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HOACHIOBAJIBHA 3AITHCKA

3HaHHs IHO3eMHUX MOB y Halll 4aC € 3all0PYKOI0 YCIIIIHOIO CIIJIKY-
BaHHsI, YIIPABJIHHS OpPTaHi3allisiMul 1 BesieHHst GizHecy. Bigkputicts cyuac-
HOrO YKPalHCBKOIO CYCIIJIbCTBA, aKajeMiuHa MOOLIbHICTb CTYIEHTIB,
HAYKOBI KOHTaKTH Ta 0OMIHU, ICKPaBO BUpaskeHa 1podeciiiHa crpsiMoBa-
HICTh BUBYECHHS IHO3EMHUX MOB BU3HAYAIOTh BUCOKUU COIIaIbHUN TIpe-
CTUXK JIHTBICTUYHOI OCBITH. 30KpeMa, MOPTPET CY4aCHOTO CIIeliaicTa
B Oy/Ib-sIKiil chepi 3HAHD Ta [MISLTBHOCTI HEMUCIUMII Ge3 3HaHHS X04ua 0
o/Hi€el iHo3eMHOI MoBU. HaraabHo MOTPe6OI0 € TAKOK IABUILEHHS KO-
MYHIKaTUBHOI KOMIIETEHTHOCTI.

Ocob6MBO BasKJIMBUM € YCBIIOMJICHHSI CYCIILIBCTBOM TOrO (DaKry, 1110
BUBUEHHS IHO3€MHUX 1 IITUPIIE — HEPIJIHNX MOB 1 KyJIBTYP CIIPHUSIE HE TiJIb-
KU PO3BUTKY OKPEMOI OCOOMCTOCTI ¥ CBITi, M0 IMHAMITHO 3MIHIOETHCSI, aJie
1 TapMOHITHOMY PO3BUTKOBI BChOTO CYCITIJIbCTBA, BUXOBYE MTOBATY /10 Pi/IHOT
KYJIBTYPH, TPUHIETIIIIOE TOTOBHICTD /IO /IIaJIoTy, TOJIEPAHTHICTD y CTaBJIEHH]
J10 1HIIIUX MOB 1 KYJIBTYP, 3IaTHICTb /10 Mi>KKYJIBTYPHOI B3aEMO/Ii.

Ykpaina — He3aleXHa epsKaBa, sKa 3MIMCHIOE PSJ BAKITMBUX 3aXO0/IiB
JUISL TOTO, 1100 YBIIATH 10 CBITOBOTO CIiBTOBapUCTBA. EKOHOMIYHI Ta 0/ THY-
Hi pechopMU CTAIW TIPUYMHOIO K THTEPHAIIOHATI3AIlil YHIBEPCUTETIB, Tak
i 3pocrarHs MOOLTEHOCTI BUK/IAAa4uiB Ta cryaeHTiB. CycriibeTBo motpebye
Bce GiJIblIie CIielfiaicTiB, siki MOKYTh TIPAIIOBATH HA MisKHAPOJHOMY PiBHI.

Y oMy KOHTEKCTI OCTaHHIM YacOM 3HAUEHHS iJI0BOI1 aHTJIMCHKOI
MOBH STK 32C0O0Y /IITTOBOTO CIJIKYBAHHST HAOYJIO HAIBBUIAITHOI Barn B OCBi-
Ti B HaIIiil KpaiHi.

Mema eusuenns kypcy “JlisoBa inoseMHa MoBa 1poOdeciitHoro crpsi-
MyBaHHS (aHTJilichbKa)” — TPAKTUYHE OBOJIOAIHHS CTYJICHTAMU CHUC-
TEMOI0 AHTJIHCHKOI MOBH Ta HOPMATUBHOI 6a30t0 il (DYHKIIOHYBaHHS
B KOMYHIKaTHBHO-MOBJICHHEBUX CUTYAIlisIX y cepi iXHBOT MallhyTHBOT
npoeciiiHol AisIbHOCTI, SKiCHA TATOTOBKA (haxiBIg 70 iHITOMOBHOTO
cHiIKyBaHHS B podeciiiHiil cdepi Ha OCHOBI CBITOBOTO I0CBiLy Ta PEKO-
Menzanin Pagu €spornn.

B ocHoBYy Kypcy moknazeHi TPUHITANN CUCTEMHOCTI, KOMYHIKaTUBHOI
Ta 1poeciitHoi CIPSMOBAHOCTI HaBYAHHS, iHTEPAKTUBHOCTI, iHTETrpartii
Ta MOBJIEHHEBO-PO3YMOBOI aKTUBHOCTI.

3aCBOEHHS CTPYKTYPU MOBH Bi/I0YBAETHCSA B TUIIOBUX KOMYHIKaTHB-
HIX KOHTEKCTaX i OCHOBHUX BU/IaX MOBJIEHHEBO] /lisI/IbHOCTI (ay/1iT0BaHHI,
TOBOPiHHI, YNTaHHI, TUCHMI ).



[TepenbadaeTbest TAKOK PO3BUTOK Y CTYAEHTIB HABMUYOK CAMOCTIIHOT
po6oTH, 1110 BKJIIOYAE BUKOHAHHSI JOMAIIHIX 3aBJaHb (YMTAaHHSI, IepeKiajl
Ta TepeKas TEKCTY, JEKCUKO-IpaMaTHyUHi BIIPaBH, TUCHMOBUIA TIEPEKIIA/,
iIrOTOBKA TTOBIJOMJIEHB TOIIIO); BUKOHAHHS KOHTPOJIBHUX POOIT; 1H MBI~
JlyaJibHe TPOCJIYXOBYBAaHHS ayjlioKaceT, rmeperJisj Bijeomatepiais. [lo-
CTiliHe HaBYAHHS HABUYKAM YMTAHHS Ta PO3YMIHHS aHTJINCHKOI criertia-
JII30BaHOI JIiTeparypu B KOHTEKCTI CY4acHOTO SKUTTS 1 TMeBHOI cdepu
TPYOBOI JIiSLITHHOCTI.

Jucnummina “/lisoBa iHo3emMHa MoBa MPOdeCciiiHOrO CIpIMyBaHHS
(anrmificpka)” € HACTYITHOIO /IJIsI BUBYEHHST MaricTpaMu Hanpsimy “Azmi-
HiCTPaTUBHUN MEHEKMEHT” ICJsI BUBUEHHS AUCIATLTIHY “/[ioBa iHO-
3eMHa MoBa (aHrJiliceka)”. Takum ynHOM, KypC /1iI0BOI iHO3€MHOT MOBU
npodeciitHoro cipsMyBaHHs repeg6adac BUKOPUCTaHHSI HAOyTHX ITijl yac
BUBYEHHS TTOTIEPEIHbOI HABYAJIBHOI AUCIUTIIIIHY 3HAHb, YMiHb T4 HABU-
YOK JIJIST iX MTOJIAJTBIIOTO YAIOCKOHATIEHHSI Ta PO3BUTKY.

OcHOBHI 3aBJaHHS:

® BUNTH MalGYTHHOTO CIIEIiaTiCTa BiJTbHO OPIEHTYBATUCS B CyYaCcHO-
My iHGOPMAITITHOMY TIOTOTIi 3 METOTIO YIOCKOHAJIEHHST IHIMOMOBHIX
YMiHb I HABUYOK;

® YO0CKOHATIOBATH KOMYHIKATUBHI YMIHHS 1 HABUYKN BOJOIHHS ITi-
JIOBOTO aHTITHCHKOI0 MOBOIO TTPOMECiiTHOTO CIIPSIMYBaHHS,;

e (hopMyBaTH y CTYIEHTIB CydacHi YSBJIEHHS PO peasii JKUTTS B iH-
IITOMOBHUX KpaiHax;

® DO3BUBATH YMIHHS aJIeKBATHO MMOBOAUTHCS B PI3HNX KUTTEBUX CH-
TyallisIX J1JI0BOTO CIIIJIKYBaHHSI;

® TOTYyBaTH MaibGyTHHOTO (haxiBIlI 10 HAYKOBOI AiSTBHOCTI, TPOIO-
BJKEHHST OCBITH.

