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Text 1. What is leadership?

Few terms inspire less agreement on definition than leadership. As one expert put it, “there are almost as many definitions of leadership as there are persons  who have attempted to define the concept”.

While almost everyone seems to agree that leadership involves an influence process, differences tend to center around whether leadership must be noncoercive (as opposed to using authority, rewards, and punishments to exert influence over followers) and whether it is distinct from management. The latter issue has been a particularly heated topic of debate in recent years, with most experts arguing that leadership and management and different.
For instance, Abraham Zaleznik of the Harvard Business School argues that leaders and managers are very different kinds of people. They differ in motivation, personal history, and how they think and act. Zaleznik says that managers tend to adopt impersonal, if not passive, attitudes toward goals, whereas leaders take a personal and active attitude toward goals. Managers tend to view work as an enabling process involving some combinations of people and ideas interacting to establish strategies and make decisions. Leaders work from high-risk positions – indeed, they are often temperamentally disposed to seek out risk and danger, especially when opportunity and reward appear high. Managers prefer to work with people; they avoid solitary activity because it makes them anxious. They relate to people according to the role they play in a sequence of events or relate to people in more intuitive and emphatic ways.

John Kotter, a colleague of Zaleznik at Harvard, also argues that leadership is different from management, but for different reasons. 
Management, he proposes, is about coping with complexity. Good management brings about order and consistency by drawing up formal plans, designing rigid organization structures, and monitoring results against the plans. Leadership, in contrast, is about coping with change. Leaders establish direction by developing a vision of the future, then they align people by communication this vision and inspiring them to overcome hurdles. Kotter sees both strong leadership and strong management as necessary for optimum organizational effectiveness. But he believes that most organizations are underled and overmanaged. He claims we need to focus more on developing leadership in organizations because the people in charge today are too concerned with keeping things on time and on budget and with doing what was done yesterday, only doing it five percent better.
So where do we stand? We will use a broad definition of leadership – one that can encompass all the current approaches to the subject. Thus, we define leadership as the ability to influence a group toward the achievements of goals. The source of that influence may be formal, such as provided by the possession of managerial rank in organizations. Since management position come with some degree of formally designated authority, a person may assume a leadership role simply because of the position he or she holds in the organization. But not all leaders are managers; nor, for that matter, are all managers leaders. Just because an organization provides its manager with certain formal rights is no assurance that they will be able to lead effectively. We find that nonsanctioned leadership – that is the ability to influence that arises outside the formal structure of the organizations – is as important or more important than formal influence. In other words, leaders can emerge from within a group as well as by formal appointment to lead a group.
Words to be Remembered:
· concept – понятие, общественное представление
· coercive – принудительный; noncoercive – ant.
· to exert – прилагать усилия
· to be disposed – быть склонным
· solitary – уединенный
· empathy – сочувствие, умения поставить себя на место другого
· empathic – выразительный
· to align smb – выравнивать, выстраивать, ставить в ряд

· hurdle – барьер
· to encompass  -  окружать, заключать в себе
· to emerge from – выходить
Questions to be Answered:
1. Are there many definitions of leadership? Are there many persons who have attempted to define leadership?
2. What do leaders and managers differ in according to Abraham Zaleznik?
3. For what reason does John Kotter argue that leadership is different from management?

4. Does Kotter see both strong management and strong leadership as necessary for optimum organizational effectiveness?
5. Does Kotter believe that most organizations are underled and overmanaged?
6. What point of view is argued in the article? Can you relate it to any group named?

7. Whose definition of leadership do you consider the most constructive? Why?

8. Does the author define leadership as the ability to influence a group toward the achievements of goals?

9. May a person assume a leadership role simply because of the position he or she holds in the organizations?

10.  If an organization provides its managers with certain formal rights is there any assurance that they will be able to lead effectively?
Text 2. Gender: Do Males and Females Lead Differently?

Women often use a different leadership style than men and different style can be a plus in the dynamic organizational world of the 1990s. Those are the most important conclusions we can make based on a number of recent studies focusing on gender and leadership style.
Women tend to adopt a more democratic leadership style. They encourage participation, share power and information, and attempt to enhance followers’ self-worth. They lead through inclusion and rely on their charisma, expertise, contacts, and interpersonal skills to influence others. Men, on the other hand, are more likely to use a directive command-and control style. They rely on the formal authority of their position for their influence base. However, there is an interesting qualification to these findings. The tendency for female leaders to be more democratic than males declines when women are in male-dominated jobs. Apparently, group norms and masculine stereotypes of leaders override personal preferences so that women abandon their feminine styles in such jobs and act more autocratically.
Given that men have historical held the great majority of leadership positions in organizations, it is tempting to assume that the existence of differences between men and women would automatically work to favor men. It doesn’t. In today’s organizations, flexibility, teamwork, trust, and information sharing are replacing rigid structures, competitive individualism, control and secrecy. The best managers listen, motivate, and provide support to their people. And many women seem to do those things better than men. As a specific example, the expanded use of cross-functional teams in organizations means that effective managers must become skillful negotiators. The leadership styles women typically use can make them better at negotiating, as they are less likely to focus on wins, losses, and competition, as do men. They tend to treat negotiations in the context of a continuing relationship – trying hard to make the other party a winner in its own and others’ eyes.
Words to be Remembered:

· to enhance – усиливать, увеличивать
· self-worth – самомнение
· inclusion – включение
· charisma – божий дар
· to decline – уменьшаться
· male dominated jobs – должности, на которых преобладают мужчины
· apparently – явно, очевидно
· autocratically – авторитарно
· to replace – заменять
· rigid – неподатливый
Questions to be Answered:

1. What can be a plus in the dynamic organizations world of the 1990s?
2. What style do women tend to adopt?

3. What does their style encourage?

4. What style are men more likely to use?

5. Does the tendency for female leaders to be more democratic than makes males decline when women are in male-dominated jobs?

6. What are rigid structures, competitive individualism, control and secrecy being replaced by now?

7. What things do women leaders seem to do better?
8. Why does the leadership style women use make them better at negotiating?

9. Do males and females lead differently? Prove it.
10.  Can one include the phenomenon of  Margaret Thatcher (“the Iron Lady”) in the article’ classification?

11.  Is it possible to be a female president in the US or in Russia? What do you think about it?

Text 3. National Culture as an important Contingency Variable

One general conclusion that surfaces from the leadership literature is that effective leaders don’t use any single style. They adjust their style to the situation. While not mentioned explicitly, certainly national culture is an important situational variable determining whish leadership style will be most effective.
National culture affects leadership style by way of the subordinate. Leaders cannot choose their styles at will. They are constrained by cultural conditions hat their subordinates have come to expect. For example, a manipulative or autocratic style is compatible with high power distance, and we find high power distance scored in Arab, Far Eastern, and Latin countries. Power distance rankings should also be good indicators of employee willingness to accept participative leadership. Participation is likely to be most effective in such low power distance cultures as exist in Norway, Finland, Denmark, and Sweden. Not incidentally, this may explain the fact that a number of leadership theories (the more obvious being ones like the University of Michigan behavioral studies and the leader-participation model) implicitly favor the use of a participative or people-oriented style. Remember that most of these theories were developed by North Americans, using North Americans subjects; countries like the United States and Canada rate average on power distance.
Words to be Remembered:

· contingency – вероятность, возможность
· variable – непостоянный
· to surface – всплывать на поверхность
· explicit – ясный, точный; explicitly (adv) ясно, точно;

· subordinate – подчинённый
· to constrain – принуждать, вынуждать;
· manipulative – связанный с манипуляцией
· autocratic – авторитарный
· compatible – совместимый, сочетаемый
· to participate – участвовать
· incident – инцидент, происшествие
· incidentally – случайно
Questions to be Answered:

1. What does leadership literature conclude of the styles of leaders?

2. Is it wise for a leader to adjust one’s style to the situation?
3. What situational variable is determining? Which style will be the most effective?
4. By what way does national culture affect leadership style?

5. Why can’t leader choose their style at will?

6. What is good indicator of employee willingness to accept participative leadership?

7. What leadership theories favor the use of a participative leadership?

8. Who most of these theories were developed by?

9. Is national culture an important contingency variable? Ground your point of view.
Text 4. All This Talk about Leadership… But What about Followership?

When someone was once asked what it look to a great leader, he responded: Great followers! While the response may have seemed sarcastic, it has some truth. We have long known that many managers can’t lead a horse to water. But many subordinates can’t follow a parade.

Only recently have we begun to recognize, that in addition to having leaders who can lead, successful organization need followers who can follow. In fact, it’s probably fair to say that all organizations have far more followers than leaders, so ineffective followers may be more of a handicap to an organization than ineffective leaders.
What qualities do effective followers have? One writer focused on four.

1. They manage themselves well. They are able to think for themselves. They can work independently and without close supervision.

2. They are committed to a purpose outside themselves. Effective followers are committed to something – a cause, a product, a work group, an organization, an idea – in addition to the care of their own lives. Most people like working with colleagues who are emotionally, as well as physically, committed to their work.
3. They build their competence and focus their efforts for maximum impact. Effective followers master skills that will be useful to their organizations, and they hold higher performance standards than their job or work group requires.
4. They are courageous, honest and credible. Effective followers establish themselves as independent, critical thinkers whose knowledge and judgment can be trusted. They hold high ethical standards, give credit where credit is due, and aren’t afraid to own up to their mistakes.

Words to be Remembered:

· handicap – зд. помеха, препятствие
· impact – удар, толчок
· credible – правдоподобный, заслуживающий доверия
Question to be Answered:

1. What two kinds of employees should an effective organization have?

2. Why can one say, that ineffective followers may be more of a handicap to an organization than ineffective leaders?
3. In what sense should a good follower be a good manager?

