHOM IUTepaTyphl, BK/ItoUas UHGOpMaIloHHbIe 00pa30BaTe/IbHbIe PECYPChI
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(3neKTpoHHBIe YueOHUKH, 37IeKTPOHHBIe OUOIHOTEKH U JIP.);

* CAaMOCTOSITe/TbHOE 3yUYeHHe OTZAe/bHBIX TeM WU/IA BOMTPOCOB M0 yueOHUKaM WIIH
yueOHBIM 1TOCOoOusIM;

* TIOJrOTOBKA K CEMUHapaM.

6 @DoHJ OLEHOUHBIX CPeACTB A/l KOHTPOJIA TeKylleill ycrneBaeMOCTHM W TIPOBeJeHHUs
NMPOMEeXYTOYHOH aTTeCTaluy MO0 JUCHHUILINHe

6.1 OreHoYHbIe Cpe/CTBA /IS NPOBeieHUs TeKyILero KOHTPOJIs
6.1.1 cemectp 8 | Tect
OnucaHue npoueaypsbl.

Tect BKrOUaeT B cedst 10 BOIIPOCOB.
[Tpumep 3aganus o Teme "The Nature of Leadership":

1. In which of the fields does leadership play the important role?

a) Families

b) Communities

c) The military

d) Business

e) All of the above

2. Leadership is an influence relationship among leaders and followers who intend real ...
and ... that reflect their shared purposes.

Fill the blanks in the given above definition of leadership.

a) Figures and results

b) Dealings and accomplishments

c) Changes and outcomes

d) Developments and numbers

3. One stereotype is that leaders are somehow different from others. In reality the qualities
needed to be an effective leader are the same as those needed to be an effective... .

a) Manager

b) Follower

c) Politician

d) Trainer

4. The Hurricane Katrina wiped out communities along the Gulf Coast in August 2005,
official rescue and relief agencies were woefully slow to respond. In contrast, informal leaders in
the community of Villa Platte quickly organized rescue and relief efforts around the slogan, If
not us, then who? The community made up of about 11,000 people with an average yearly
income of only $5,300, served 5,000 traumatized Katrina victims - rescuing people from
rooftops, picking up the dead, transporting the injured to trauma centers, and inviting displaced
people to stay in their homes.

How would you best summarize the situation described?

a) If to stop equating leadership with greatness and public visibility, it becomes easier to see
the opportunities for leadership and recognize the leadership of people we interact with every
day.

b) Effective leaders and effective followers are sometimes the same people, playing

different roles at different times.

c¢) The basic cultural values in North America make it easiest to think of leadership as
something a leader does to a follower.

d) Effective followers think for themselves and carry out assignments with energy and
enthusiasm.
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5. New reality for leadership. Which of the following does not fit the new-paradigm
mindset?

a) Change and crisis management

b) Empowerment

¢) Competition

d) Diversity

6. Marilyn Nelson, CEO of the Carlson Companies (Radisson Hotels, TGI Fridays, Regent
Seven Seas Cruises), says being a true leader means you “have to subordinate your own
emotions, your own desires, even make decisions on behalf of the whole that might conflict with
what you would do on an individual basis” .

Which shift in paradigm to New Reality for Leadership does this example illustrate?

a) From uniformity to diversity

b) From competition to collaboration

c) From self-centered to higher ethical purpose

d) From hero to humble

7. What is it that distinguishes the process of leadership from that of management? Find the
pair of elements that does not fit.

a) Creating vision and strategies /making detailed plans and schedules

b) Criticize new ideas/encourage new ideas

c¢) Focusing on motivation and inspiration/focusing on reports

d) Personal influence/formal authority

8. Which of the following is considered the oldest of leadership concepts?

a) Trait Theory

b) Great Man Theory

c) Contingency Theory

d) Relational Theory

9. What is the correct order of the “leadership evolution” stages?

a) Learning Leadership/ Lateral leadership/ Great Pearson Leadership/ Rational
management

b) Lateral leadership/Learning Leadership/ Rational management/Great Pearson Leadership
c) Great Pearson Leadership/ Rational management/Lateral leadership/Learning Leadership
d) Rational management / Great Pearson Leadership / Learning Leadership/Lateral
leadership

10. What is characteristic of a learning leader?

a) Intentionally uses human skills to build a culture of performance, trust and collaboration.
b) Values control, stability and homogeneity

c) Analyses the situation, develops careful plans, and controls what happens.

d) A single person understands a big picture, coordinates and controls all the activities

KpuTtepun oneHUBaHus.