Hanpukinmi Kypcy cTy/IeHTH IIOBUHHI BMIiTH:

e BecTu Geciay-mianor MpobJIEeMHOTO XapaKkTepy BiAMOBIAHO 10 TPO-
TPaMHOI TEMATUKH;

e POOUTH CaMOCTINHI YCHI MOHOJIOTIUHI MOBIZIOMJICHHST aHTJIIHCHKOIO
MOBOIO 3a TeMaTHKOIO Kypcy;

e pedepyBaTu (YCHO Ta TUCHMOBO) OPUTIHAIBHI PI3HOCTUIBOBI TEK-
CTH;

e 3jiiicHioBaTu afleKBaTHUI IlepekJiaj 3 aHTIHChKOI MOBY Ha yKpail-
CbKYy Ta HaBIAKW TEKCTIB, IO BIOBI/IAIOTh TEMATHIIl Ta PiBHIO
CKJTQTHOCTI KypCY.



TEMATHYHHH ITJIAH
oucuuniinu
“TIJIOBA IHO3EMHA MOBA ITPO®ECIHHOIO
CITIPIMYBAHHA (AHIJITHCHKA)”

Ne . .
Hop. HasBa 3MicTOBOrO MOJLYJIS i TEMU
3microBuii Moy 1
1 | Management effectiveness. EexTuBHuUii MeHeKMEHT
2 | Organization. Opranisaris
3 | Planning. IlmanyBantisa
4 | Strategic management. CtpaTeriunuii MEHEKMEHT
3micToBwmii Moayn 11
5 | Delegation. The art of delegation. [lenerysanus. Mucrenrso
JleIeryBaHHsT
6 | Decision making. IIpuitHarTsa piieHb
7 | Group decision making. IpymnoBe npuiiHsATTS pillieHb
8 | Motivation. MotuBartis
3microBuii mosyan 111
9 | Controlling in management. KouTpouib B yrpasiiHsi
10 | Conflicts. Kordmiktu
11 | Negotiations. Benenns meperoBopis
3microBwuii Moxyas IV
12 | Leadership. JlinepcTo
13 | Public administration. /[ep:xaBHe yrpaBJiiHHs
14 | Public management. /lepskaBHUI MEHETKMEHT
15 | President. President of Ukraine. InctutyT pesuienTcTBa.
[Ipesunent Ykpainu
16 Government. Power. ¥psin. Biana
17 | Government of Ukraine. Ypsin Ykpainu
18 | Administrative division of Ukraine. AxmiHicTpaTUBHWIT IO

Yrpaiau

Pasom roann: 135




ITPOTPAMHHH MATEPIAJI
oucuunuinu
“TIJIOBA IHO3EMHA MOBA ITPO®ECIHHOIO
CITPSIMYBAHS (AHIJITUCHKA)”

3micToBwuii Moxyb I

Tema 1. Management effectiveness. E¢ekTuBHMil MeHeZKMEHT

1. Overview.
1.1. Theoretical scope.
1.2. Nature of managerial work.
2. Historical development.
2.1. Early writing,
2.1.1. Sun Tzu’s The Art of War.
2.1.2. Niccolo Machiavelli’s “The Prince”.
2.1.3. Adam Smith’s “The Wealth of Nations”.
2.2. 19th century.
2.3. 20th century.
2.4. 21st century.
3. Management topics.
3.1. Basic functions of management.
3.2. Formation of the business policy.
3.2.1. How to implement policies and strategies.
3.2.2. The development of policies and strategies.
3.2.3. Where policies and strategies fit into the planning process.
3.3. Managerial levels and hierarchy.
4. Areas and categories and implementations of management.
Jimepamypa: ocnosua [47; 62];
nomarkosa [30; 31]

Tema 2 Organization

Contents
1. Organization in sociology.
2. Organization in management and organizational studies.
3. Organization theories.
4. Organizational structures.
4.1. Pyramids or hierarchies.
4.2. Committees or juries.
4.3. Staff organization or cross-functional team.



4.4. Organization: Cyclical structure.
4.5. Matrix organization.
4.6. Ecologies.
4.7. “Chaordic” organizations.
4.8. The organization of the artist.
5. Leadership in organizations.
5.1. Leadership in formal organizations.
5.2. Leadership in informal organizations.
5.3. Leader in organizations.
6. Hybrid organizations
Jlimepamypa: ocHosHa [ 14; 15; 30; 38; 54];
noxatkosa [10; 16; 39; 53]
Tema 3. Planning

1. The planning process.
2. Applications.
2.1. In public policy.
2.2. Purpose of Plan.
2.3. How a plan should be?
2.4. Tmportance of the planning Process.
2.5. Preparing Plan.
2.6. In organizations.
Jlimepamypa: ocuosna [17; 57|
Tema 4. Strategic management

1. Processes.
1.1. Strategy formulation.
1.2. Strategy implementation.
1.3. Strategy evaluation.
2. General approaches.
3. The strategy hierarchy.
4. Historical development of strategic management.
4.1. Birth of strategic management.
4.2. Growth and portfolio theory.
4.3. The marketing revolution.
4.4. The Japanese challenge.
4.5. Gaining competitive advantage.
4.6. The military theorists.
4.7. Strategic change.
4.8. Information and technology driven strategy.



5. The psychology of strategic management.
6. Reasons why strategic plans fail.
7. Criticisms of strategic management.
Jlimepamypa: ocnosa | 5; 19; 39];
nopatkoBa | 3; 20; 23; 25; 28; 33; 49; 57|

3microBwuii Moxys 11

Tema 5. DELEGATION. THE ART OF DELEGATION

1. Delegation Theories.
1.1. Tarn Agent — Theory.
1.2. Principal — Agent Theory.
1.3. Carltona Principle.
1.4. Delegation as a credible commitment.
2. Applications of Delegation Theory.
2.1. Independent Central Banks and Non Majoritarian Institutions.
2.2. The European Union.
3. The art of delegation by Gerard M. Blair.
Jlimepamypa: ocnosHa [1-4];
nonatkona [2; 24; 26; 27; 42]

Tema 6. Decision making

1. Factors influencing decision making processes.
1.1. Cognitive and personal biases.
1.2. Neuroscience perspective of decision making.
1.3. Styles and methods of decision making.
1.3.1. Positional and combinational styles.
Jlimepamypa: ocuosna | 24; 40; 42; 49; 59];
nogatroBa [15; 38; 40]

Tema 7. Group decision making

1. Formal systems.
2. Decision making in social setting.

2.1. Moral dimension of decision making.
3. Decision making in healthcare.
4. Decision making in business and management.
5. Decision-makers and influencers.
6. Decision Support Systems.

Jlimepamypa: ocnoBua [25]



Tema 8. Motivation

1. Motivational concepts. Reward and reinforcement.
2. Intrinsic and extrinsic motivation.
3. Self-control.
4. Motivational Theories.
4.1. Drive Reduction Theories.
4.2. Cognitive dissonance theory.
4.3. Affective-Arousal Theories.
4.4. Need Achievement Theory.
4.5. Need Theories. Need Hierarchy Theory.
4.6. Herzberg’s two-factor theory.
4.7. Alderfer’s ERG theory.
4.8. Cognitive theories. Goal-setting theory.
Jlimepamypa: ocuosHa [27; 36; 43; 47];
nonatroBa [19]

3microBwuii moxyas 111

Tema 9. Controlling in management

1. Definitions.
2. Characteristics of Control.
3. The elements of control.
3.1. Relationship between the elements of control and information.
4. Kinds of control.
4.1. Open- and Closed-Loop Control.
4.2. Man and Machine Control.
Jlimepamypa: ocuosna [29; 39; 52; 54; 55];
noxatkoBa [39; 54; 55]

Tema 10. Conflicts

1. Types and Modes of Conflict.

2. Examples.

3. Causes of Conlflict.

4. Ways of addressing conflict.
Conflict management

1. Scientific studies.

2. Counseling.



Conflict resolution
1. Among groups.
2. Among employees.
2.1. Counseling.
Jlimepamypa: ocvosHa [30; 53]
nomatkoBa [12; 53; 60]

Tema 11. Negotiations

1. Alternative dispute resolution.
2. Approaches to negotiation.
2.1. The advocate’s approach.
2.2. The “win/win” negotiator’s approach.
3. Emotion in negotiation.
3.1. Positive affect in negotiation.
3.2. Negative affect in negotiation.
3.3. Conditions for emotion effect in negotiation.
3.4. The effect of the partner’s emotions.
3.5. Problems with lab negotiation studies.
Jlimepamypa: ocuosHa [8; 12; 26; 60];
noxatkoBa [1; 7, 9; 17; 45; 59]

3mictoBwuii Moayan IV

Tema 12. Leadership

1. Categories and types of leadership.
2. Leadership associated with positions of authority.
2.1. Representative democracy.
2.2. Leadership cycles.
2.3. Titles emphasizing authority.
2.4. Symbolism of leadership.
3. Leadership among primates.
4. Scope of leadership.
5. Leadership in organizations.
5.1. Leadership in formal organizations.
5.2. Leadership in informal organizations.
5.3. Leader in organizations.
6. Orthogonality and leadership.
7. Support-structures for leadership.
8. Determining what makes “effective leadership”.
8.1. Suggested qualities of leadership.
8.2. Leadership “styles” (per House and Podsakoft).