4. What qualities do effective followers have?

5. Is it important to be able to work independently and without close supervision?

6. Do most people like working with colleagues who are emotionally, as well as physically, committed to their work?

7. Do effective followers master skills that will be useful to their organizations?

8. Do they also hold higher performance standards than their job or work requires?
9. Many official programs in Russia declare to train personnel of leaders. What areas of application do you see for them?

10.  Why do many successful organizations avoid admitting the graduate of Harvard Business School?

Text 5. Leaders Make a Real Difference!

There can be little question that the success of an organization, or any group within an organization, depends largely on the quality of its leadership. Whether in business, government, education, medicine, or religion, the quality of an organization’s leadership determines the quality of the organization itself. Successful leaders anticipate change, vigorously exploit opportunities, motivate their followers to higher levels of productivity, correct poor performance, and lead the organization toward its objectives.
The importance relegated to the leadership function is well known. Rarely does a week go by that we don’t hear or read about some leadership concern: “President Fails to Provide the Leadership America Needs!” ”The Democratic Party Searchers for New Leadership!” A review of the leadership literature led two academics to conclude that the research shows “a consistent effect for leadership explaining twenty to forty-five percent of the variance on relevant organizational outcomes”.
Why is leadership so important to an organization’s success? The answer lies in the need for coordination and control. Organizations exist to achieve objectives that are either impossible or extremely inefficient to achieve if done by individuals acting alone. The organization itself is a coordination and control mechanism. Rules, policies, job descriptions, and authority hierarchies are illustrations of devices created to facilitate coordination and control. But leadership, too, contributes toward integrating various job activities, and controlling deviations from standard. No amount of rules and regulations can replace the experienced leader who can make rapid and decisive decisions.
The importance of leadership is not lost on those who staff organizations. Corporations, government agencies, school systems, and institutions of all shapes and sizes cumulatively spend billions of dollars every year to recruit, select, evaluate, and train individuals for leadership positions. The best evidence, however, of the importance organizations place on leadership roles is exhibited in salary schedules. Leaders are routinely paid ten, twenty, or more times the salary of those in nonleadership positions. The head of General Motors earns more than $1.5 million annually. The highest skilled auto worker, in contrast, earns under $50,000 a year. The president of this auto worker’s union makes better than $100,000 a year. Police officers typically make around $25,000 to $35,000 a year. Their boss probably earns twenty-five percent more, and his or her boss another twenty-five per cent. The pattern is well established. The more responsibly a leader has, as evidenced by his or her level in the organizations, the more he or she earns. Would organizations voluntarily pay their leaders so much more than their nonleaders if they didn’t strongly believe that leaders make a real difference?
Words to be Remembered:

· to relegate to smth. – направлять к чему-то
· objectives – цели
· cumulative – накопленный, совокупный
· cumulatively (adv) – совокупно
Question to be Answered:

1. What does success of any organization largely depend on?

2. What do successful leaders anticipate?

3. What did a review of the leadership literature lead two academics to conclude?

4. Why is leadership so important to an organization’s success?

5. What is the organization itself?

6. Does leadership contribute towards integrating various job activities?

7. Can any amount of rules and regulations replace the experienced leader? Why not?
8. What do corporations spend billions of dollars on?

9. Are leaders paid ten, twenty or more times the salary of those in nonleadership positions?

10.  Would organizations voluntarily pay leaders so much if they didn’t strongly believe that leaders make a real difference?

Text 6. Leaders Don't Make a Difference!

Given the resources that have been spent on studying, selecting, and training leaders, you'd expect there to be clear evidence supporting the positive impact of leadership on a group or organization's performance. That evidence has failed to surface!

Analyses of leadership have frequently presumed that leadership style or leader behavior was an independent variable that could be selected or trained at will to conform to what research would find to be optimal. Even theorists who took a more contingent view of appropriate leadership behavior generally assumed that, with proper training, appropriate behavior could be produced. Fiedler, noting how hard it is to change behavior, suggested changing the situational characteristics rather than the person, but this was an unusual proposal in the context of prevailing literature, which suggested that leadership style was something to be strategically selected according to the variables of the particular leadership theory.

But the leader is embedded in a social system, which constrains behavior. The leader has a role set, in which members have expectations for appropriate behavior and persons make efforts to modify the leader's behavior. Pressures to conform to the expectations of peers, subordinates, and superiors are all relevant in determining actual behavior.

Leaders, even in high-level positions, have unilateral control over fewer resources and fewer policies than might be expected. Investment decisions may require approval of others, while hiring and promotion decisions may be accomplished by committees. Leader behavior is constrained both by the demands of others in the role set and by organizationally prescribed limitations on the sphere of activity and influence.

Many factors that may affect organizational performance are outside a leader's control, even if he or she were to have complete discretion over major areas of organizational decision. For example, consider the executive in a home construction firm. Costs are largely determined by the operations of commodities and labor markets, and demand is largely dependent on interest rates, availability of mortgage money, and economic conditions that are affected by governmental policies over which the executive has little control. School superintendents have little control over birth rates and community economic development, both of which profoundly affect school system budgets. While the leader may react to contingencies as they arise, or may be a better or worse forecasts in accounting for variation in organizational outcomes, he or she probably accounts for little compared to external factors.

The leader's success or failure may also be partly due to circumstances unique to the organization but still outside his or her control. Leader positions in organizations vary in terms of the strength and position of the organization. The choice of a new executive does not fundamentally alter a market and financial position that has developed over years and affects the leader's ability to make strategic changes and the likelihood that the organization will do well or poorly. Organizations have relatively enduring strengths and weaknesses. The choice of a particular leader for a particular position has limited impact on these capabilities.

There is a basic myth associated with leadership. We believe in attribution - when something happens, we believe something has caused it. Leaders play that role in organizations. So leaders may not matter, but the belief in leadership does. Although leaders take the credit for successes and the blame for failures, a more realistic conclusion would probably be that, except in times of rapid growth, change, or crisis, leaders don't make much of a difference in an organization's actual performance. But people want to believe that leadership is the cause of performance changes, particularly at the extremes.
Words to be Remembered:

· to presume – полагать
· contingent – доля, пропорциональное качество
· contingency – вероятность, возможность
· to prevail – преобладать, превалировать
· to embed – вставлять, внедрять
· unilateral - односторонний
· to constrain – принуждать, вынуждать
· superintendent – управляющий, руководитель
· outcome – результат, выход
· extreme – крайность, чрезмерность
Question to be Answered:
1. Is the beginning of the article optimistic or pessimistic?  

2. What have analyses of leadership presumed?

3. What do theorists who take a more close study of appropriate leadership behavior assume?

4. What does Friedler suggest?

5. Is his proposal unusual? Why?

6. Does the choice of a new executive alter the market fundamentally?

7. Are there many factors that may effect organizational performance outside a leader's control?

8. What external factors affect the activity of a school head?

9. Do you believe in a basic myth associated with leadership? 
10.  Is the conclusion of the article optimistic or pessimistic?

11.  What conclusion did you arrive at after analyzing both the point and the counterpoint?

Text 7. Developing Leaders at the Sembawang Group

Ng Pock Too has a serious problem. He can't find enough of the right kind of managers.

Ng is chief executive of the Sembawang Group, a Singapore shipyard and construction company that he is trying to expand into a diversified multinational corporation. Like many other chief executives in Asia, he sees an abundance of business opportunities and has the financial resources to pursue them. Yet there is a shortage of managers in the region. Not just any managers, but flexible, creative professionals who are comfortable in an increasingly competitive and sophisticated market. Most managers that Ng finds have skills that are no longer appropriate for the changing competition they face. As wages have risen, the region's traditionally low-tech companies have had to move into higher-value-added products whose success depends on expertise - overseas marketing sophistication and ability to direct highly skilled professionals, for instance - that old-line managers often do not have.

To compound Ng's problem, the pool of potential managers with the educational level he needs is small, In Singapore; only six percent of workers are university educated. This compares with twenty-three percent in the United States and sixteen percent in Japan. And the competition among Asian companies for skilled and educated managers is fierce.
Ng realizes that he must invest in developing his company's future leaders. He could offer formal classes in management and leadership, and supplement this with on-the-job training. But he's not exactly sure what such a formal leadership program might look like. Or maybe he should look to graduates of business schools outside of Asia. 

Words to be Remembered:

· diverse – различный, отличный
· diversified – разнообразный
· to pursue smb – преследовать кого-либо, придерживаться намеченного плана
· sophisticated – сложный
· old-line – консервативный
· fierce – свирепый
· on the job training – тренировка, совместимая с работой
Questions to be Answered:
1. What is Ng Pock Too? 

2. What kind of company is Sembawang Group? 

3. Into what is he trying to expand his company? 

4. What kind of managers does he need? 

5. What kind of leadership do you think is necessary to succeed in Singapore? 

6. Do you think hiring non-Asians with advanced business degrees could solve Ng's problem? Discuss it. 

7. Should Ng hire Asians from Europe or North America? Discuss it. 

8. As a consultant hired by Ng, design a leadership program that would meet his needs. 

Text 8. Ethics Training: Smoke or Substance?

Approximately eighty percent of the largest U.S. corporations have formal ethics programs, and forty-four percent of these firms provide ethics training. Forty-five out of forty-six of America's largest defense contractors report that they conduct employee ethics training programs. In addition, most college and university programs in business now require courses in ethics or have added an ethics component to their courses in marketing, finance, and management.

What do proponents of ethics training expect to achieve with these programs? Ethics educators include among their goals: stimulating moral thought, recognizing ethical dilemmas, creating a sense of moral obligation, developing problem-solving skills, and tolerating or reducing ambiguity. But can you teach ethics in college? The evidence is mixed. Let's briefly review the evidence presented by both sides.

Critics argue that ethics are based on values, and value systems are fixed at an early age. By the time people reach college, their ethical values are already established. The critics also claim that ethics cannot be formally "taught," but must be learned by example. Leaders set ethical examples by what they say and do. If this is true, then ethics training is relevant only as part of leadership training.