O1eHKa «OT/IMYHO» CTABUTCS TIPU YCIOBUH, UTO [10J1s1 IPABU/IbHBIX OTBETOB Ha TECTOBbIE
3ajaHus cocTassiet 6ojee 90%.

O1eHKa «XOpOLLI0» CTaBUTCS MPHU YCIOBUU, UTO /10JIsI MPaBUIbHBIX OTBETOB HA TECTOBLIE
3aflaHusi coctasiisgeT oT 71 po 90%.

O1eHKa «yZ0B/I€TBOPUTENBLHO» CTaBUTCS MPU YCJIOBUM, UTO Z0J1s1 IPaBUIbHBIX OTBETOB Ha
TeCTOBble 3aZjaHrs cocrassieT oT 41 1o 70%.

6.1.2 cemectp 8 | O630p cTaTbu

OnucaHue npoueaypsbl.



Heob6xoauMo orvcate OCHOBHYIO W/IEH0 CTaThH, HAMMCATh, CYUTAETe JIK BbI CTATHIO
VHTEepPeCHOW/aKTya/lTbHOW/BaXKHOW/U T. [I. Y TIOUEMY.

IIpumep 3azanus:

Are You Worried That Your New Colleagues Resent You?

by Nihar Chhaya (HBR)

In the first few months of joining a new company, you may experience the excitement for a new
adventure and apprehension about whether it will be a good fit. So, it can be disconcerting to
notice that certain colleagues are not welcoming — and may even seek to undermine you. Not
only can their behavior distract you from performing at your best, but their view can jeopardize
your brand, especially if they are influential in the company.

The dilemma of fitting in with new colleagues is a widespread problem. Half of all senior-level
outside hires fail within the first 18 months, mainly due to an inability to acclimate to the
company culture and often due to poor onboarding. And for the newly appointed leader,
harmony with coworkers is so desired that as much as 58% of men and 74% of women would
refuse a high paying job if it meant not getting along with colleagues.

There are lots of variables that could cause your colleagues to subvert you early in your arrival,
and many of those are out of your control. But here are a few strategies you can use to make sure
their perceptions don’t diminish your motivation or hinder your success. Consider that it’s not
you they resent, but rather what you represent. If you find out that certain colleagues are
badmouthing you behind your back or making it difficult to collaborate early on, it’s fair to say
they haven’t had much time to get to know you,

so there may be factors at play that preceded your arrival.

For instance, one newly appointed senior vice president I coached could tell that many on her
inherited team acted in passive-aggressive ways, telling her what she wanted to hear while being
inaccessible and unresponsive to agreed-upon actions. In a conversation with her boss, she found
that almost half of the team had applied for her job. Her coworkers were not just upset about not
being selected but also dismayed that the company chose to hire a leader from the outside rather
than promote from within. Unfortunately, this SVP became the unintentional face of a
longstanding grievance in that department.

In some cases, you may also find your colleagues alienating you because of how your impending
arrival was talked about before joining. I coached a marketing director at a renowned Fortune
100 global company who left to take a VP role at a smaller, regional firm. Despite carrying
herself with humility and warmth, she found several colleagues unwilling to engage with her.
After a few months, a friendly colleague explained that her boss — one of the few SVPs at the
company — had been so effusive in vocalizing how pedigreed and experienced she was before
she joined that people began to form opinions about her immediately. The SVP was so proud that
he was the one who “landed” someone from a global brand, who could have essentially “written
her own ticket,” but his desire to take credit for poaching a star hire set the VP up for a hostile
onboarding. Create your own advisory board.

As a new external hire, you may be hesitant to run to your boss or colleagues with every question
or concern you have about assimilating within the company culture, in case that comes across as
incompetent. But the vast majority of companies practice poor onboarding, and up to 20% of
new hires leave within the first 45 days of joining. So you would be doing the company and
yourself a favor by being proactive in learning how to avoid potential landmines and missteps as
you navigate the company culture.