10



9. Leadership and vision.
10. Leadership’s relation with management.
11. Leadership by a group.
11.1 Orpheus orchestra.
12. Historical views on leadership.
13. Alternatives to leadership.
Jlimepamypa: ocnosna [10; 11; 13; 30; 35; 48; 58; 64];
nozxatkoBa |5; 13; 34; 37; 43; 44; 46; 51; 61-63]

Tema 13. Public administration

1. The history of public administration.
1.1. The pre-generation.
1.2. The first generation.
1.3. The second generation.
1.4. The third generation.
1.5. The Fourth Generation.
1.6. The Fifth Generation.
2. Rational choice models of bureaucracy.
3. New public management (NPM) and its potential successors.
4. Public administration as an academic discipline.
5. Notable public administration/bureaucracy scholars.
Jlimepamypa: ocnosna [20; 21; 51; 63]

Tema 14. Public management

1. Problems with current models of Public Management.
2. Problems posed by current Politico-Bureaucratic arrangements.
2.1. Inability to stem the rise of power-hungry dominators.
2.2. Inability to stem world domination by International Capitalism.
2.3. The Creation of Money.
2.4. The International Monetary Fund (IMF).
2.5. International Trade Agreements and the World Trade Organi-
zation.
2.6. National Governments and the TNCs.
2.7. Western Domination.
2.8. How has all this come about?.
2.9. The failure of well intentioned public policies.
2.10. Problems Inherent in “Democracy”.
2.10.1. The problem of centralized planning.
2.10.2. The unrepresentativeness of representatives.

11



2.10.3. The tyranny of the majority.
2.10.4. The tendency to arrive at decisions that no rational person
could endorse.
3. The Management of Society via the “Market”.
4. Toward a way forward.
Jlimepamypa: ocvosHa [34; 37; 50; 61];
nozxatkoBa [6; 8; 11; 14; 21; 23; 29; 32; 36; 47; 48; 56; 58]

Tema 15. President. President of Ukraine

1. History.

2. Presidents in democratic countries and international organizations.
2.1. Presidential systems.
2.2. Parliamentary systems.
2.3. Presidential titles for non heads of state.
2.4. Semi-presidential systems.
2.5. Collective Presidency.

3. Presidents in dictatorships.

4. Presidential symbols.

5. Presidential ranks.

6. Sub-national presidents.

7. Non-governmental presidents.
7.1. Judiciary.

7.1.1. France.
7.1.2. Scotland.
7.2. Other.

8. Presidential chronologies of United Nations member countries.
9. President of Ukraine. Powers and duties.
Jlimepamypa: ocnoBHa [47]

Tema 16. Government

1. Types of government.
2. Origin of government.
2.1. Fundamental purpose of government.
2.2. Early governments.
2.3. Expanded roles for government.
2.3.1. Military defense.
2.3.2. Economic security.
2.3.3. Social security.
2.3.4. Environmental security.

12



3. Positive Aspects of Government.
3.1. Upper economic class support.
3.2. Support for democracy.
3.3. Religion.
4. Negative Aspects of Government.
4.1. War.
4.2. Enslavement.
4.3. Religious opposition.
4.4. Class oppression.
5. Critical views and alternatives.
Jlimepamypa: ocHoBHa | 5; 7; 16; 22; 28; 41; 44—46; 56;
nozxatkoBa [35; 52

Tema 17. Government of Ukraine

1. Country summary info.
2. State symbols.
3. Head of state.
3.1. Recent development.
4. Legislative branch.
5. Executive branch.
5.1. Recent development.
6. Judicial branch.
7. Other bodies.
Jlimepamypa: ocnosna [1-4]
Tema 18. Administrative division of Ukraine

. Overview.

. General scheme of administrative subdivision.
. Oblasts.

. Autonomous Republic of Crimea.

. Municipalities.

. Raions.

DD UL W N =

Jlimepamypa: ocnoBua [1—-4]
CAMOCTIHHA POFOTA CTY/JEHTIB

[TepenGauaeThest PO3BUTOK y CTY/IEHTIB HABUUOK CAMOCTIHHOT poboTH,
110 BKJTIOYAE BUKOHAHHSA IOMAIITHIX 3aB/IaHb (UUTAHHS, TICPEKJIA]L TA [Tepe-
Ka3 TEeKCTY, JIEKCUKO-TpaMaTU4Hi BIIPaBH, MMCbMOBUI TepeKJIa/l, 1i/iro-
TOBKa MOBIJIOMJIEHD TOIIO ); BAKOHAHHST KOHTPOJILHUX POOIT; IPOCTIYXOBY-
BaHHA ay/iOKaceT, Meperys/l BieoMaTepiaiB.

13



Oco6sBa yBara B CcaMOCTiiHIiT po6OTI NPUALISETbCS IMiATOTOBI
YCHUX TMOBIZIOMJIEHD, IaJIOTiB Ta MOHOJIOTIB aHTJIIICHKOI0 MOBOIO, CaMO-
CTITHOMY BUBUYEHHIO OKPEMUX TTUTaHb T€M KYPCY, OIJIsSIly PEKOMEHI0Ba-
HOI JIiTepaTypn aHTJIIHCHKOI0 MOBOTO, MTEPEKJIAy 3 aHTJIIMCHKOT MOBI Ha
YKPaiHChKY Ta 3 YKPAIHChKOI MOBHU Ha aHTJHCHKY.

Dopmu nomMouH020 Mma NiOCYMK06020 KOHMPOIO

[ToTounuii KOHTPOAb 3HAHD 3MIUCHIOETHCS ILJISIXOM YCHOTO OIUTY-
BaHHSI BHUBYEHMX TeM KypCcy, YCHOTO Ta IIMCbMOBOTO IIepeKJany
3 aHTJIIHCHKOI MOBHM Ha YKPAiHChKY Ta HaBIIaKU.

[TincymMKOBUI KOHTPOJIb 3HAHD IIPOBOIUTHCS B KiHIII CEMECTPY 32 yMO-
BU HasIBHOCTI TO3UTUBHUX OI[iIHOK MOTOYHOTO KOHTPOJIIO IIJISIXOM ITPOBe-
JIeHHST YCHOTO 3aJIiKy /iCIIUTY.

Ex3amenariiifina KapTka CKJIAAETHCS 3 OAHOTO TEOPETUYHOTO 1 IBOX
MPaKTUYHUX 3aB/laHb:

® YUTAHHS, IePeKJIaJ] Ta IepeKas TeKCTY;

e (ecijia Ha 3aTPOIIOHOBAHY TEMY KypCy;

e TIepeKJa/l pedeHb 3 YKPaiHChbKOI MOBU Ha aHTJIIICHKY.

Bumoru 1o icnuris

1. ITpounTaTn, repekysacTi Ha YKPAiHCbKY MOBY Ta TlepeKa3aTh OPHTi-
HanbHIIT TekeT. O6¢csr Tekery 2000—2500 apyKoBaHUX 3HAKIB.

2. 3pobuTu ycHe TOBIIOMICHHS 38 IIUPOKUM CIIEKTPOM T€M, BUBUEHUX
YIIPOZIOBIK ceMecTpy. MOHOJIOTIYHE BICIOBIIOBAHHST 000B’I3KOBO TI0-
BUHHE BKJIOYATH JIEKCHKO-TPAaMaTUYHUI MaTepiajl, 3aCBOEHUN TIPO-
TSATOM CEMECTPY, BIAOBiIaTH MOBHIUM HOpPMaMm, OYTH JIOTTYHNUM 1 110-
caigoBanm. Obcsr 10 — 15 peyeHb.

3. YcHo niepekJiacTi pedeHHs 3 YKpaiHChbKOI MOBU Ha aHTJINCBHKY (3a Te-
MaTHUKO0, BUSHAUEHOO JIJIsl KOSKHOTO eTalry HaBuaHHs ). O6csr nepe-
KJIaly — 5 PEYeHb.

Yac ma migrotoBky — 30 XBUJIMH.

HUTAHHA JJIA CAMOKOHTPOJIIO

. Organization in management and organizational studies.
. Management effectiveness.

. Basic functions of management.

. Organization theories.

. Organizational structures.

. Pyramids or hierarchies.