Supporters of ethics training argue that values can be learned and changed after early childhood. And even if they couldn't, ethics training would be effective because it gets employees to think about ethical dilemmas and become more aware of the ethical issues underlying their actions. Supporters of ethics training point to the research evidence on the last point. A meta-analysis of the effectiveness of ethics training programs found that they improved students' ethical awareness and reasoning skill.

Can colleges and universities teach ethics? Should business firms be spending money on ethics training programs? What do you think?
Words to be Remembered:

· proponent – человек, вносящий предложения
Questions to be Answered:

1. Does ethics training seem to be important in US corporations? Prove it.

2. In what forms do most college and university programs include ethics training?

3. What do ethics educators expect to achieve with their programs?

4. What are the arguments of ethics training opponents?

5. Prove your own opinion on the discussed problem.

6. What age are value systems fixed at?

7. Must ethics be taught by example? What is your point of view?

8. What do ethics educators include into their programs?

9. Is it wise for business firms to spent money on ethics training programs?
10.  Are ethics training programs included into your studies?

Text 9. Diversity Training

Ten years ago, few organizations had diversity training programs. Today, the list of those that have such programs includes some of the world's most prestigious companies: Avon, Corning, Digital Equipment, Hewlett-Packard, Lotus Development, McDonnell-Douglas, Monsanto, Motorola, Procter & Gamble, U.S. West, Xerox. The two most popular types of training focus on increasing awareness and building skills.

Awareness training tries to create an understanding of the need for, and meaning of, managing and valuing diversity. Skill-building training educates employees about specific cultural differences and how to respond to these differences in the workplace. The most sophisticated diversity training programs combine both these goals. A few examples will illustrate what some organizations are currently doing in this area.

Xerox has worked with Cornell University's theater department to create a set of short plays that increase awareness of work-related racial and gender conflicts. The show has been presented to more than thirteen hundred Xerox managers. U.S. West runs day-long gender workshops in which executives of both sexes participate in role-playing exercises and discussion groups designed to search and destroy stereotypical assumptions. At a manufacturing plant in San Diego, Hewlett-Packard conducts training on cultural differences between American Anglos and Mexicans, Indochinese, and Filipinos; much of the content focuses on cultural differences in communication styles. As part of Monsanto's two-day diversity program, small groups of employees anonymously write down the characteristics they believe are associated with different racial, ethnic, and gender groups. Those stereotypes are then displayed, and each employee publicly places a mark next to those he or she agrees with. This acts as a catalyst for discussion about racial and sexual roles in the workplace.
Words to be Remembered:

· aware – различный, отличный
· to be aware of smth – быть осведомленным в чем-либо 

· awareness – осведомленность 
· catalyst – катализатор 
Questions to be Answered:
1. What kinds of diversity training are most popular now? 
2. What are the main goals of awareness training?

3. What is the difference between diversity training and skill-building training?

4. How has the situation been changing in the field of diversity training for the last few years?

5. What goals do the most sophisticated diversity training programs combine?
6. What are some organizations doing in the area of diversity training? Give at least two examples.

7. What acts as a catalyst for discussion about racial and sexual roles in Monsanto's diversity program?

Text 10. A Look at Selected International Human Resource Issues

Most of the human resource policies and practices discussed in this chapter have to be modified to reflect societal differences. To illustrate this point, let's briefly look at the problem of selecting managers for foreign assignments and the importance of performance evaluation in different cultures.

The global corporation increasingly needs managers who have experience in diverse cultures and who are sensitive to the challenges of international operations. At Ford Motor Co., for instance, an international assignment is a requirement for a rising executive's career. But many domestic managers don't have the attitudes or characteristics associated with successful international executives. One selection technique that an increasing number of companies are using is the Overseas Assignment Inventory (OAI). This eighty-five-item questionnaire assesses fifteen predictors: motivations, expectations, open-mindedness, respect for others' beliefs, trust in people, flexibility, tolerance, personal control, patience, adaptability, self-confidence/initiative, sense of humor, interpersonal interest, interpersonal harmony, and spouse/family communication. Results are compared against a database of more than ten thousand previous test takers. Research indicates that using the OAI as a prescreening device eliminates about forty percent of traditional overseas assignment problems.

The role that performance evaluation plays in motivation and in affecting behavior is well known. Caution must be used, however, in generalizing across cultures. Why? Because many cultures are not particularly concerned with performance appraisal or, if they are, they don't look at it the same way as we do in the United States and Canada.

Let's look at three cultural dimensions: a person's relationship to the environment, time orientation, and focus of responsibility.

United States and Canadian organizations hold people responsible for their actions because people in these countries believe that they can dominate their environment. In Middle Eastern countries, on the other hand, performance evaluations aren't likely to be widely used since managers in these countries tend to see people as subjugated to their environment. 

Some countries, such as the United States, have a short-term time orientation. Performance evaluations are likely to be frequent in such a culture - at least once a year. In Japan, however, where people hold a long-term time frame, performance appraisals may occur only every five or ten years. 

Israel's culture values group activities much more than does the United States or Canada. So, while North American managers focus on the individual in performance evaluations, their counterparts in Israel are much more likely to emphasize group contributions and performance. 

Words to be Remembered:

· society – общество
· societal – общественный 
· predict – предсказывать 
· predictor – предсказатель 
Questions to be Answered:

1. What managers does the global corporation increasingly need?

2. Why is an international assignment a requirement for a rising executive's career at Ford Motor Co.?

3. What kinds of selection technique are used by an increasing number of companies?

4. How many items does OAI questionnaire include and what predictors does it assess?

5. What does the research of OAI problem indicate?

6. Why caution must be used in generalizing performance evaluation across cultures?

7. Why do United States and Canadian organizations hold people responsible for their actions?

8. What do they differ from Middle Eastern countries in?

9. What countries have a short-term orientation and what countries have a long-term orientation?
10.  What is Israel culture more likely to emphasize?
Text 11. Capitalism, Control and the De-Skilling of Labor

There is a pervasive tendency in contemporary capitalistic countries to reorganize jobs at increasingly lower skill levels. Managers systematically destroy all-around skills where they exist and replace them with skills and occupations that fit management's needs. This de-skilling of work allows management to cut costs, increase profits and impose control over labor.

These statements constitute the central thesis proposed in the mid​1970s by Harry Braverman. His controversial views, clearly Marxist in origin, have gained little attention from scholars in business schools. But they have been enthusiastically adopted by many organizational sociologists. The basic elements of the Braverman's thesis can be briefly summarized as follows.

Control is the central concept of all management systems. Therefore, it is not surprising that management seeks to control labor. It does this by de-skilling jobs. And managers in twentieth-century capitalistic countries have been able to impose de-skilling of the labor force without significant resistance.

De-skilling minimizes management's dependence on its workers. Division of labor, for instance, leads to the eradication of craft or skilled work. So, too, does mechanization. Additionally, de-skilling creates a two class system - an informed management cadre and an uninformed labor force. By hoarding knowledge (through centralized decision making) and imposing secrecy requirements, management ensures that labor will be powerless. By de-skilling jobs, management has "appropriated" the intellectual skills once held by craft labor.

Interestingly, Braverman understands that division of labor is prevalent in all social groups. Citing Marx, he notes that the social division of labor allows species to capitalize on their inherent strengths - "the spider weaves, the bear fishes, the beaver builds dams and houses". But while the social division of labor merely subdivides society, Braverman believes that the extreme division of labor enforced in modern organizations subdivides human beings. Although "the subdivision of society may enhance the individual and the species, the subdivision of the individual, when carried on without regard to human capabilities and needs, is a crime against the person and against humanity".

Braverman doesn't ignore contemporary tends toward worker participation and the humanization of work, but he dismisses them as superficial - "allowing the worker to adjust a machine, replace a light bulb, move from one fractional job to another, and to have the illusions of making decisions by choosing among fixed and limited alternatives designed by a management which deliberately leaves insignificant matters open to choice".

Proponents of Braverman's thesis might add another dimension- to his argument that he, understandably, overlooked at the time he was writing. That's the widespread introduction by management of computer controls. Management is increasingly monitoring the work of employees who use computers through use of sophisticated software that, for instance, can calculate the average number of keystrokes, made per minute, the average number of forms processed per hour, the number of “non-processing” minutes per day, and the like for each worker.
Words to be Remembered:

· pervasive – распространяющийся повсюду
· all-around skills – всесторонние умения и навыки 
· eradication – искоренение 
· species – род, порода 
· beaver – бобр 
· dam – дамба, плотина
· proponent – человек, вносящий теорию
· keystroke – нажатие на клавишу
· to process – воспроизводить 
Questions to be Answered:

1. Why do managers in capitalist countries systematically destroy all-around skills and what skills do they replace them with?
2. What does this de-skilling of work allow the management to do?

3. How may Harry Braverman’s views be shortly characterized?

4. Have they gained little or much attention from scholars in business schools?

5. Who have Harry Braverman’s theses been enthusiastically adopted by?
6. How can the basic elements of Braverman’s theses be summarized?

7. What trend doesn’t Braverman ignore?
8. Might proponents of this thesis add another dimension to his argument? What is it?

Text 12. The Myth of De-Skilling in Capitalistic Societies

There are a number of flaws, in Braverman's analysis. The following article highlights some of them.

The assumption that de-skilling is pervasive in capitalistic societies is false. There is ample evidence that the profit motive sometimes dictates a higher-skilled (and a higher-paid) work force. High-skilled employees are, in some jobs, more productive and cost-effective than those with lower skills. A good example of this is the rapid growth of high-skilled professional jobs in the areas of health, education, high-technology industries, and government. Braverman has minimized the importance of the new high-skilled intellectual jobs. 

