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YK OC-5 Cnoco6nocth pabdotars | YK OC-5.1 3HaHUE ATUYECKHX HOPM H

B KOJUIEKTHBE B cdepe OCHOBHBIX Moienei

cBOEH OpraHU3alMOHHOTO

npoeccHoHaTbHON MOBEJICHUs;  0COOEHHOCTEH

NeSATeNbHOCTH, paboThl UJIEHOB TPYAOBOTO

TOJICPAHTHO KOJIJICKTHBA.

BOCIPUHUMAS

COLMAJIbHBIE,

STHUYECKHE,

KoH(peccHOHaNbHBIE U

KYJIBTYPHBIE Pa3Inyusl

I1K-1 Cnoco6HocTh [1K-1.2 CrnocobHOCTB pa3pabaThiBaTh

YIIPABIAThH u OIICHUBATh TUTaHB,

OpTaHu3aIUSIMH, MIPOEKTHI c y4eTOM

NOJpa3AeICHUSAMH, HOPMaTHBHO- MIPABOBBIX,

rpynmnaMu (KOMaHIaMu) PECYpCHBIX,

COTPYAHHUKOB, aJIMUHUCTPATUBHBIX M HWHBIX

MIPOEKTaMH U CETSIMHU OTpaHUYEHUH;,  NPUMEHSITH
MHHOBALIMOHHBIN TOAXO/ TIPH
pa3paboTke IIPOEKTOB;
OpraHu3oBaTh paboOTy MaJoro
KOJIJICKTUBA, paboueit
TpYIIIHL; OpraHHU30BaTh
BBIMIOJIHEHHE  KOHKPETHOT'O
MOPYYEHHOTO 3Tara padoThI.

JIIK-3 Cnoco6HocTh JIIK-3.1 3nanue (opM, NPUHLIUIOB

IUTAHUPOBATh U CTaTUYECKOM u

OPraHU30BbIBAThH JTUHAMUYECKOW OpraHU3alIuH,

paboty oprasa TUTIOB OpraHM3aHOHHBIX

nyOTMYHON BJIACTH, CTPYKTYD.

pa3pabarsIBaTh

OpTaHU3AIUOHHYIO




CTpaTeruu, UEIsIM U
3aauaM, BHYTPCHHHUM U
BHEIITHUM YCIOBUSM
NEeSITeTLHOCTH  OpraHa
MyOTUIHOU BJIACTH,
OCYIIECTBISATh
pacmpenencHue
GyHKIMA, TOTHOMOYUN
u OTBETCTBEHHOCTH
MEXITY
HCIIOJIHUTEIISIMU.

IL1an Kypca:

Tema 1

The concept of culture

Unpacking the Concept of Culture

In this introductory session, we will deep dive
into the concept of culture, and organizational
culture in particular. What does it mean when
we say “this is our culture”, or “this is the way
we do things around here”? We will examine
and discuss visible and tangible and less
visible and tangible elements of culture (shared
basic assumptions). Front and central will be
the famous dimensions of Hofstede’s culture
model:

- Power-distance

- Individualism-Collectivism

- Uncertainty avoidance

- Masculinity-Feminism

- Long-term and Short-term Orientation

- Indulgence vs. Restraint

Tema 2

The cultures in our classroom:

assessment

In our classroom, we have over 10 different
country cultures representing a variety of
continents. To what extent do we view
management and leadership issues through our
own cultural lens? Is that an asset or a bias,
even a constraint perhaps? What are our own
prejudices and cliché-type assumptions and
how do they guide us in collaborating with and
leading others?

Tema 3

How country culture affects

organizational culture

Both public and private sector organizations
experience challenges in implementing change
and innovation due to change-resistant cultures
and interests benefiting from the status quo.
But how do country cultures affect major
change processes in large organizations?

Tema 4

Working effectively
international business
government

in
and

Many of today’s major companies work in
dozens of countries, whether they’re
consulting firms, financial service providers,
tech companies, or energy conglomerates. In
addition to managing political and societal
stakeholders, these firms have to manage and
motivate staff and teams from a variety of




contexts. Which tools do they apply to do so
effectively? How does multinational HR
management and talent management look like
these days? We will discuss a variety of
practical examples from the book and beyond.
At the same time, since WO |1 a large number
of multinational and even supranational
government institutions have been established
(World Bank, UN, IMF, WTO, OPEC, OECD,
NATO etc.). At the core of these institutions is
the potential and ability to promote global
trade and peace and minimize conflict through
dialogue, compromise, diplomatic talks about
major differences, but also show of power and
force. What can we learn from the anatomy of
these institutions and their pros and cons,
particularly in an era where many of these
institutions are heavily criticized by world
leaders?

Tema 5

Organizational cultures, integrity,
and corruption

Perhaps the biggest challenge in working
across borders is how to walk the line ethically.
What constitutes a bribe, a gift, or a pleasantry
is defined very differently in different contexts.
Using your own values or moral compass may
not always lead to successful public or private
sector collaboration in multinational contexts.
More so, corruption remains a pervasive
problem in many — particularly developed —
countries, with international (often perceived
as “‘Western’) pressure not always ensuing
effective results.

Tema 6

Are you ready to be a cross-
cultural leader?

ARE YOU READY TO BE A CROSS-
CULTURAL LEADER?

D opMbl TEKYLIEr0 KOHTPOJIA M MIPOMEKYTOYHOM ATTECTALUM:
@opMBI U METOJbI TEKYILEr0 KOHTPOJSA YCIEBAEMOCTH. IPYIIIOBOM IPOEKT, I'PYIIIOBON
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