D UL W N
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. Organization: Cyclical structure.
. Matrix organization.

. Leadership in organizations.

10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24,
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.

Hybrid organizations.

The planning process.

Importance of the planning process.

The psychology of strategic management.

The strategy hierarchy.

Historical development of strategic management.
Reasons why strategic plans fail.

Criticism of strategic management.
Delegation Theories.

Application of delegation theory.

Factors influencing decision making processes.
Styles and methods of decision making.
Decision making in business and management.
Motivational concepts.

Reward and reinforcement.

Self-control.

Need Theories. Need Hierarchy theory.
Motivational Theories.

Characteristics of Control.

Kinds of control.

Types and Modes of Conflict.

Causes of Conflict.

Ways of addressing conflict.

Conflict management.

Conlflict resolution.

Negotiations.

Alternative dispute resolution.

Approaches to negotiation.

Emotions in negotiation.

Categories and types of leadership.
Leadership associated with positions of authority.
Representative democracy.

Leadership cycles.

Titles emphasizing authority.

Symbolism of leadership.

Leadership in organizations.
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46. Leadership and vision.

47. Leadership’s relation with management.

48. Historical views on leadership.

49. The history of public administration.

50. Rational choice models of bureaucracy.

51. New public management (NPM) and its potential successors.
52. Notable public administration/bureaucracy scholars.

53. Problems with current models of Public Management’.

54. The International Monetary Fund.

55. Presidential systems. President of Ukraine.

56. Parliamentary systems.

57. Powers and duties.

58. Types of government.

59. Positive and Negative Aspects of Government.

60. Government of Ukraine Administrative division of Ukraine.

BKA3IBKH /0 BUKOHAHHA
KOHTPOJIBHOIO 3ABJJAHHA

CTyneHTn 3a04HOI Ta AWCTaHIINHOI (opM HABYAHHS BUKOHYIOTH
KOHTPOJIbHI 3aBaHHA. IX 0DOPMIAIOTH B OKPEMOMY 30ITUT, 3a3HAUMBIITN
CBOE Mpi3BHIIE, IM'st Ta 110 GATHKOBI; 1HAEKC IPYIN Ta BapiaHT KOHTPOJIb-
HOTO 3aBjlaHHs. BapiaHT KOHTPOJLHOTO 3aBAaHHS CTYIEHT 0OUPAE Bi/IIO-
BiZTHO 710 OCTaHHBOI ITU(PU CBOEI 3aTTIKOBOT KHIKKH.

PoGoty Tpeba BUKOHYBaTH CBOEYACHO, MUCATH YITKUM MTOYEPKOM ab0
MO/IaBaTH Y JAPYKOBAHOMY BUTJISI/II, 3AJTUIIAI0YH TIOJIS JIJIST 3ayBasKeHb Ta
METOMYHUX BKa3iBOK BUKJajada, sKuii mepesipsrume pobory. CrygeHT
Mae ToaTi poboTy st EPEBIPKU Y BCTAHOBJICHII BUKJIaladeM TEPMiH.

OpepskaBiim mepeBipeHy poGoTy, CTYAEHT MOBUHEH TpoaHai3yBaTH
TTOMUJIKY 1 BpaxyBaTH 3ayBa’keHHs Ta pekoMeHnzatlii. Ciig onpaifoBaTn
1ie pa3 MaTepiaj, B SKOMY OYJIO AOMYIIEHO MOMUJIKH, 1 OAATH BUIIPABJIE-
HU BapiaHT.

ITepeBipeHi KOHTPOJIBHI pOOOTH € HABYAJBHUME JOKYMEHTaMu 1 36e-
pirafoTbcst /10 3aKiHUEHHS TePMiHY HaBUAHHSI.
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Konumpoaoni 3asoanns

BapianT 1

1. Ilepexnadims mexcm 3 aneailicvkoi MO8U HA YKPATHCOKY ma datime
610106101 Ha NUMAaHHSL.

PUBLIC ADMINISTRATION AS AN ACADEMIC DISCIPLINE

A Public Administrator can fill many voids. The academic field evolved
in the United States from both academic political science and law as a
separate study in the 1910s. In Europe, notably England and Germany
(Max Weber), it started as a separate scholarly field in the 1890s, but it
was first taught in Continental universities in the 1720s. The Federalist
Papers several times referred to the importance of good administration,
and scholars such as John A. Rohr see a long history behind the
constitutional legitimacy of government bureaucracy.

There is minor tradition that holds that the more specific term public
management refers to ordinary, routine or typical management concerns,
but in the context of achieving public good. Others see public management
as a new, economically driven perspective on the operation of government.
This latter view is often termed “new public management“by its advocates
and can be seen as areform attempt aimed at reemphasizing the professional
nature of the field versus its academic, moral or disciplinary characteristics.
A few public administration theorists advocate a bright line differentiation
of the professional field from related academic disciplines like political
science and sociology. But, in general, the interdiscipine rather than a
discipline.

As a field, public administration can be compared to business
administration, and the MPA viewed as similar to an MBA for those
wishing to pursue governmental or non-profit careers. An MPA often
entails substantial ethical and sociological aspects not usually found in
business schools. There are derivative and related degrees that address
public affairs, public policy, and the like. Differences often connote
program emphases on policy analysis techniques or other topical focuses
such as the study of international affairs as opposed to focuses on
constitutional issues such as separation of powers, administrative law,
problems of governance and power, and participatory democracy.

Public administration theory is the domain where discussions of the
meaning and purpose of government, bureaucracy, budgets, governance,
and public affairs take place in the field. In recent years, public
administration theory has occasionally connoted a heavy orientation
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toward critical theory and postmodern philosophical notions of
government, governance, and power, but many public administration
scholars support a classic definition of the term which gives weight to
constitutionality, service, bureaucratic forms of organization, and
hierarchical government linary nature of PA.

Ilepexnadimo 3 ykpaincvroi na anzaiicoky Mogy.

1. ¥YmpaBaiHHS AiSUTBHICTIO JIIOJCHKNUX KOJIEKTUBIB 3i1ICHIOETHCS B CHC-
TeMi “cy0’ekT — 00’€KT”.

2. Jlpyruii Buj ynpaBJiHHS 3/[ICHIOETBCS B CHCTeMax “JII0/[MHA — Ma-
muHa”, “IoanHa — pupoaa’.

3. Toxin ynpaBiiHHs BiaOyBacThes 1 3a cepaMul CyCIIJIBHOTO KATTS:
yIPaBJIiHHSA MarepiajbHIM BUPOOHUIITBOM, YIIPABJIHHS yXOBHUM
BUPOOHUIITBOM, YIIPABJIiHHS CIIOKUBAHHSIM.

4. YnpaBJiHHSI CITIOKMBAHHSAM — 1€ CKJIA/IHA CUCTEMA MaPKETUHTOBOTO
3abesneueHHsT peaisalii MPOMYKILI, cucTeMa MaTepiaJbHOrO i MO-
PaJbHOTO 3a0XOYEHHS IPAIiBHUKIB, colliaibHe 3a0e3MeYeHHsT THX,
XTO HE TIPAITIOE.

5. OkpemMo BifOyBa€ThCs YIPaBIiHHA TaK 3BaHUMU HEBUPOOHUUMMU
BUZAMU AiSUTBHOCTI: BilICBKOBOIO CITPABOIO, MOJIITHYHOIO AiS/IBHICTIO,
MEUIIMHOIO Ta BUAAMU POOIT, SIKi MaroTh (byHKIIIOHAIbHE IPU3HAYECH-
He (MiJIiis, Cy/1, TPOKypaTypa) TOMIO.

BapianT 2

1. Iepexnadimo mexcm 3 aneailicvk0i MOBU HA YKPATHCHKY ma datime
610n0610i Ha numanns.

DEVELOPMENT OF BUREAUCRACY

Perhaps the early example of a bureaucrat is the scribe, who first arose
as a professional in the early cities of Sumer. The Sumerian script was so
complicated that it required specialists who had trained for their entire
lives in the discipline of writing to manipulate it. These scribes could
wield significant power, as they had a total monopoly on the keeping of
records and creation of inscriptions on monuments to kings.

In later, larger empires like Achaemenid Persia, bureaucracies quickly
expanded as government expanded and increased its functions. In the
Persian Empire, the central government was divided into administrative
provinces led by satraps. The satraps were appointed by the Shah to
control the provinces. In addition, a general and a royal secretary were
stationed in each province to supervise troop recruitment and keep
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records, respectively. The Achaemenid Great Kings also sent royal
inspectors to tour the empire and report on local conditions.