He has also overlooked the fact that the specialization through division of labor doesn't necessarily imply a lessening of skill. Dermatologists, neurologists, endocrinologists, and other medical specialists are clearly not less skilled than general practitioners.

Braverman underrates the knowledge needed by "unskilled" workers. Even routinized machine-paced work demands a considerable amount of conceptual and practical knowledge. He understates the extent of mental work in modern jobs. Moreover, he ignores the common practice in organizations of transferring the simplest tasks of highly-paid craft workers to lower-paid non-craft workers. What this practice does is to moderately upgrade the work of noncraft worker and reserve the more complex tasks for the craft worker. So rather than de-skilling jobs, this practice actually upgrades the jobs of both the high-skilled and the low​-skilled.

Braverman further errs in ignoring the evidence that some people prefer routine, de-skilled jobs. He assumes that all individuals want jobs composed of complex and sophisticated tasks, and this is clearly untrue. Some portion of the labor force prefers and seeks work that makes minimal demands on their intellectual capabilities.

Braverman argues that managers impose their will on the work force without significant resistance. This claim ignores the role and influence of labor unions. Unions have actively fought management's efforts to dominate the labor force.

While automation and mechanization have certainly replaced a significant number of workers during this century, this doesn't necessarily result in de-skilling, for automation typically only replaces already de-​skilled, repetitious labor. So, in fact, automation has decreased the number of de-skilled and improved the overall quality of the remaining jobs. 

Finally, Braverman's thesis runs counter to recent trends by management to enrich jobs, creates self-managed work teams, decentralize work units and implement other improvements to give control of jobs back to workers.

Words to be Remembered:

· to  highlight – освещать (ярко)
· pervasive – распространяющиеся повсюду  
· to lessen – уменьшать 
· dermatologist – дерматолог 
· neurologist –невропатолог 
· endocrinologist – эндокринолог 
· to underrate – недооценивать 
· craft – ремесло, ловкость, умение
· to upgrade – переводить на более высокооплачиваемую работу
· to err – ошибаться   
· sophisticated – сложный 
· repetitious – скучный 
Questions to be Answered:

1. Does the profit motive always dictate a low-skilled workforce?

2. In what jobs are high-skilled employees more productive and cost effective?

3. Why does the division of labor not necessarily lead to de-skilling?

4. What skilling elements does routinized work demand?

5. What is understated by Braverman?

6. What result of transferring the simplest tasks to non-craft workers is ignored by Braverman?

7. Does Braverman correctly estimate the individual's aspiration for sophisticated tasks? What is assumed by him? Is it a fact or an error?

8. What handicaps are there for manageress's wish to impose their will on the work?

9. What does automation typically result in?
10.  What recent management trends does Braverman's thesis contradict?
Text 13. Is the Honeymoon Over at Flat Rock?

It began in 1986 with such great promise: Mazda Motor Corp. was going to build an assembly plant in Flat Rock, Michigan -just outside Detroit - that would eventually provide thousands of high-paying and secure jobs. By 1990, however, conditions had seriously deteriorated and Mazda's honeymoon with Flat Rock seemed to have come to an end. Four top U.S. managers have quit the company since 1988, and now Japanese executes have taken the senior posts that Americans once held. The company was on its fourth director of labor relations since hiring began in 1986. Unionized workers were boycotting Mazda's suggestion box, a cornerstone of Japanese-style management. Workers complained of job stress and increased injuries and absenteeism was running approximately ten percent, which was higher than other Japanese plants in the U.S. But let's start at the beginning, when Mazda began the task of staffing its new plant.
All job candidates applying at Flat Rock for assembly jobs went through five-step screening process that was specifically designed to assess interpersonal skills, aptitude for teamwork, planning skills, and flexibility. This screening process encompassed a lot more than taking a paper-and​-pencil test, enduring a few interviews, and providing some references. At Mazda, applicants also had to perform tasks that simulated jobs they might do on the actual factory floor. For example, applicants might bold fenders onto a car or attach hoses in a simulated engine compartment. This helped Mazda's management to match workers' abilities with specific job requirements, and it also provided applicants with a realistic preview of what they were getting into.

But new hires didn't just report to the factory floor and join a work team. First, they had to undergo detailed training. They started with a three-week hodgepodge of sessions, in which they learned about interpersonal relations, charting quality, stimulating creativity, and the like. This was followed by three days devoted to learning Mazda's philosophy of increasing efficiency through continual improvement. After this basic training came job-specific training. Line workers, for example, spent five to seven more weeks picking up special technical skills, then spent another three or four weeks being supervised on the assembly line.

Why did Mazda go to all this expense and effort? The company wanted literate, versatile employees who would accept the company's emphasis of teamwork, loyalty, efficiency, and quality. Moreover, it wanted to weed out any troublemakers. What Mazda got was a work force more educated and nearly a generation younger than the old line auto workers at most Big Three plants. Mazda also wanted smooth relations with its workers. So it invited the United Auto Workers to organize the plant's employees before operation began. What went wrong? How could all this preparatory work have resulted in a disgruntled work force? The following highlights a few of the causes.

The high turnover among U.S. managers created instability. U.S. managers complained about being left out of the information network. Major decisions were controlled by Mazda’s executives in Japan or local Japanese superiors. Each morning, for instance, U.S. managers get a “laundry list” from Japanese “adviser” telling them just what they were supposed to do that day.

Workers complaints were numerous. They said that Japanese managers didn’t listen to them. They criticized the company’s policy for continuous improvement, claiming that this translates into a never-ending push to cut the number of worker-hours spent building each car. To support their argument, they pointed out that American plants use fifteen to twenty percent more workers to produce a similar number of cars. Workers said that even Mazda's team system, which is supposed to give employees more authority and flexibility, is a gimmick. Power is gradually taken away from team leaders; flexibility is a one-way street that management uses to control workers; and the team system encouraged workers to pressure each other to keep up the rapid pace.
Japanese executives at Flat Rock responded by publicly lambasting workers for lacking dedication. As the high turnover in the management ranks, Japanese executives admit that Mazda's practice of making decisions by consensus often gives appearance of keeping authority away from its U.S. executives. But Japanese executives also can claim that the American workers just have not adapted to Mazda's way of doing business. In spite of worker complaints, management could proudly point to the fact that independent experts give Flat Rock cars high marks of quality; every bit, in fact, as good as those built in Japan.

Questions to be Answered:

1. Contrast Mazda's selection and training process with those more typically used for manufacturing workers.

2. What was the aim of Mazda's selection and training process and what American values did it contradict?

3. "Mazda's management doesn't understand the American worker". Do you agree or disagree with this statement? Discuss it.
4. Can one say that dedication is a key word of conflict?

5. One usually says that the production is the best mark of a company. What can you say about Mazda’s production?

6. What suggestions, if any, would you make to Mazda's top management regarding its employee practices that might reduce absenteeism, turnover, and improve employee job satisfaction.

7. What is the reason for the troubles in the corporation?

8. "Fish rots from the head". Who first demonstrates absenteeism and turnover in Mazda?

9. Can you say if American values which destroyed Mazda's initiative agree or disagree with ours?

Text 14. Organizational Culture vs. National Culture

Below we have taken the anthropologist's concept of societal cultures and applied it at the organizational level. Our main thesis has been that members of an organization develop common perceptions that, in turn, affect their attitudes and behavior. The strength of the effect, however, depends on the strength of the organization's culture.

We've argued that national differences - that is, national cultures - must be taken into account if accurate predictions are to be made about organizational behavior in different countries.

Now we want to address an integrated question: Does national culture override an organization's culture? Is an IBM facility in Germany, for example, more likely to reflect German ethic culture or IBM's corporate culture?

 The research indicates that national culture has a greater impact on employees than does their organization's culture. German employees at an IBM facility in Munich, therefore, will be influenced more by German culture than by IBM's culture. This means that as influential as organizational culture is to understanding the behavior of people at work, national culture is even more so.

The above conclusion has to be qualified to reflect the self-selection that goes on at the hiring stage. IBM, for example, may be less concerned with hiring the "typical Italian" for its Italian operations than in hiring an Italian who fits within the IBM way of doing things. Italians who have a high need for autonomy are more likely to get to Olivetty than IBM. Why? Because Olivetty's organizational culture is informal and nonstructured. It allows employees considerably more freedom than IBM does. In fact, Olivetty seeks to hire individuals who are impatient, risk-taking, and innovative - qualities in job candidates that IBM's Italian operations would purposely seek to exclude in new hires.
Words to be Remembered:

· perception – восприятие
· override – отвергать, попирать
· facility – легкость, несложность
· hire – наем  
· to hire – нанимать на работу
· at the hiring stage – на этапе приема на работу
· to exclude - исключать
Questions to be Answered:

1. What is the anthropologist's concept of societal cultures?

2. Does national culture override an organization's culture? What does research indicate as far as this question goes?

3. What has the above mentioned conclusion to reflect?
4. Why may IBM be less concerned with hiring the "typical Italian" for its Italian operations?
5. What is the difference between Olivetty and IBM organizational culture?
Text 15. The Case Against Cultural Change

That an organization's culture is made up of relatively stable characteristics would imply that culture is very difficult for management to change. Such a conclusion would be correct.

An organization's culture develops over many years and is rooted in deeply held values to which employees are strongly committed. In addition, there are several forces continually operating to maintain a given culture. These would include written statements about the organization's mission and philosophy, the design of physical spaces and buildings, the dominant leadership style, hiring criteria, past promotion practices, entrenched rituals, popular stories about key people and events, the organization's historic performance evaluation criteria, and the organization's formal structure.

Selection and promotion policies are particularly important devices that work against cultural change. Employees chose the organization because they perceived their values to be a "good fit" with the organization. They become comfortable with that fit and will strongly resist efforts to disturb the equilibrium. Those in control will also select senior managers who will continue the current culture. Even attempts to change a culture by going outside the organization to hire a new chief executive are unlikely to be effective. The evidence indicates that the culture is more likely to change the executive than the other way around.