To prevent the mistake of shattering norms and acceptable work styles in your organization
before developing your brand, create a personal board of directors for honest insight and advice.
Ask some of the more difficult people around you for ongoing feedback, not only to show a
willingness to grow yourself but also to protect yourself against any potential sabotage.

Your boss is your best advocate early on, having made a bet on hiring you, so ask to spend
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significant one-on-one time with them during the onboarding stage. They can help you align on
workflow expectations and learn which key stakeholders you need to influence for success. Then
enlist some peers who also report to your boss and your direct reports and coworkers in other
departments for ongoing advice. The idea is to spend just as much time learning about “how”
work gets successfully done there as “what” work to do in your role.

Co-opt your enemies. Some resentful colleagues will actively undermine you, whether by
withholding information, delaying collaboration, or attacking your ideas in public. In every case,
it’s vital to protect your positive intention to do good work for the benefit of your leadership
brand and the performance of the company.

Their behavior likely has less to do with you than with their insecurities, so consider them as
“enemies” worth cultivating influence with, because they may evolve to become useful allies in
the future. For instance, you may surprise a colleague who criticizes you behind your back by
asking them for their advice and expertise on a work issue. Perhaps publicly compliment them,
showing that you are secure enough to raise them and share the spotlight. Such gestures may not
only warm them up to you but encourage them to reciprocate in time.

With the most serious offenders, it may be a tall order to generate a feeling of goodwill for them.
But no matter how much they aggravate you, it’s worth remembering a fact of human nature:
Actively liking people gets them closer to like you.

Research shows that when you expect acceptance by someone, you tend to offer warmth to them,
leading them to accept you. The opposite is also true: When you expect your colleague to reject
you, you will likely approach them with a coldness that leads them to reject you. So, you don’t
have to become their fan, but if you mentally generate even the slightest thing to like about them
and expect them to come around eventually, your nonverbal behavior will shift. And that change
in your presence disrupts their negative expectation of acceptance from you, allowing them to
develop a fondness for you slowly.

Own your part.

While your colleagues’ resentment toward you early on is often rooted in factors related to their
insecurities and organizational dynamics that preceded you, it’s wise to reflect on what you may
be doing to contribute to or exacerbate the negativity.

Consider reaching out to a colleague who is particularly non-responsive or even actively
undermining you and initiate a heart-to-heart conversation. The result can be quite powerful.
You might say to them, “Look, I know a lot of people aren’t too excited about me being here,
and I get it. Some of their concerns are rooted in things outside of my control, but I don’t want to
make excuses if I’m playing a part in being challenging to work with. I value your advice in
succeeding at this company. Can you tell me if ’'m doing something wrong and offer me some
ideas on fitting in better?

In addition to asking for feedback, take an honest inventory of your approach through
introspection. One of my clients, a VP of IT, had joined his third new employer in the past
decade. After several experiences of not assimilating well at other companies, he realized he
came across as arrogant and excessively authoritative, often seen as a brazen “empire builder” by
colleagues. So, upon joining this new company, he decided to be more modest and less dominant
in interactions. But after a few months, he was shocked to find people avoiding him because they
found him to be too indecisive, unclear in his intentions when meeting, and asking so many
questions that they felt they had to do his work for them. It seemed his efforts not to ruffle any
feathers actually did.

In this case, the VP had to find the proper balance between how he used to be and how he
thought he should be, often without anyone’s direct guidance. But by observing their response to
him and staying self-aware, he could find hidden lessons on the company culture, the speed of
decision-making, and how information flowed relative to his prior employers. And the more he
worked to adapt his approach based on experimentation and calibrating to the response, the
better he could succeed even in the absence of direct feedback.
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Not everyone will be a fan of yours when you join a new company, and some may even actively
undermine you despite your efforts to assimilate. But by following these strategies, you will be
able to build your influence where it counts and slowly open the door for initial naysayers to
believe in you.

Kpurepumu onjeHuBanus.