The most modernesque of all ancient bureaucracies, however, was the
Chinese bureaucracy. During the chaos of the Spring and Autumn Period
and the Warring States, Confucius recognized the need for a stable system
of administrators to lend good governance even when the leaders were
inept. Chinese bureaucracy, first implemented during the Qin dynasty but
under more Confucian lines under the Han, calls for the appointment of
bureaucratic positions based on merit via a system of examinations.
Although the power of the Chinese bureaucrats waxed and waned
throughout China's long history, the imperial examination system lasted
as late as 1905, and modern China still employs a formidable bureaucracy
in its daily workings.

Modern bureaucracies arose as the government of states grew larger
during the modern period, and especially following the Industrial
Revolution. Tax collectors, perhaps the most reviled of all bureaucrats,
became increasingly necessary as states began to take in more and more
revenue, while the role of administrators increased as the functions of
government multiplied. Along with this expansion, though, came the
recognition of the corruption and nepotism often inherent within the
managerial system, leading to civil service reform on a large scale in many
countries towards the end of the 19th century.

Ilepexnadimo 3 ykpaincvkoi Ha aneaiiicvky Mogy.

1. Buam ympaBaiHHS CTBOPUIN MOKJIUBICTD yIPABIIHCHKOTO aHaJIi-
3y.

2. Jlo cTpyKTypH aHasi3y BXO/ASITH aHATOMIsT YIIPaBIiHHS, MOP)OJIOTIsS
VIIPaBJIiHHS, YIIPABIIHCHKUM J1aTHO3, YIIPABIIHChKUI CUHTES, yIIPaB-
JIIHCBKA OIliHKa, YIIPaBJIiHChKa ePeKTUBHICTb, yIIPABIIHCHKI BUTPATH,
YIIPaBJiHCbKa €KOHOMIS TOLIO.

3. B ymMoBax puHKOBOI opratisaiiii 0co6J1BOI Bark Habupae MOTEHIa
VIIPABJIHHS K BUAY BUPOOHIUOI, IPOAYKTUBHOI MisIIIBHOCTI, yIIPaB-
JIHHS SIK IPOYKT, SIKKil Ma€ CBOIO PUHKOBY 11iHY, cOOiBapTiCcTh 1 Bap-
TICTb.

4. OcHoBHUMY (DYHKITISIMU YIIPABJIiHHS € TPOTHO3YBAHHS, ITPOTPAMY-
BaHHSI, TUIAHYBAHHST, PETYIIOBAHHS, KOOPAUHAIIIS i KOHTPOJTb.

5. IIporpamyBaHHs — Ile BUSHAYEHHsI MaricTpaJbHUX MUISAXIB i 3a-
BJaHb PO3BUTKY 00’€KTa, [0 BUHMKAIOTh Ha IX OCHOBI, B vaci i
ITPOCTODi.
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Bapianr 3

1. Iepexaadimo mexcm 3 aneailicvkoi MO68U HA YKPATHCOKY ma datime
6i0n06i0i na numanns.

GOVERNMENT

In political science and constitutional law, the executive is the branch
of government responsible for the day-to-day management of the state. In
many countries, it is referred to simply as the government, but this usage
can be confusing in an international context. The executive branch
contains the head of government, who is the head of this branch. Under
the doctrine of the separation of powers, the executive is not supposed to
make laws (role of the legislature), nor to interpret them (role of the
judiciary), their purpose is to enforce them: in practice, this separation is
rarely absolute. The executive is identified by the Head of Government.
In a presidential system, this person (the President) may also be the Head
of State, where as in a parliamentary system he or she is usually the leader
of the largest party in the legislature and is most commonly termed the
Prime Minister (Taoiseach in the Republic of Ireland, (Federal ) Chancellor
in Germany and Austria). In France, executive power is shared between
the President and the Prime Minister and this system has been reproduced
in a number of former French colonies, while Switzerland and Bosnia and
Herzegovina likewise have collegiate systems for the role of Head of State
and Government. The Head of Government is assisted by a number of
ministers, who usually have responsibilities for particular areas (e. g.
health, education, foreign affairs), and by a large number of government
employees or civil servants.

HEAD OF GOVERNMENT

In parliamentary systems, the head of government is generally the
Prime Minister, who usually heads a cabinet which must rely on the direct
or indirect support of Government. In essence, the Prime Minister is the
leader of the largest elected party in a parliament. In Westminster Systems,
like the United Kingdom, Canada or Australia, executive authority is
nominally and theoretically vested in the Sovereign. However the
Sovereign does not always actively exercise executive powers, since this is
performed by a Prime Minister and a Cabinet on his or her behalf.

Other countries have presidential systems, in which the head of
governmentis elected separately from the legislature and isnot accountable
to it. The United States of America pioneered this system in its modern
form.
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Semi-presidential systems may exist in some countries, and often have
both a President and a Prime Minister. Such systems can be seen in
countries such as France and Ukraine. However, the balance of power
between the two heads of government may vary, and it is dependent on
the country in question. Sri Lanka has witnessed a bitter power struggle
between its President and Prime Minister, particularly due to a difference
in political parties.

Think and answer.

Ilepexnadimo 3 ykpaincvkoi Ha aneaiiicoky Mogy.

1. TIporHosyBaHHs — Iie BCTAHOBJIEHHS MOTEHIiady 00’eKTa, i1oro pos-
PaxyHOK y 4aci i mpocTopi.

2. IlnanyBaHHS — Tle pO3paxXyHOK peasii3allii OCHOBHUX MLJISXIiB 1 3a-
B/IaHb PO3BUTKY 06’€KTa, TMiABEACHHS i/l HUX PO3PAXOBAHUX rapaH-
Tiif peasizaitii (MarepiaJbHUX, IYXOBHUX, OPraHi3ariiiHnx).

3. KoopauHaitis — 11e IpuBeZIeHHS y Bi/IMTOBIHICTD IiSITbHOCTI PISHUX
00’exTiB /151 peatizaliii eAnHoI MeTH, ajie Ge3M0CePEHbO He 3B’ I3aHIX
MiK c000I0.

4. KoHTpoJib — 11€ CJIIKYyBaHHS 32 MPOIIECOM JIiSLIIBHOCTI, 2 TAKOK BCTA-
HOBJICHHS peaTbHUX BUTPAT 1 Pe3yJIbTaTiB YIIPaBIiHCHKOI [ISIITHHOCTI,
a TakoX 11 BceGiunoi e)eKTUBHOCTI.

5. DyHKIlis TPOTHO3YBAaHHSI € BU3HAYAIBHOIO, TAKOIO, IO [OBUHHA
CTBOPUTH TrapaHTii MeBHOI e(heKTUBHOCTI YITPaBJIiHCHKOTO PillIEHHSI.

Bapianr 4

1. Iepexnadims mexcm 3 aneailicvkoi MO8U HA YKPATHCOKY ma datime
610106101 Ha 3anumanns.

ROLES OF THE HEAD OF STATE
Often depending on which constitutional category (above) a head of
state belongs to, they may have some or all of the roles listed below, and
various other ones.

SYMBOLIC ROLE

One of the most important roles of the modern head of state is being a
living national symbol of the state; in monarchies this extends to the
sovereign being a symbol of the unbroken continuity of the state. For
instance, the Canadian monarch is described by the government as being
the personification of the Canadian state, and is described by the
Department of Canadian Heritage as the "personal symbol of allegiance,
unity and authority for all Canadians.”
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In many countries, official portraits of the head of state can be found in
government offices, courts of law, even airports, libraries, and other public
buildings. The idea, sometimes regulated by law, is to use these portraits
to make the public aware of the symbolic connection to the government, a
practice that dates back to mediaeval times. Sometimes this practice is
taken to excess, and the head of state begins to believe that he is the only
symbol of the nation, resulting in the emergence of a personality cult
where the image of the head of state is the only visual representation of
the country, surpassing other symbols such as the flag, constitution,
founding father(s) etc. A modern champion in this field was Adolf Hitler,
the Nazi Fiihrer. Other common iconic presences, especially of monarchs,
are on coins, stamps, and banknotes; more discreet variations see them
represented by a mention and/or signature. Furthermore, various
institutions, monuments, and the like, are named for current or previous
heads of state, such as streets and squares, schools, charitable and other
organisations; in monarchies (e. g. Belgium) there can even be a practice
to attribute the adjective 'royal’ on demand based on existence for a given
number of years. However such political techniques can also be used by
leaders without the formal rank of head of state, even party — and other
revolutionary leaders without formal state mandate.