Why? It's too entrenched, and change becomes a potential threat to member self-interest. In fact, a more pragmatic view of the relationship between an organization's culture and its chief executive would be to note that the practice of filling senior-level management positions from current managerial employees ensures that those who run the organization have been fully indoctrinated in the organization's culture. Promoting from within provides stability and lessens uncertainty. When Exxon's board of directors selects as a new chief executive officer an individual who has spent thirty years in the company, it virtually guarantees that the culture will continue unchanged.

Our argument, however, should not be viewed as saying that culture can never be changed. In the unusual case when an organization confronts a survival-threatening crisis - a crisis that is universally acknowledged as a true life-or-death situation - all members of the organization will be responsive to efforts at cultural change. But anything less is unlikely to be effective.
Words to be Remembered:

· to  entrench – укреплять
· entrenched – крепкий, сильный
Questions to be Answered:
1. What conclusion would be correct according to the article?

2. Into what is an organization's culture deeply rooted?

3. What forces are continually operating to maintain a given culture? 

4. What particular devices work against cultural change? 
5. Why do employees choose organizations?

6. What kinds of attempts are unlikely to be effective to change an organization's culture?

7. Is the culture more likely to change the executive than the other way around? Why?

8. How can one provide stability and lessen uncertainty in a corporation?

9. Can culture ever be changed? Why or why not?

Text 16. How to Change an Organization's Culture

Changing an organization's culture is extremely difficult, but cultures can be changed. For example, Lee Iacocca came to Chrysler Corp. in 1978, when the company appeared to be only weeks away from bankruptcy. It took him about five years but, in what is now a well-worn story, he took Chrysler's conservative, inward-looking, and engineering-oriented culture and changed it into an action-oriented, market-responsive culture.

The evidence suggests that cultural change is most likely to take place when most or all of the following conditions exist:

A dramatic crisis. This is the shock that undermines the status quo and calls into question the relevance of the current culture. Examples of these crises might be a surprising financial setback, the loss of a major customer, or a dramatic technological breakthrough by a competitor.

Turnover in leadership. New top leadership, which can provide an alternative set of key values, may be perceived as more capable of responding to the crisis. This would definitely be the organization's chief executive but also might need to include all senior management positions.

Young and small organization. The younger the organization is, the less entrenched its culture will be. Similarly, it's easier for management to communicate its new values when the organization is small.

Weak culture. The more widely held a culture is and the higher the agreement among members on its values, the more difficult it will be to change. Conversely, weak cultures are more amenable to change than strong ones.

If conditions support cultural change, you should consider the following suggestions:

1. Have top-management people become positive role models, setting the tone through their behavior.

2. Create new stories, symbols, and rituals to replace those currently in vogue.
3. Select, promote, and support employees who espouse the new values that are sought.

4. Redesign socialization processes to align with the new values.

5. Change the reward system to encourage acceptance of a new set of values.

6. Replace unwritten norms with formal rules and regulations that are tightly enforced.

7. Shake up current subcultures through extensive use of job rotation.

8. Fork to get peer group consensus through utilization of employee participation and creation of a climate with a high level of trust.

Implementing most or all of these suggestions will not result in an immediate or dramatic shift in the organization's culture. Cultural change is a lengthy process - measured in years rather than months. But if the question is, "Can culture be changed?" the answer is "Yes!"

Words to be Remembered:

· breakthrough – прорыв
· conversely – наоборот 
· to be amenable – быть подверженным (поддающимся)
· vogue – мода 
· to espouse – выставлять напоказ 
· to align – располагать в одну линию 
· peer – ровня, равный
Questions to be Answered:

1. Is changing an organization’s culture extremely difficult?

2. Can cultures be changed? Why?

3. When did Iacocca come to Chrysler Corp.?

4. Was the company in the bankruptcy at the moment?

5. What was the culture of Chrysler Corp., which led to crisis?

6. How much time did it take Iacocca to change the culture of the company?

7. What did he change it into?

8. Under what conditions is the cultural change most likely to take place? 
9. Is cultural change a lengthy process?

10.  What actions and suggestions should be considered to support culture change?

11.  How one can change the subculture level?

12.  Does any revolution means cultural change?

Text 17. What is stress?

Stress is a dynamic condition in which an individual is confronted with an opportunity, constraint, or demand related to what he or she desires and for which the outcome is perceived to be both uncertain and important. This is a complicated definition. Let's look at its components more closely.

Stress is not necessarily bad in and of itself. While stress is typically discussed in a negative context, it also has positive value. It is an opportunity when it offers potential gain. Consider, for example, the superior performance that an athlete or stage performer gives in "clutch" situations. Such individuals often use stress positively to rise to the occasion and perform at or near their maximum.

More typically, stress is associated with constraints and demands. The former prevent you from doing what you desire. The latter refers to the loss of something desired. So when you take a test at school or you undergo your annual performance review at work, you feel stress because you confront opportunities, constraints, and demands. A good performance review may lead to a promotion, greater responsibilities, and a higher salary. But a poor review may prevent you from getting the promotion. An extremely poor review might even result in your being fired. 

Two conditions are necessary for potential stress to become actual stress. There must be uncertainty over the outcome and the outcome must be important. Regardless of the conditions, it is only when there is doubt or uncertainty regarding whether the opportunity will be seized, the constraint - removed, or the loss avoided that there is stress. That is, stress is highest for those individuals who perceive that they are uncertain as to whether they will win or lose and lowest for those individuals who think that winning or losing is a certainty. But importance is also critical. If winning or losing is an unimportant outcome, there is no stress. If keeping your job or earning a promotion doesn't hold any importance to you, you have no reason to feel stress over having to undergo a performance review.

Words to be Remembered:

· clutch – когти, лапы: зд. «тиски»
· constraint – принуждение 
Questions to be answered:
1. Which key signs of stress does the general definition contain?

2. What positive value does stress possess?

3. What does constraint prevent you from?

4. What does demand refer to?

5. Why does undergoing an annual performance review lead to stress?

6. What may a bad performance review prevent you from?

7. What might an extremely poor performance review result in?

8. What conditions are necessary for actual stress?

9. Have you any reason to feel stress if keeping your job or earning a promotion is not important to you?
10.  Which signs of general definition can one refer to potential and to actual stress?

11.  Is stress a lengthy process?

Text 18. Rating Occupations by Stress

Recent research divides occupations into four categories: active jobs, low-strain jobs, passive jobs, and high-strain jobs.
Active jobs have heavy pressure to perform but allow leeway for problem solving. The hours tend to be long, but are partly at the worker's discretion. Doctors, engineers, farmers, executives, and other professionals, for example, hold active jobs.
Low-strain jobs put low demands on people and give them a high degree of decision-making latitude. Tenured professors, carpenters, repair people, and successful artists, among others, hold low-strain jobs.

Passive jobs combine low demands on skills and mental processes with little leeway for learning or decision making. These jobs offer almost no latitude for innovation. Examples are the jobs held by billing clerks, night watchmen, janitors, dispatchers, and keypunchers.
High-strain jobs have heavy pressure to perform and little leeway in decision making. These jobs tend to have long hours, require following rigid procedures, and allow little latitude for taking breaks or time off for personal needs. Assembly-line workers, waiters and waitresses, nurse's aides, and telephone operators are good examples of people who hold high-strain jobs.

There is strong evidence indicating that people in high-strain jobs have the highest rates for many diseases. In fact, the risk of illness for such people is two to four times what it is for others, independent of all other risk factors.

Words to be Remembered:

· leeway – дрейф корабля в подветренную погоду; зд. запас времени
· discretion – благоразумие 
· latitude – широта (геогр.); зд. свобода
· tenure – срок пребывания в должности
· billing clerks – служащие, выписывающие счета
· janitor – привратник, швейцар
· dispatcher – курьер 
· keypuncher – тот, кто нажимает на клавиши
Questions to be Answered:

1. Into how many categories does recent research divide occupations? What are they?

2. Do active jobs have heavy pressure to perform?  
3. What kinds of jobs do executives hold?

4. What examples of passive jobs do you know?

5. Do low-strain jobs put high or low demands on people? 
6. What jobs give people a high degree of decision making?  
7. What do passive jobs combine?

8. Do passive jobs offer any latitude to innovation? 
9. What jobs tend to have long hours?

10.  Do people in high-strain jobs have the highest rates for many diseases?

Text 19. Monitoring Employee Performance by Telephone or Computer

If you worked at General Electric's Answering Center handling telephone inquiries from customers all day long, how would you feel if you knew all your phone conversations were being recorded and possibly reviewed later by management? Or how would you feel if you were a data entry clerk at the Southern California Gas Co. and knew managers were using computerized devices to count your keystrokes and calculate your daily productivity? Technology makes spying on employees possible. The question is: When does such silent monitoring become unethical?

Just how many workers are being electronically monitored on their jobs is not clear. One U.S. government office put the number at 6 million. Interestingly, the practice is not confined to low-paid workers doing repetitive tasks. At the Charles Schwab discount brokerage, for instance, experienced stockbrokers earning as much as $70,000 a year are routinely listened in on through computerized voice-recording systems.

Knowing that somebody may be listening in on your phone calls makes stress-related complaints more common. For example, a study of telephone operators found that monitored employees experienced significantly more headaches, severe fatigue or exhaustion, and extreme anxiety than unmonitored employees.