OrjeHka "0T/IMYHO" BBICTAB/IIETCA B C/lyYae, eIy peLieH3ust XOPOIIO CTPYKTYpHUpOBaHa, JIOrMuHa
U ZiaeT BCro (popManbHYH0 MH(MOPMALIUIO TI0 CTaThe; sI3bIK peljeH3UM rPaMOTHbIN

0e3 rpaMMaTUYeCKUX OIIMOOK; aBTOP M3/1araeT COOCTBEHHOe MHEeHHe 110 OCHOBHOM H/jee U
nipobsieMaM, MOAHSATHIM B CTaThe.

OrjeHka "XOpOoI110" BBICTABJISAETCS B C/Iy4ae, eC/ld peLieH3Us CTPYKTypPUpOBaHa, JIOru4yHa U aeT
dhopmasbHYI0 MHGOPMALIMIO O CTaThe; SI3bIK PeljeH3UU JOCTaTOYHO IPaMOTHBIN, HO C
HEeCKOJIbKUMH I'PaMMaTUYeCKUMH OIIMOKaMH; aBTOp M3jaraet cCoOCTBeHHOe MHeH1e 00
OCHOBHOM Hjiee 1 pobieMax, TIOJHSTHIX B CTaThe.

OueHka "yZ0B/IeTBOPUTE/IBHO" BBICTABJISAETCS B C/ly4ae, eC/Iu peLjeH3us IJI0X0
CTPYKTypHPOBaHa, He 04YeHb JIOTUYHA 1 hopMasibHasi MH(OopMaLMs He TI0/IHast; 3bIK PeLieH3Un
HerpaMoTHBIN; ABTOD ZaeT 10xoe MHeHHe 00 OCHOBHO# nziee U pobieMax, MOJHSTHIX B
cTaTbe.

6.2 OueHouHbIe Cpe/iCTBA /I/IfAA IPOBe/|eHHs TPOMEe)XyTOUHOM aTTecTaluu

6.2.1 Kpurepun wu cpeacrBa (MeTo/bl) OLEHMBAHUA WH/JUKATOPOB [OCTH)KEHUS
KOMIIeTeHI[UY B PaMKaX MPOMeXyTOYHOM aTTeCcTal[uu

CpeactBa
(MeToppBI)
NupukaTop focTHxeHus
KpuTepuu oneHMBaHusA OLleHUBaHMA
KOMIeTeHI[U! o
NMPOMe)XXyTOYHOH
arrecTanuu
[TKC-3.6 CrnocoOHOCT,  MpWHUMATh Ha  cebst | YCTHBIN OMpoc Win
OTBETCTBEHHOCTH 3a MPUHATHE pelleHUl, | TeCTHPOBaHue
KacarlMXCsl pa3BUTHs OpraHu3aLun

6.2.2 TunoBbIe OLleHOYHbIE CPeACTBA MPOMEXXYTOUHON aTTecTal[uu

6.2.2.1 Cemectp 8, TumnoBble oLleHOYHBIE CPeACTBA /IS IPOBe/JeHUs 3K3aMeHa 110
JUCIUTIMHE

6.2.2.1.1 Onucanue npoueaypbl

OK3aMeHalMOHHbBINA TECT BK/IIOUaeT B cebst 35 BOMPOCOB:

1. Leadership is an influence relationship among leaders and followers who intend real ...
and ... that reflect their shared purposes.

Fill the blanks in the given above definition of leadership.

a) Figures and results

b) Dealings and accomplishments

¢) Changes and outcomes

d) Developments and numbers

2. Marilyn Nelson, CEO of the Carlson Companies (Radisson Hotels, TGI Fridays, Regent
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Seven Seas Cruises), says being a true leader means you “have to subordinate your own
emotions, your own desires, even make decisions on behalf of the whole that might conflict with
what you would do on an individual basis” .