In general, the active duties amount to a ceremonial role. Thus in
diplomatic affairs, heads of state are often the first person to greet an
important foreign visitor. They may also assume a sort of informal host
role during the VIP's visit, inviting the visitor to a state dinner at his or
her mansion or palace, or some other equally hospitable affair.

At home, they are expected to render luster to various occasions by
their presence, such as by attending artistic or sports performances or
competitions, expositions, celebrations, military parades and
remembrances, prominent funerals, visiting parts of the country,
enterprises, care facilities (often in a theatrical honour box, on a platform,
on the front row, at the honours table etc.), sometimes performing a
symbolic act such as cutting a ribbon or pushing a button at an opening,
christening something with champagne, laying the first stone, and so on.
Some parts of national life receive their regular attention, often on an
annual basis, or even in the form of official patronage.

As the potential for such invitations is enormous, such duties are often
in part delegated: to such persons as a spouse, other members of the
dynasty, a vice-president —for whom this is often the core of their public
role— or in other cases (possibly as a message, for instance, to distance
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themselves without giving protocollary offence) just a military or other
aide.

For non-executive heads of state there is often a degree of censorship

by the politically responsible government (such as the prime minister),
discreetly approving agenda and speeches, especially where the
constitution (or customary law) assumes all political responsibility by
granting the crown inviolability (in fact also imposing political
emasculation) as in the Kingdom of Belgium from its very beginning; in a
monarchy this may even be extended to some degree to other members of
the dynasty, especially the heir to the throne.

1.

1

Ilepexnadimo 3 ykpaincvkoi Ha aneaiticoky Mogy.
[lo mpruMycoBUX METO/iB HAJIeKaTh METOAN YIIPABIIHHS €KOHOMiY-
HUM, TTOJIITUIHUM 1 YXOBHUM JKUTTSIM CYCITLIBCTBA.

. HpI/IMyCOBi METO/JIN MalOTh IIPpaBOBE 3a0e3IIeYeHH: TOYMHAIOUN 3

Koncrutytiii Kpainu i 3aKiHUYIOUHM yIIPABATHCbKUMU PITlIEHHSIMU MicC-
1[EBOTO PiBH, BKJIIOYAOYN 1 PIlIEHHS YIPaBJIHINB TPY/JOBUMU KO-
JIEKTUBAMH.

. Jlo MeTOiB TIepeKOHAHHS BXOASATH TEOPETUYHI BUKJIAJKH, COIIOJIO-

TiYHI aHaJi3u, Pi3HI HAYKOBO-TIPAKTUYHI KOHIEMIii, IKUMU MOXKYTb
KepyBatucs 00’€KTH yIpaBJIiHHA.

. ,Z[O METO/IiB IIEPEKOHAaHHA TaKOJK HaJIE)KaTb METOJAW MOPAJbHOT'O 3a-

OXO4Y€eHHA.

. Bynp-gke ynpaBiriHCchKe pPillleHHS MTOCTAE 3 ypPaXyBaHHS iICHYIOUUX Y

CYCITLJIBCTBI MOPAJTbHUX HOPM.
Bapianr 5

. Ilepexnadimo mexcm 3 anzaiticvkoi MO6U HA YKpaincvky ma daiime

610106101 Ha numanns.

ADVANTAGES OF PRESIDENTIAL SYSTEMS
Supporters generally claim four basic advantages for presidential

systems:

e Direct mandate — in a presidential system, the president is often
elected directly by the people. To some, this makes the president's
power more legitimate than that of a leader appointed indirectly. In
the United States, the president is not elected directly, but by an
electoral college, although the post is still considered to be
popularly elected.

e Separation of powers — a presidential system establishes the
presidency and the legislature as two parallel structures. Supporters
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claim that this arrangement allows each structure to supervise the
other, preventing abuses.

e Speed and decisiveness — some argue that a president with strong
powers can usually enact changes quickly. However, others argue
that the separation of powers slows the system down.

e Stability — a president, by virtue of a fixed term, may provide
more stability than a prime minister who can be dismissed at any
time.

DIRECT MANDATE

A prime ministerisusually chosen by a few individuals of the legislature,
while a president is usually chosen by the people. According to supporters
of the presidential system, a popularly elected leadership is inherently
more democratic than a leadership chosen by a legislative body, even if the
legislative body was itself elected.

Through making more than one electoral choice, votersin a presidential
system can more accurately indicate their policy preferences. For example,
in the United States of America, some political scientists interpret the late
Cold War tendency to elect a Democratic Congress and a Republican
president as the choice for a Republican foreign policy and a Democratic
domestic policy.

It is also stated that the direct mandate of a president makes him or her
more accountable. The reasoning behind this argument is that a prime
minister is “shielded” from public opinion by the apparatus of state, being
several steps removed. Critics of this view note, however, that presidents
cannot typically be removed from power when their policies no longer
reflect the wishes of the citizenry. (In the United States, presidents can
only be removed by an Impeachment trial for “High Crimes and
Misdemeanors,” whereas prime ministers can typically be removed if they
fail a motion of confidence in their government.)

SEPARATION OF POWERS

The fact that a presidential system separates the executive from the
legislature is sometimes held up as an advantage, in that each branch may
scrutinize the actions of the other. In a parliamentary system, the executive
is drawn from the legislature, making criticism of one by the other
considerably less likely. A formal condemnation of the executive by the
legislature is often regarded to be a vote of no confidence. According to
supporters of the presidential system, the lack of checks and balances
means that misconduct by a prime minister may never be discovered.
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Writing about Watergate, Woodrow Wyatt, a former MP in the UK, said
“don't think a Watergate couldn't happen here, you just wouldn't hear
about it”. (ibid)

Critics respond that if a presidential system's legislature is controlled
by the president's party, the same situation exists. Proponents note that
even in such a situation a legislator from the president's party is in a better
position to criticize the president or his policies should he deem it
necessary, since a president is immune to the effects of a motion of no
confidence. In parliamentary systems, party discipline is much more
strictly enforced. If a parliamentary backbencher publicly criticizes the
executive or its policies to any significant extent then he/she faces a much
higher prospect of losing his/her party's nomination, or even outright
expulsion from the party.

Despite the existence of the no confidence vote, in practice, it is
extremely difficult to stop a prime minister or cabinet that has made its
decision. To vote down important legislation that has been proposed by
the cabinet is considered to be a vote of no confidence is thus means the
government falls and new elections must be held, a consequence few
backbenchers are willing to endure. Hence, a no confidence vote in some
parliamentary countries, like Britain, only occurs a few times in a century.
In 1931, David Lloyd George told a select committee: “Parliament has
really no control over the executive; it is a pure fiction.” (Schlesinger
1982)

Ilepexnadimo 3 ykpaincvkoi Ha aneaiiicvky Mogy.

1. YnpasriiHncbka [iSIbHICTD MOJATAE B YMiHHI ITOB’SI3yBaTH KOXKHE Pi-
LIEHHA 3 JIIIICHUM PYXOM CYCIIJIbCTBA, 3 HOr0 IPOrpeCUBHUMHU TEH-
JCHIISIMU.

2. YipaBJiiHCbKa crcTeMa Ma€ JiicTaBaTi Oe3IepepBHy iHGOPMAIIiio Ipo
MaiiOyTHIN PO3BUTOK CycIIiibeTBa (06’€KTa) SIK €MHOIO I1JI0r0, a Ta-
KOK OTO Mi/ICUCTEM.

3. BakamBUM CHCTEMHUM IPUHIIUIIOM YIIPABJIiHHS € BMiHHS 3HAUTH TO-
JIOBHY JTAHKY CEpeJl YIPABIiHCHKUX 3aBIaHb.

4. YupaBJiHHsI eKOHOMIKOIO B YMOBaX PUHKY HOTpeOy€ MiHIMyM aMiHi-
CTPATUBHUX CaHKIIIH.

5. lleit MiHiMyM MOBUHEH CJIyTyBaTH €KOHOMIYHIN eDeKTUBHOCTI pUH-
KOBOI'O BUPOOHUIITBA, 1 HE JIMIIIe eKOHOMIUHIL, a i O THYHIi 1 1yX0-
BHI{l.
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Bapianr 6

1. Iepexaadimo mexcm 3 aneailicvkoi MO68U HA YKPATHCOKY ma datime
6i0n06i0i na numanns.

SEPARATION OF POWERS VS. FUSION OF POWERS

In democratic systems of governance, a continuum exists between
“Presidential government“ and “Parliamentary government”. “Separation
of powers” is a feature more inherent to presidential systems, whereas
“fusion of powers* is characteristic of parliamentary ones. “Mixed systems”
fall somewhere in between, usually near the midpoint; the most notable
example of a mixed system is France's (current) Fifth Republic.