Are employers overstepping the bounds of decency and privacy in the workplace by scrutinizing computer entries and eavesdropping on telephone calls? It can be argued that this type of surveillance helps people do their jobs better. It enables managers to review employee performance and provide feedback that can improve the quality of the employees' work. But when does management's need for more information about employee performance cross over the line and interfere with a worker's right to privacy?
Words to be Remembered:

· to confine – ограничивать
· to be confined – быть прикованным к
· to scrutinize – внимательно рассматривать
· eavesdropping – подслушивание 
· surveillance – надзор, наблюдение
· feedback – обратная связь
Questions to be Answered:

1. What makes spying on employees possible?

2. How would you feel if you knew all your phone conversations were being recorded and possibly reviewed later? 
3. When does such silent monitoring become unethical?

4. Is it clear how many workers are being electronically monitored on their jobs in the USA?
5. Is this practice confined to low paid workers doing repetitive tasks? 

6. What makes stress-related complaints more common in the workplace? 

7. What does the research of this problem show?

8. Does management's need for more information about employee performance interfere with a worker's right to privacy?

Text 20. Job Burnout: The Malady of Our Age?

Many people have undoubtedly suffered from job burnout for decades but it didn't become a primary concern of health specialists and behavioral scientists until the 1980s. Now, some are calling it "the malady of our age."

What is job burnout? Burnout is defined as a three-dimensional concept characterized by: (1) depersonalization or a negative shift in responses to others; (2) a decreased sense of personal accomplishment; and (3) physical, mental, and emotional exhaustion. It is this last characteristic that most of us associate with burnout - sufferers appear to have become worn out from their jobs. They are low in energy, fatigued, feel helpless and trapped, and exhibit negative attitudes about themselves, work, and life in general.

Is job burnout synonymous with stress? No, but it's closely related. Work-related stressors can culminate in burnout, but do not always do so. What conditions, then, lead to job burnout? First, there is the existence of such organizational or individual stressors as role ambiguity, performance pressures, work overload, and interpersonal conflicts. Second, the burnout candidate tends to hold unrealistic expectations or ambitions. These combine to create stress, fatigue, frustration, and feelings of helplessness and guilt. When burnout sets in, the person finds that he or she has difficulty coping with the demands of the job. The eventual result is reduced organizational commitment and job satisfaction, increased absenteeism, and impairment of interpersonal relationships with work colleagues, friends, and family.

Who is vulnerable to job burnout? Maybe somewhat surprisingly, it tends to attack the best, the brightest, and the most highly motivated - those who had once been among the most idealistic and enthusiastic. It seems particularly to strike middle managers and helping professionals such as nurses, physicians, social workers, lawyers, schoolteachers, and police officers. 

The combination of stress and acceptance of the fact that many job problems have no clear-cut solutions may explain why some professionals drop out of the careers that they've spent years in and for which they underwent extensive training. The decision by many nurses and secondary school teachers, for instance, to switch to other careers after only ten or fifteen years in these professions is probably at least in part a response to job burnout. Some of the strategies for managing stress can also help reduce the causes and symptoms of burnout.

Words to be Remembered:

· burnout – прогорание; зд. усталость
· fatigued –утомлять, изнурять
Questions to be Answered:

1. Has job burnout become a primary concern of health specialists until the 1980s?

2. What meaning is put into the phrase "the malady of our age "? 
3. What is the definition of burnout?

4. What are its characteristics?

5. Is job burnout synonymous with stress?

6. What conditions lead to job burnout?

7. Who is vulnerable to job burnout?

8. Why do some professionals who have spent years in and for which they underwent extensive training drop out of their careers? 
9. Why do many nurses and secondary school teachers switch to other careers?
Text 21. Work Stress Is a World-Wide Phenomenon

The prevalence of work stress doesn't usually surprise North Americans. They see it as a side effect of cultures that emphasize individualism, competitiveness, achievement, and material acquisitions. But North Americans have no monopoly on work stress. Quite to the contrary, the fact that the United States and Canada score well below average on uncertainty avoidance seems to suggest societies relatively free from the threat of uncertainty and the stress that goes with it. Other countries undoubtedly induce higher levels of environmental stress on their organizational members. As an illustration, take the case of Japan.

Japan scores high on uncertainty avoidance. This may contribute to explaining a sad statistic: The chief executives of at least twelve major Japanese companies, including Seiko Epson, Kawasaki Steel, and All Nippon Airways, all died suddenly during a recent seven-month period. Most were in their fifties and sixties, quite young to die in a country where the average male lives to age seventy-five. Many experts think that stress may be a prime contributor to the deaths of these executives. 

During a prior two-year period, the value of the Japanese yen had risen forty percent. This made Japanese products more expensive and reduced exports. The result was that many Japanese companies suffered slipping sales and profits. 

Business executives in every country face downturns now and then. But in Japan, such downturns put extraordinary stress on top executives. Japanese managers are very competitive. Moreover, because they tend to spend their entire careers with a single company, they personally identify very closely with their firm's performance. Their company's success is their success. Their company's setbacks are also their setbacks. Additionally, the typical Japanese executive doesn't leave the office behind at the end of the day. Top executives have to attend a party or two after work almost every day, where they eat high-calorie food, drink a lot, and continue to talk business. Combine these cultural characteristics with the added stress in economic hard times, and you have the ingredients for physiological disaster. 

Interestingly, research indicates that there may be a pattern to the relationship between downturns in the Japanese economy and increased stress levels (as evidenced by sudden deaths among corporate executives) that goes beyond the previous data. Evidence demonstrates that the incidence of heart attacks among Japanese managers was nearly four times as high during the oil crises of 1974 and 1979 as in the high-growth period of 1966-68.

Words to be Remembered:

· to prevail – одерживать победу
· prevalence - распространение
Questions to be Answered:

1. How do North Americans see the prevalence of work stress?

2. What happened to the chief executives of at least twelve major Japanese companies? 
3. What do many experts think about it?
4. What made Japanese products more expensive? 
5. What reduced their exports?

6. What did many Japanese companies suffer as the result of that?

7. Why do such downtowns put extraordinary stress on the executives?

Text 22. Employee Stress Isn't a Management Problem!

The recent attention given employee stress by behavioral scientists has been blown totally out of proportion. There is undoubtedly a small proportion of the working population that suffers from stress. These people have ongoing headaches, ulcers, high blood pressure, and the like. They may even turn to alcohol and drugs as an outlet to deal with their stress. But if there is a problem, it's a medical one. It is not a management problem. In support of this position, one may argue that (1) stress is not that important because human beings are highly adaptive; (2) most stress that employees experience is of the positive type; and (3) even if the first two points weren't relevant, a good portion of what causes excessive work stress tends to be uncontrollable by management anyway.

Those who seem to be so concerned about employee stress forget that people are more adaptable than we traditionally give them credit for. They are amazingly resilient. Most successfully adjust to illnesses, misfortune, and other changes in their lives. All through their school years, they adapted to the demands that dozens of teachers put on them. They survived the trials of puberty, dating, beginning and ending relationships, and leaving home - to name a few of the more potentially stressful times we have all gone through. By the time individuals enter the work force, they have experienced many difficult situations and, for the most part, they have adjusted to each. There is no reason to believe that this ability to adapt to changing or uncomfortable conditions breaks down once people begin their working careers.

Stress, like conflict, has a positive as well as a negative side. But that positive side tends to be overshadowed by concern with the negative. A life without stress is a life without challenge, stimulation, or change. Many positive and exciting life events - marriage, the birth of a child, inheriting a large sum of money, buying a new home, a job promotion and vacations - create stress. Does that mean that these positive events should be avoided? The answer is obviously "No". Unfortunately, when most people talk about stress and the need to reduce it, they tend to overlook its positive side.

Finally, there is the reality that many sources of employee stress are outside the control of management. Management can't control environmental factors. If stress is due to an inherent personality characteristic, here again, the source lies outside management's control. Most other individual factors, too, are outside management's influence. Even if stresses created by such individual factors as family and economic problems can be influenced by managerial actions, there remains the ethical question: Does management have the right to interfere in an employee's personal life? Undoubtedly, a good portion of any employee's total stress level is created by factors that are uncontrollable by management - marital problems; divorce; children who get into trouble; poor personal financial management; uncertainty over the economy; societal norms to achieve and acquire material symbols of success; pressures of living in a fast-paced, urban world; and the like. The actions of management didn't create these stressors. Most are just part of modern living. More importantly, there is little that employers can do to lessen these stressors without extending their influence beyond the organization and into the employee's personal life. That's something that most of us would agree is outside the province of the employer-employee relationship.

Words to be Remembered:

· ulcer – язва
· resilient – жизнерадостный 
· puberty – половая зрелость 
Questions to be Answered:

1. Is there a small proportion of the working population that suffers from stress? Is it a medical or a management problem?

2. What proofs does the author give in favour of a medical problem? 
3. Has stress positive sides? Prove it.

4. What life events cause stress?

5. Why can't management control environmental factors?

6. Does management have the right to interfere in an employee's personal life?

7. What factors create stress?

8. Do actions of management create these stressors?
Text 23. Stress Creates Real Costs to Organizations

Those who think management should ignore the problem of employee stress need to take a look at what stress is costing organizations.

The total cost of work-related accidents in the United States is approximately $32 billion per year. It is estimated that at least three quarters of all industrial accidents are caused by the inability of employees to cope with emotional distress.

Stress-related absenteeism, organizational medical expenses, and lost productivity are estimated to cost between $50 billion and $75 billion per year, or an average of about $750 per worker. Stress-related headaches are the leading cause of lost work time in United States industry.

Coronary heart disease is a leading killer of Americans. Over one million Americans suffer heart attacks each year, and half of them are fatal. One out of every five average, healthy male Americans will suffer a heart attack before he reaches the age of sixty-five. Heart disease causes an annual loss of more than 135 million workdays. The premature loss of valued employees means the loss of experienced personnel and the additional cost of replacing these people. These facts are important because there now exists a wealth of research that links stress to heart disease.

More than sixty percent of long-term disability is related to psychological or psychosomatic problems often brought on or made worse by stress.