Which shift in paradigm to New Reality for Leadership does this example illustrate?
a) From uniformity to diversity

b) From competition to collaboration

c) From self-centered to higher ethical purpose

d) From hero to humble

3. Which of the following is considered the oldest of leadership concepts?

a) Trait Theory

b) Great Man Theory

c) Contingency Theory

d) Relational Theory

4. ... is the key to effective leadership.

a) Independence

b) Dependence on the knowledge

c) Interdependence

d) Separateness

5. To which of the following category does physical stamina refer:

a) Intelligence and ability

b) Social background

c) Personal characteristics

d) Personality

6. Which of the following features does not refer to a democratic leader?

a) Delegates authority

b) Derives power from position

¢) Encourages participation

d) Relies on subordinates’ knowledge to complete the tasks

7. What is characteristic of job-centered approach?

a) A focus on the human needs

b) Interaction facilitation

c) Seeking to minimize conflict

d) Goal emphasis

8. What did the critics of early LMX theory not pointed out?

a) This approach may lead to feelings of resentment or hostility among out-group
participants

b) This approach can damage the entire organization.

c¢) This approach helps to demonstrate higher quality relationship leading to higher
performance

d) This approach can provide dangerous in-group/out-group differentiation

9. Five general dimensions describe personality (Big Five personality dimensions). Which
one is not given in the list above?

a) Agreeableness

b) Conscientiousness

c) Emotional stability

d) Openness to experience

10. Fill the blank in the definition: “... defines, whether a person places primary
responsibility for what happens to him or her within himself/herself or on outside forces”.
a) Authoritarianism

b) Locus of control

¢) Luck
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d) Fate

11. Beliefs about the types of behavior that are appropriate for reaching goals. Which term
does this statement refer to?

a) Terminal Values

b) End Values

c) Instrumental values

12. Cognitive style refers to how a person perceives processes, interprets, and uses ... . Fill
the blank in the definition above.

a) Brain

b) Information

c) Emotions

d) Perceptions

13. Why assumptions can be dangerous?

a) Because people tend to accept them as “truth”

b) Because they are a part of one’s mental model

c) Because they contradict the reality

14. The mindset of the top leader has always played a key role in organizational success. A
Harvard University study found that business leaders of the 20th century found that they all
shared “contextual intelligence”, the ability to sense the social, political, technological, and
economic context and adopt a mental model that helped their organization best respond.
How would you summarize the abstract?

a) Many leaders become prisoners of their own assumptions and mindsets.

b) The leader’s success is ensured by the ability to change his mental model.

c) It is necessary to ignore the uncertainty of today’s business environment.

15. What does the way of following conventional wisdom at the times of crisis might lead to?
a) Company success

b) Steady company development

c) Failure

d) Leader’s successful career

16. Leaders who are attuned to their own feelings and the feelings of others can use their
understanding to enhance the organization. They possess ... ... .

a) Cognitive intelligence

b) Intelligence

c) Emotional intelligence

d) Psychological intelligence

17. The five components of EQ are self-awareness, self-management, social awareness,
relationship management and ... .

a) Empathy

b) Enjoyment

c) Satisfaction

d) Devotion

18. Moral leadership refers to ... right from wrong and doing right; seeking the just, honest,
and good in the practice of leadership. What is the word missed?

19. There are three levels of moral development: preconventional, conventional and
postconventional. How would you fill the blanks in the following sentence with these terms?
Most adults operate at ... level of moral development, and some have not advanced beyond ...
level. Only about 20% of adults reach ... level of moral leadership.

20. Who was the first to describe servant leadership in his book “Servant Leadership”?

a) Richard Daft

b) Hermann Hesse

¢) Robert Greenleaf
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21. ... is employee disclosure of illegal, immoral or unethical practices in the organization.
a) Abilene Paradox

b) Whistleblowing

c) Comfort zone

d) Nonconformity

22. Define the type of reward in the example — extrinsic/intrinsic:

Oprah Winfrey is an Emmy award-winning television talk show host and is personally worth an
estimated $1,5 billion. Yet Winfrey says she has never been motivated by money or a desire for
power and prestige. Instead, she feels great by serving others — uplifting, enlightening,
encouraging, and transforming how people see themselves.

23. Underline the correct variant:

The leadership approach strives to motivate people by providing them with the opportunity to
satisfy lower / higher needs and become intrinsically / extrinsically rewarded.