In fusion of powers, one estate (invariably the elected legislature) is
supreme, and the other estates are subservient to it. In separation of powers,
each estate is largely (although not necessarily entirely) independent of the
others. Independent in this context means either that selection of each estate
happens independently of the other estates or at least that each estate is not
beholden to any of the others for its continued existence.

Accordingly, in a fusion of powers system such as that of the United
Kingdom, first described as such by Walter Bagehot, the people elect the
legislature, which in turn “creates” the executive. As Professor Cheryl
Saunders writes, “... the intermixture of institutions [in the UK] is such
that it is almost impossible to describe it as a separation of powers.” In a
separation of powers, the national legislature does not select the person or
persons of the executive; instead, the executive is chosen by other means
(direct popular election, electoral college selection etc.) In a parliamentary
system, when the term of the legislature ends, so too may the tenure of the
executive selected by that legislature. Although in a presidential system
the executive's term may or may not coincide with the legislature's, their
selection is technically independent of the legislature. However, when the
executive's party controls the legislature, the executive often reaps the
benefits of what is, in effect, a “fusion of powers”. Such situations may
thwart the constitutional goal or normal popular perception that the
legislature is the more democratic branch or the one “closer to the people”,
reducing it to a virtual “consultative assembly”, politically or procedurally
unable—or unwilling—to hold the executive accountable in the event of
blatant, even boldly admitted, “high crimes and misdemeanors.”

Tepexnadimov 3 ykpaincokoi Ha anziticoKy Mosy.

1. OcHOBHUX cTaAill YIPaBAIHCHKOIO UKLy YOTUPU: 30MPaHHs Ta aHa-
J1i3 iHopmartii mpo 06’eKT yrpasJiiHHs, HOro MUHYJIE, CyJacHe i MOXK-
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JIBe MailOyTHE, IiArOTOBKA I MPUIHSATTS YIPABIIHCHKOTO PillIeHHS,
OIliHKa Pe3yJIbTaTiB yIPaBJIiHChKUX JIill Y MPOIIE/ypi 3BITY PO BUKO-
HaHHS YIIPaBIIHCHKOTO PIillIeHHsT, KOHTPOJb 32 BCiMa UMY i IMU.

2. Tlepmia craziss ynpaB/IiHCHKOrO HUKJIY 3abesnedyeHa CIeiaJbHO0
HayKoI0 — iH(HOpPMaTHUKOIO.

3. JIpyra crazi Takosk 3abesrevyeHa creliaJbHUM HayKOBUM 3HAHHSAM —
Teopi€ro pillleHb, SiKa BKJI0Yae B cede 1 KiGepHETHKY sIK HaitbiibI 3a-
raJIbHy HAYKY YITPaBJIiHHSI.

4. Tpers crazmisi TakoXX Ma€ CBOE 3HAHHSI — 3arajbHy OpraHisalliiiHy
HayKy — TEKTOJOrii0, pogoHadaabHukoM s1koi € O. O. Borpanos.

5. UerBepra crajig 3abeseueHa Teopicto 3B0pOTHOIO 3B’ 3Ky Ta 1i yac-
THHOIO — KOHTPOJIEM, Ha SIKOMY BiZ0yBa€ThCsI PO3PAXOBAHUI yIIPaB-
JIIHCBKUU TIUKJL.

Bapianr 7

1. Ilepexnadimv mexcm 3 aneailicvbkKoi MO6U HA YKPATHCOKY ma oatime
610106101 Ha nuManHs.

DIFFERENT VIEWS OF SOVEREIGNTIES
There exist vastly differing views on the moral bases of sovereignty.
These views translate into various bases for legal systems:

e Partisans of the divine right of kings argue that the monarch is
sovereign by divine right, and not by the agreement of the people.
Taken to its conclusion, this may translate into a system of absolute
monarchy.

e The second book of Jean-Jacques Rousseau's Du Contrat Social, ou
Principes du droit politique (1762) deals with sovereignty and its
rights. Sovereignty, or the general will, is inalienable, for the will
cannot be transmitted; it is indivisible, since it is essentially general;
it is infallible and always right, determined and limited in its power
by the common interest; it acts through laws. Law is the decision of
the general will in regard to some object of common interest, but
though the general will is always right and desires only good, its
judgment is not always enlightened, and consequently does not
always see wherein the common good lies; hence the necessity of the
legislator. But the legislator has, of himself, no authority; he is only
a guide who drafts and proposes laws, but the people alone (that is,
the sovereign or general will) has authority to make and impose
them.
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e Democracy is based on the concept of popular sovereignty.
Representative democracies permit (against Rousseau's thought) a
transfer of the exercise of sovereignty from the people to the
parliament or the government. Parliamentary sovereignty refers to
a representative democracy where the Parliament is, ultimately, the
source of sovereignty, and not the executive power.

e Anarchists and some libertarians deny the sovereignty of states and
governments. Anarchists often argue for a specific individual kind
of sovereignty, such as the Anarch as asovereign individual. Salvador
Dali, for instance, talked of “anarcho-monarchist” (as usual, tongue
in cheek); Antonin Artaud of Heliogabalus: Or, The Crowned
Anarchist; Max Stirner of The Ego and Its Own; Georges Bataille
and Jacques Derrida of a kind of “antisovereignty”. Therefore,
anarchists join a classical conception of the individual as sovereign
of himself, which forms the basis of political consciousness. The
unified consciousness is sovereignty over one's own body, as
Nietzsche demonstrated (see also Pierre Klossowski's book on
Nietzsche and the Vicious Circle). See also self-ownership and
Sovereignty of the individual.

e Republican form of government acknowledges that the sovereign
power is founded in the people, individually, not in the collective or
whole body of free citizens, as in a democratic form. Thus no majority
can deprive a minority of their sovereign rights and powers.

e Imperialists hold a view of sovereignty where power rightfully
exists with those states that hold the greatest ability to impose the
will of said state, by force or threat of force, over the populace or
other states with weaker military or political will. They effectively
deny the sovereignty of the individual in deference to either the
'good’ of the whole, or to divine right. See Karl Marx, Mao Zedong,
Adolf Hitler.

The key element of sovereignty in the legalistic sense is that of

exclusivity of jurisdiction.

Specifically, when a decision is made by a sovereign entity, it cannot
generally be overruled by a higher authority. Further, it is generally held
that another legal element of sovereignty requires not only the legal right
to exercise power, but the actual exercise of such power. (“No de jure
sovereignty without de facto sovereignty.”) In other words, neither
claiming/being proclaimed Sovereign, nor merely exercising the power of
a Sovereign is sufficient; sovereignty requires both elements.
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Ilepexnadimo 3 ykpaincvkoi na anzaiicoky mMogy
1. TooBHUM yTIPaBJIIHCHKUM IHCTUTYTOM € Jlep:KaBa, SIKIO HaBIiTh Ha
YOJIi CUCTEMU YIPaBJIiHHS CTOITh MOHAPX.

. Bumum ynipaBmiHCHKIM Iep;KaBHUM aKTOM € KOHCTUTYIIiST KpaiHu.

3. CoujasbHi aclekTH yrpasaiHCbKOI eeKTUBHOCTI OYib-AKOI opraHi-
3aI[ifHOI CTPYKTYPHU € TIEBHUM BUMIPOM BILIUBY yIIPABIIHCHKUX Pi-
HIeHb Ha ColliabHi 00’ €KTH.

4. BucokoedekTHBHY opraHizallilo BUPOOHMYMX BiIHOCHH CJIiji BBa-
JKaTU HaHCKIAIHIIIM 3aBJAHHIM IIOYaTKOBOIO eTally OyiiBHUIITBa
YKPaiHCHKOTO CYyCITiThCTBA.

5. OBoMOITH HAYKOIO YIIPABJIIHHSI MOKHA [BOMA MIJISIXaMI: BIIACHOTO
YU 3aTI03UYEHOTO JIOCBI LY.

[\

Bapianr 8

1. Ilepexnadimv mexcm 3 aneaiticvbKoi MO6U HA YKPATHCOKY ma oatime
610106101 Ha nuManHs.

THE PSYCHOLOGY OF STRATEGIC MANAGEMENT

Several psychologists have conducted studies to determine the
psychological patterns involved in strategic management. Typically senior
managers have been asked how they go about making strategic decisions. A
1938 treatise by Chester Barnard, that was based on his own experience as
a business executive, sees the process as informal, intuitive, non-routinized,
and involving primarily oral, 2-way communications. Bernard says “The
process is the sensing of the organization as a whole and the total situation
relevant to it. It transcends the capacity of merely intellectual methods, and
the techniques of discriminating the factors of the situation. The terms
pertinent to it are “feeling”, “judgement”, “sense”, “proportion”, “balance”,
“appropriateness”. It is a matter of art rather than science.”