State workers' compensation boards are increasingly awarding compensation for physical- and mental-stress claims. A single claim for permanent total disability can cost in excess of $250,000. Since each employer's workers' compensation costs are based on claims against that employer, any increase in awards is an added cost of doing business.

Two facts about stress cannot be ignored. First, people get sick from stress at work. Second, the costs associated with stress are significant to every employer. They include lost time, increased accidents, higher insurance premiums and health-care costs, and lower productivity. The only natural conclusion one can draw is that managers cannot ignore the stress issue and must actively seek to do something about it. It is in management's self-interest to take an active stance because, if for no other reason, it provides a basis for defending the organization against claims that its jobs and working conditions are stress-creating and the primary cause for compensable emotional problems.

Words to be Remembered:

· stance – поза, положение, стойка
Questions to be Answered:

1. What is the total cost of work-related accidents in the United States?

2. What are industrial accidents caused by?

3. Are stress-related headaches the leading cause of lost work time in United States industry?

4. What disease is a leading killer of Americans? What figures prove it?

5. What is more than sixty percent of long-term disability related to?

6. What two facts about stress can not be ignored by an employer?

7. What natural conclusions can one draw having investigated the stress problem?

8. What provides a basis for defending an organization against claims?

Text 24. Stress and Long Work Hours in Japan

The Japanese work some of the longest hours in the industrialized world. They average sixty-five days a year more than the Germans and twenty-five more than Americans. Fifteen-hour days and seven-day workweeks are not that unusual! The dark side of Japan's economic success story is that its employers are working their employees to death.

Japan is a nation of workaholics. Many employees leave for work at daybreak and don't return home until midnight. Two out of three workers fear death from overwork. But do stress and long working hours cause death? When critics point out the high number of worker deaths and attribute it to the stress of long hours, companies respond that those people died from obesity and heart trouble.

In terms of world competitiveness Japan's strong work culture gives it a major advantage. Officially, workers only put in eight-hour days, but actually it's more like twelve to fourteen hours. Because Japanese employees believe they have to put in extra hours without extra compensation, Japanese firms have an edge in competitive world markets.

For instance, assume both Japanese and Canadian workers earn $17 an hour for doing the same job. If the Japanese worker puts in a sixty-hour week but gets paid for only forty, while his Canadian counterpart gets time-and-a-half for his extra twenty hours, the total weekly labor costs are seventy-five percent higher for the Canadian's employer.

Questions to be Answered:

1. What factors in Japanese society do you think make Japanese employees work so much?

2. Should the Japanese government intervene to stop employers from overworking people? If so, do you think such intervention would be successful? 

3. "The long hours that Japanese workers put in only appear to make them more productive. The downside from these long hours is actually lower overall productivity". Do you agree or disagree? Support your position.
Text 25. Background of corporations

Although the imperial government of Rome suppressed private societies and associations of every kind, it permitted individuals to form collegia, that is, nonprofit, membership clubs for such diverse purposes as education, fire control, and burial of members. In the late Middle Ages and early modern period (the twelfth through the sixteenth centuries) the Roman model was expanded in France and Germany to permit merchants to form trading societies and craft guilds for investment and larger business purposes.

In the late 1500s the English government began to grant monopolies to individuals, or groups of individuals, for trading and for revenue purposes, with the Crown receiving a share of the monopoly profits. Colonization of the New World was undertaken by such monopolies, which, when granted a charter for the colonization and development of specified territories, operated as governments under the general supervision of the king. Trading ventures such as the Massachusetts Bay Company, Hudson's Bay Company, and the East India Company were established for exploitation and development of the New World and other foreign lands.

During the colonization period corporate charters were granted to private individuals by special acts of the colonial legislatures. When the United States became a nation, corporations were created by grant of charter by the several states, first by legislative enactment, and later by special state agencies or commissions created for this purpose. In all of the states, corporations are created by state corporation commissions, although the management of corporations is left to internal controls within the corporate structure.

Most states now follow, to some degree, the Model Business Corporation Act (MBCA), which was first proposed in 1950 and since has been frequently amended (including a completely overhauled Revised Model Business Corporation Act - RMBCA - in 1984). Still, the state corporation commission, by whatever name it may be called, is little more than the issuer of the corporate charter at the beginning of the corporate life; in practice, the state rarely takes any interest in the actual corporate function. Nevertheless, a corporation must be a good citizen. It may be punished for its crimes, sued for its torts, and held accountable for its contracts. At all times it must be operated for the benefit of its shareholders, who are its owners.
Words to be Remembered:

· suppress – подавлять
Questions to be Answered:

1. What did the imperial government of Rome permit individuals to form? 
2. What is its purpose?

3. Where and when was the Roman model of corporation expanded? What for was it done?

4. What for did the English government begin to grant monopolies to individuals? 
5. What was undertaken by such monopolies?

6. What ventures were established for exploitation and development of the New World and other foreign lands?

7. What were corporate charters granted to?

8. How were they granted to private individuals?

9. What changes were there in charter practice when American States became a Union?
10.  What juridical document regulates the relations between states and corporations?
11.  When was the Model Business Corporation Act proposed? Has it been amended frequently since then?

12.  Must a corporation be operated for the benefit of its shareholders?

13.  Are shareholders owners of corporations?

300 Questions to be Answered

Part 1

Block 1

1. What are you?

2. Are you a business student?

3. What is your name? 
4. Is it a Russian name?

5. Are you from Russia?

6. What place is your friend from?

7. Are you married?

8. Have you got a family of your own?

9. Is your friend single?
10.  Is your friend tall, slim or dark?
11.  Is he quite young?
12.  Is he a person with imagination?

13.  How often do you visit him?

14.  Does he study English?

15.  Will he be able to speak perfect English one day?

Block 2

1. What do you do in your spare time?

2. How do you relax?

3. Do you go in for sports?

4. What games can you play?

5. What sports are you fond of?

6. What kind of sports do you go in for?

7. What winter sports do you like?

8. What summer sports do you enjoy?

9. Are you keen on football?

10.  Do you watch football matches on television?

11.  Are you fond of figure skating competitions?

12.  What makes a good sportsman?
13.  Who is your favorite sportsman?
14.  Do you like skiing?
15.  Are you easily amused?

Block 3

1. Are you a keen cinema goer?

2. How often do you go to the cinema?

3. What of the Nizhny Novgorod cinema houses do you like best? 
4. What kind of films do you prefer?

5. Have you seen any good films lately?

6. When did you last go to the pictures? (to the cinema) 
7. What film did you see?

8. What was the film about?

9. Who starred in it?
10.  Did you like the acting?
11.  What do you prefer: to see a film on television or on the screen of the regular cinema house? Why?
12.  Which television programmes do you like best?
13.  Have you seen any interesting TV programmes lately?

14.  Who are the most popular actors, singers or ballet dancers in our country?

15.  Is the cinema only for entertainment or should it serve a more serious purpose?

Block 4

1. Have you ever been to a big holiday that you enjoyed? 
2. Have you ever done anything surprising? 
3. Have you ever been on a boat trip that you enjoyed? 
4. Have you ever tried to do anything and failed? 
5. Have you ever been on a nature resort that you liked? 
6. Did you use to collect stamps when you were a baby? 
7. Where do you study?

8. How long have you been at the University?

9. Have you had any experience of selling?
10.  Do you often have a heavy meal in the evening?
11.  Do you always read newspapers during the weekend? 
12.  How often do you have coffee for breakfast? 
13.  How often do you lie in bed on Sundays? 
14.  What do most of your friends do? 
15.  What is your main problem at the moment?

Block 5

1. Are you keen on theatre?

2. Which do you prefer: cinema or theatre? Why?

3. Which of the Nizhny Novgorod theatres do you like best? 
4. When did you last go to the theatre?

5. Did you book a ticket in advance or on the day of the performance? 
6. What performance did you see?

7. Did you know the actors or did you learn their names from the theatre programme?

8. Did you like the acting and the sets?

9. Was the house full?

10.  Did you see the stage well from your seat?

11.  Are you fond of foreign films? Why?

12.  What do you think of Hollywood films?

13.  Are there many theatres in our city?
14.  Was there anything interesting on the telly in summer during the holidays?
15.  What does your opinion of a good film depend on?

Block 6
1. Do you get up as soon as you wake up?

2. Do you have breakfast before or after you get dressed? 
3. Do you put on your left shoe before your right?

4. Do you make the bed before or after you have breakfast? 
5. Do you undress before you brush your teeth at night?

6. Do you put the light out before or after you get into bed?

7. Do you go to bed at the fixed time, or do you wait until you're tired?

8. Before you go to sleep, do you usually read in bed?

9. Do you pay bills as soon as you get them?

10.  Before you buy something do you always ask the price? 
11.  Do you address envelope before or after you close it? 
12.  Do you answer letters as soon as you get them? 
13.  Do you ever leave the telephone to ring without answering it?
14.  How often do you go to a dentist?

15.  How often do you go to a hairdresser?
Block 7

1. Have you ever been abroad?

2. Was it a private visit a business trip?

3. Did you see a lot of the country?

4. Who showed you around the place?

5. What places were you impressed by most of all? 
6. Were the people kind to you?

7. Did you speak English with them?

8. How long have you been learning English?

9. How long have you lived at your present address? 
10.  Can you speak two or more languages?

11.  Are there many places in Nizhny Novgorod to be visited and enjoyed by tourists?

12.  Are a great number of houses being built in our city at present?

13.  What can you say about traffic in our city?
14.  What places would you visit if you come to Moscow?

15.  Would you had seen the sights of Moscow if you had gone to Moscow last summer?
Block 8

1. Why is Nizhny Novgorod called "the city of two rivers"?

2. Who(m) has the beauty of the Volga river been sung by?

3. In whose honor is the University of Nizhny Novgorod named? 
4. By whom and when was Nizhny Novgorod founded? 
5. What will any visitor of Nizhny Novgorod be impressed by?