24. Correct the mistakes in the table “Maslow’s Hierarchy of Needs”:

Esteem needs

Self-actualization needs

Belongingness needs

Physiological needs

Safety needs

25. Match the term to the correct definition

Positive reinforcement The withdrawal of a positive reward, meaning that behavior is no
longer reinforced and hence is likely to occur in the future

Negative reinforcement The imposition of unpleasant outcomes on an employee

following undesirable behavior

Punishment The withdrawal of an unpleasant consequence once a behavior is

improved

Extinction The administration of a pleasant and rewarding consequence

following a desired behavior

26. Add one more reason for the criticism of carrot-and-stick method of motivation to the
given below:

a) Extrinsic rewards diminish intrinsic rewards.

b) Extrinsic rewards are temporary.

c) Carrot-and-stick approach to work destroy people’s motivation as a group.

d)

27. Fill in the blank with the proper term.

... is the element of communication that enables someone to determine whether the receiver
correctly interpreted the message.

28. Johari Window is:

a) The name of an inventor

b) The type of communication

¢) A framework to improve communication

d) The communication champion

29. Communicating in a crisis has always been a part of a leader’s job. To be prepared for
communicating in a crisis, leaders can develop four skills. Add one more skill to the list:

a) Be visible

b) Tell the truth

¢) Communicate a vision for the future

d)

30. When Xerox was facing bankruptcy some years ago, CEO Anne Mulcany wrote and
shared with employees a fictitious Wall Street Journal article describing the company five years
ahead, outlining the things Xerox wanted to accomplish as if they have already been achieved
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and presenting the company as a thriving, forward-thinking organization.

Which of the mentioned above skills did Anne Mulcany use?

31. A team is a unit of two or more people who interact and coordinate their work to
accomplish a shared goal or purpose.

Underline there main components in the definition.

32. There are four stages of team development. You are given three. What is the fourth stage?
a) Forming

b) Storming

¢) Norming

d)...

33. There are three traditional team types: functional, cross-functional, self-directed. You are
given the features of each type. Match the type to the features.

Features

The team Team types

Is made up of a supervisor and subordinates, can include three or four levels of hierarchy, makes
up a single department

Is made up of members from different departments, employees are generally from the same
hierarchical level, has a specific team leader, coordinates across boundaries to lead projects of
special importance

Members rotate jobs to produce an entire product or service, are long-term or permanent in
nature, typically include three elements: varied skills and functions of its members, access to
resources, decision-making authority

34. Generally, cohesiveness positively influence team performance. But it can also decrease
performance when groupthink occurs.

Explain the term groupthink.

35. There are five styles to handle a conflict in a team. Match the styles to their features.

The competing style A moderate amount of assertiveness and cooperativeness, the goals on
both sides are equally important

The avoiding style Quick and decisive actions are vital on important issues or unpopular
actions

The compromising style A high degree of cooperativeness, when people realize that they are
wrong, when an issue is more important to others that to oneself

The accommodating style Enables both parties to win, require substantial dialogue and
negotiation

The collaborating style Reflects neither assertiveness nor cooperativeness, an issue is

trivial, a delay to gather more information is needed

6.2.2.1.2 Kputepum oleHUBaHUSA

Y noBnerBopure/bH
O11u4HO Xopomo o HeypoBiieTBopuTe/1IbHO
OueHka «0TIMUHO» | OLjeHKa «XOpOLLO» OrnieHka Ouenka
CTaBUTCS TIPU CTaBUTCS MPU «yZIOBJIETBOPUTENILHO | «HEY/I0BJ/IETBOPUTEBHO

YC/IOBHM, UTO ZI0JIs1
TIPaBU/IbHBIX
OTBETOB Ha
TeCTOBbIE 3a/IaHHUs
cocTasJjisteT bostee
90%.

YCJI0BUH, UTO 1O/
TPaBU/IbHBIX
OTBETOB Ha
TeCTOBbIe 3a/laHUs
cocTtaBsieT ot 71
710 90%.

» CTaBUTCS NIPU
YCJIOBUH, UTO [JOJIS
MPaBUJIbHBIX OTBETOB
Ha TeCTOBbIe 3aJaHusl
cocragJisteT oT 41 1o
70%.

» CTaBUTCS TIPU
YC/IOBUM, UTO /I0JIS

MpaBU/IbHBIX OTBETOB Ha

TeCTOBbIE 3a/ldHUA

cocrasiisteT meHee 40%.
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