6. What are the buildings of the Nizhny Novgorod Kremlin connected with?

7. What can be seen on the Volga Embankment?

8. Has Nizhny Novgorod been changing lately?

9. Is there any museum or exhibition hall devoted to outstanding people who worked and lived in Nizhny Novgorod? 
10.  What do we get to know visiting a museum devoted to outstanding, well-known persons?

11.  Have many historical buildings been reconstructed and preserved in our city lately?

12.  If the historical relicts were not restored would they be admired by citizens and tourists?
13.  If you had a choice where would you go for a trip - to Britain or the USA?
14.  What does Nizhny Novgorod look like in summer? In winter? 
15.  What places of entertainment or amusement can be found in our city? Which of them have you been to?

Block 9

1. What are the most popular newspapers in our country?

2. What are the most popular museums in our city? What is exhibited there? 
3. Are Russian people fond of domestic animals?

4. What animals do you keep at home?

5. What book would you take if you wanted to study English?

6. Would you be able to speak English better if you had more practice? 
7. If you had more time would you learn English more quickly?

8. Would you have gone to the cinema if you had known how dull the film is? 
9. Which book would you like to have with you if you were stuck on a desert island?

10.  What would you do if you were offered a post of a manager of a big plant? 
11.  How many times have you visited school since you left it? 
12.  How many years have passed since you left school (graduated the University)?
13.  You have a choice between a short happy life and a long sad one, which would you choose? Why?

14.  You were picked up for speeding. What excuse would you give? 
15.  During which period of history would you like to live? Why?

Part 2

Block 10

1. Is it important for a business manager to be punctual? Why?

2. Is it important for him to be hard-working?

3. Is it necessary for a secretary to be responsible for routine work? Why? 
4. Is it important for any person to be a little ambitious? 
5. Is it important for any person to have imagination? 
6. What do you enjoy doing in your free time?

7. Will you be able to expand your vocabulary in English if you don't read much?

8. Will you apply to the services of the Career Placement centre in your city if you want a new job?

9. Do you have a number of things you need to accomplish today?

10.  What language do you usually communicate with your colleagues? 
11.  Have you ever had negotiations with the representatives of a foreign firm?

12.  What language do you usually communicate with your foreign colleagues?

13.  Has there been a tough day today for you? 
14.  What did you begin your day with?
15.  What are you planning to do in the evening?
Block 11

1. Do you like to list your ideas in an organized form (unorganized)?

2. Is organization adequately taught by Russians?

3. Do you belong to organized or disorganized persons? What makes you think so?

4. Are the colleagues in your firm very friendly? Prove it. 
5. Are successful students skilled at taking notes?

6. Would you like to visit many famous places during your trip abroad?

7. Has much or little research been done by you in marketing? 
8. Do you often use computer for studies? Why? 
9. Are you interested in goods produced abroad? 
10.  Are many international fairs held annually in our country? 
11.  What field of economy would you like to work at? 
12.  Is it necessary to be responsible for handling contracts? 
13.  Are good goods in great demand in our country? 
14.  Does success of foreign trade depend on your studying the customs and habits of the future customers? 
15.  Is it necessary to do marketing research in foreign countries?
Block 12
1. What would you like to learn first to become a successful entrepreneur? (finance, mathematics, English, computing, statistics) 
2. Have mathematicians solved complicated problems with the help of computers?

3. Are you sure to be given an advance payment when you begin to work? 
4. Would you like to study your draft contract before you begin to work? 
5. Whom does the economy work for?

6. Are you a practical person or a dreamer?

7. Do you always act like a practical person?

8. Is it important for a modern entrepreneur to be an original thinker? 
9. Is it easy to be a scientist at present? Why not? 
10.  Are businessmen original thinkers?
11.  Are you a risk taker?

12.  Is any business risky? Why?

13.  Are you a shareholder of any company?

14.  Are market relations of any interest to you? 
15.  Are you interested in goods produced by our local industry?

Block 13

1. How large a company are you planning to create?

2. How long are you planning to stay in this activity?

3. Will you envisage [in’vizidз] (предусмотреть) an exit mechanism?

4. Is it practical to plan too far ahead and to envisage grand plans?

5. Is it a very important thing for a newly founded enterprise to survive the first year or so and then move forward to profit making?

6. Can all sorts of ambitious plans be drawn up to achieve profit making in one's work?

7. Does the economy, which is poorly run, lead to problems in society?" 
8. Do you always act like a reasonable person? 
9. Do markets and prices solve many problems in society? 
10.  Are you good at getting things done well? 
11.  Are you a man with rich imagination?

12.  Is your friend a practical person or a dreamer?
13.  What are you serious about? Are you serious about making a discovery in your special field?

14.  Are you with any firm now? What firm are you with? 
15.  What are you responsible for in your firm?
Block 14

1. Are you in business at the moment?

2. Are you good at business?

3. Are you very experienced in business?

4. Do you always act like a practical person?
5. Is it consumers who decide what is to be produced?
6. Are you a shareholder of a large insurance concern?

7. Is your friend going to be a manager of a large insurance concern? 
8. What do you do for living?

9. What do most of your friends do for living?

10.  Would you like to do business research?
11.  Would you like to learn English first?
12.  Is inflation practically in any country?
13.  Is it possible for you to start your own business at the moment?
14.  Are there really pure examples of planned and market economics in the world?

15.  Is it always reasonable to discuss terms before signing a contract?

Block 15
1. Would you like to have negotiations with the representatives of a foreign firm?

2. Have you ever signed an agreement with a foreign company? 
3. Would you like to start cooperation with any famous concern? 
4. Have you ever spoken to the personal manager of a famous company?

5. Are you able to write business letters in English? 
6. Can you hold a business conference? 
7. Can you take part in a business conference? 
8. Can you do calculations?

9. Is it good when employees talk too much over the phone? 
10.  Is it necessary to become more and more competent in English?
11.  Is it pleasant to deal with reliable partners?

12.  Are you interested in getting the specialty of an economist? 
13.  Are you interested in advertising your plans? 
14.  Are you interested in advertisements published in our newspapers?

15. Do advertisements help to sell goods?
Block 16

1. Have you ever put advertisements in any newspaper?

2. Are all the countries interested in development of industry and science? 
3. Does everybody realize the advantages of market economy in our country?

4. Do you hope that the situation will change to our advantage if we realize it?

5. Is the manager responsible for the work of the concern? 
6. Is the manager responsible for routine correspondence? 
7. Are secretaries responsible for routine correspondence?

8. Is recognition in society achieved by great effort? 
9. Are your appointment usually kept? 
10.  Are good jobs always looked for? 
11.  Are sociable people easily dealt with? 
12.  Are absent-minded people hardly counted on? 
13.  Is it promising to deal with a prosperous firm? 
14.  Are you going to deal with a reliable firm? 
15.  Would you like to deal with reliable partners?

Block 17

1. What sort of company would you like to deal with? (a joint venture, a cooperative enterprise, a commercial enterprise, a state enterprise, a joint stock enterprise, a commercial bank, an insurance company)

2. What sort of company would you like to work at?

3. Are managers responsible for many things? What about routine correspondence?

4. What do you have to study to understand economics?

5. Is competition socially desirable?

6. Are you supposed to operate a computer?

7. Are business plans needed when enterprises are created? 
8. Is it easy to compile a business plan? 
9. Can any entrepreneur do without a business plan? 
10.  Is any entrepreneur innovative?
11.  Must you present a business plan to get additional financing?
12.  Must an entrepreneur be devoted to a business idea? 
13.  Is it important to be hardworking and competent in your special field?
14.  Is it important to be sure of one's great personal responsibility?
15.  Is it important to learn how to deal with customers?

Block 18

1. Is it good to be an original thinker?

2. Is it important to have a vivid business imagination?

3. What sort of customers would you like to deal with? (scientists, businessmen, politicians, engineers)

4. Would you like to learn how to make money?

5. What would you like to learn first to become a successful entrepreneur? (finance, management, English)

6. Would you like to know market structure?

7. Would you like to learn marketing philosophy? 
8. Would you rather learn English first?

9. Is English widely spoken in business circles?
10.  What is your main problem at the moment?
11.  Would you like to have fax in your office?

12.  Must you establish business relations with your partners if you want to be a success?

13.  Has any businessman a lot of business problems to be solved?

14.  Have you any chance to succeed if you are sure to be given a financial backing (support)?

15.  Must any entrepreneur take time to grow?

Block 19
1. Is competition an important characteristic of a free market economy?

2. Do firms compete with one another?

3. Is the American economic system built on the idea that firms should compete with one another?

4. Does Russia deal with many countries in business?

5. Shall we achieve much success if we deal with other countries? 
6. What countries do we do business with? 
7. Is trade one of the major factors in economic development of any country?

8. Does Russia take an active part in international fairs and exhibitions?

9. Do we do a lot of trade with well-developed countries?

10.  Is it good for any company to develop new markets?
11.  Does our government develop international trade with other counties?
12.  Should business be done well?

13.  Would you like your firm to be trusted?

14.  Need you establish business relations with suppliers? 
15.  Are start up companies high-risk investments?
Block 20
1. Is it necessary to study your competitor before dealing with him? 
2. Is it necessary to read local press?

3. Does market research include studying local conditions? 
4. Is it necessary for you to learn how to run business? 
5. Have you heard of trade auctions?

6. Have you taken part in them?

7. Have you sold goods by auction?

8. Would you like to conduct (hold) an auction?

9. Is it important to start good friendly relations with other countries? 
10.  Do fairs and exhibitions help to develop? 
11.  Do they help to establish friendly relations with other countries? 
12.  Will you miss a chance to take part in trade fairs and exhibitions? 
13.  What kinds of fairs and exhibitions do you know? 
14.  Will you take part in any fairs or exhibitions? 
15.  Will you often participate in them?
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