In 1973, Henry Mintzberg found that senior managers typically deal
with unpredictable situations so they strategize in ad hoc, flexible,
dynamic, and implicit ways. He says, “The job breeds adaptive information-
manipulators who prefer the live concrete situation. The manager works
in an environment of stimulous-response, and he develops in his work a
clear preference for live action.”

In 1982, John Kotter studied the daily activities of 15 executives and
concluded that they spent most of their time developing and working a
network of relationships from which they gained general insights and
specific details to be used in making strategic decisions. They tended to
use “mental road maps” rather than systematic planning techniques.

29



Daniel Isenberg's 1984 study of senior managers found that their
decisions were highly intuitive. Executives often sensed what they were
going to do before they could explain why. He claimed in 1986 that one of
the reasons for this is the complexity of strategic decisions and the
resultant information uncertainty.

Shoshana Zuboff (1988) claims that information technology is
widening the divide between senior managers (who typically make
strategic decisions) and operational level managers (who typically make
routine decisions). She claims that prior to the widespread use of computer
systems, managers, even at the most senior level, engaged in both strategic
decisions and routine administration, but as computers facilitated (She
called it “deskilled”) routine processes, these activities were moved further
down the hierarchy, leaving senior management free for strategic decions
making.

In 1977, Abraham Zaleznik identified a difference between leaders and
managers. He describes leadershipleaders as visionaries who inspire. They
care about substance. Whereas managers are claimed to care about process,
plans, and form.”"! He also claimed in 1989 that the rise of the manager
was the main factor that caused the decline of American business in the
1970s and 80s. Lack of leadership is most damaging at the level of strategic
management where it can paralyze an entire organization.

According to Corner, Kinichi, and Keats, strategic decision making in
organizations occurs at two levels: individual and aggregate. They have
developed a model of parallel strategic decision making. The model
identifies two parallel processes both of which involve getting attention,
encoding information, storage and retrieval of information, strategic
choice, strategic outcome, and feedback. The individual and organizational
processes are not independent however. They interact at each stage of the
process.

Ilepexnadimo 3 ykpaincvroi na anzaiiicoky Mogy.

1. CrpyKTypa eKOHOMIYHUX METOJIB YIPABJiHHSI, IK MPABUJIO, TIPEJl-
CTaBJIeHA TPHOMA TPYTAMU: METON HE3MOCEPEAHBOTO MATEPIATHHOTO
CTUMYJIIOBAHHS, METOJIM OpraHisailii TPyZ0BOTO TPOIECY i METOIHN
criByyacti y mpuOyTKax.

2. CucTemMa yIpaBJiHHSA JOMOMATaE PO3MOPS/IKATHCS BIACHUM Garar-
CTBOM, TI/IBUNIYE BiITIOBIIa/IbHICTh 32 e(PEKTUBHICTH OTO BUKOPUC-
TaHHs, Ha /i1 3a0e31euy€e yuacTh BUPOOHUKIB B YIIpaBJIiHHI IPUBAT-
HOBJIACHUTILKOIO €KOHOMIKOIO, € PEATbHUM MIJISIXOM yTBEP/KEHHST
i MPUBATHOBIACHUIILKOTO YIIPABJIiHHS.
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3. MarepiasibHe CTUMYJIIOBAHHST MA€ MiHIMAJIBHO TAPAHTOBAHUH 1 CUTYa-
TUBHUN 3MICT, SKWUI BUCTYTAE SIK YNHHUK TIiJBUIIEHHS TTPOyKTUB-
HOCTI TIpaiii.

4. MeToam opranisaiiifHoro 3MicTy — XPOHOMETDPYBaHHS, BUBUYEHHS
PyXiB, HOpMYBaHHS, TEXHOJIOTIUHE YIOCKOHAJIEHHS, 1110 TPU3BOAUTh
JI0 BHUMIKEHHS cOOIBAPTOCTI MPOAYKIILIT, I ABUILEHHST TPOAYKTUBHOCTI
Tparli Ta eKOHOMIT MMOTEHIliay TpalliBHUKA.

5. Metoau criBydacTi y npubyTKax — Iie BKIIOYEHHS IPALliBHUKIB Y
Ti chpepm AiSLTBHOCTI, 30KpeMa, EKOHOMIUHY, SKi 1aI0Th IM MO>KJIH-
BiCTh OTPUMYBATH BUHATOPOY HE JIMIIE 32 BUPOOJEHUI IPOAYKT,
a il 32 BHECOK Y BUPOOHUIITBO, SIKUI BOHM 3J1HCHUIN Y Oy Ab-AKil
dbopmi.

Bapiant 9

1. Ilepexnadimv mexcm 3 aneaiticvbKoi MO6U HA YKPATHCOKY ma oatime
610106101 Ha nuManHs.

The Art of Delegation

by Gerard M Blair

Delegation is a skill of which we have all heard — but which few
understand. It can be used either as an excuse for dumping failure onto the
shoulders of subordinates, or as a dynamic tool for motivating and training
your team to realize their full potential.

“I delegate myne auctorite” (Palsgrave 1530)

Everyone knows about delegation. Most managers hear about it in the
cradle as mother talks earnestly to the baby-sitter: “just enjoy the
television... this is what you do if... if there is any trouble call me at...”;
people have been writing about it for nearly half a millennium; yet few
actually understand it.

Delegation underpins a style of management which allows your staff
to use and develop their skills and knowledge to the full potential. Without
delegation, you lose their full value.

As the ancient quotation above suggests, delegation is primarily about
entrusting your authority to others. This means that they can act and
initiate independently; and that they assume responsibility with you for
certain tasks. If something goes wrong, you remain responsible since you
are the manager; the trick is to delegate in such a way that things get done
but do not go (badly) wrong.
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Objective

The objective of delegation is to get the job done by someone else. Not
just the simple tasks of reading instructions and turning a lever, but also
the decision making and changes which depend upon new information.
With delegation, your staff have the authority to react to situations
without referring back to you.

If you tell the janitor to empty the bins on Tuesdays and Fridays, the
bins will be emptied on Tuesdays and Fridays. If the bins overflow on
Wednesday, they will be emptied on Friday. If instead you said to empty
the bins as often as necessary, the janitor would decide how often and
adapt to special circumstances. You might suggest a regular schedule
(teach the janitor a little personal time management), but by leaving the
decision up to the janitor you will apply his/her local knowledge to the
problem. Consider this frankly: do you want to be an expert on bin
emptying, can you construct an instruction to cover all possible
contingencies? If not, delegate to someone who gets paid for it.

To enable someone else to do the job for you, you must ensure that:

e they know what you want

e they have the authority to achieve it

e they know how to do it.

These all depend upon communicating clearly the nature of the task,
the extent of their discretion, and the sources of relevant information and
knowledge.

Information

Such a system can only operate successfully if the decision-makers
(your staff) have full and rapid access to the relevant information. This
means that you must establish a system to enable the flow of information.
This must at least include regular exchanges between your staff so that
each is aware of what the others are doing. It should also include briefings
by you on the information which you have received in your role as
manager; since if you need to know this information to do your job, your
staff will need to know also if they are to do your (delegated) job for you.

One of the main claims being made for computerized information
distribution is that it facilitates the rapid dissemination of information.
Some protagonists even suggest that such systems will instigate changes
in managerial power sharing rather than merely support them: that the
“enknowledged” workforce will rise up, assume control and innovate
spontaneously. You may not believe this vision, but you should understand
the premise. If a manager restricts access to information, then only he/she
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is able to make decisions which rely upon that information; once that
access is opened to many others, they too can make decisions — and
challenge those of the manager according to additional criteria. The
manager who fears this challenge will never delegate effectively; the
manager who recognizes that the staff may have additional experience
and knowledge (and so may enhance the decision-making process) will
welcome their input; delegation ensures that the staff will practise
decision-making and will feel that their views are welcome.

Effective control

One of the main phobias about delegation is that by giving others
authority, a manager loses control. This need not be the case. If you train
your staff to apply the same criteria as you would yourself (by example
and full explanations) then they will be exercising your control on you
behalf. And since they will witness many more situations over which
control may be exercised (you can’t be in several places at once) then that
control is exercised more diversely and more rapidly than you could
exercise it by yourself. In engineering terms: if maintaining control is truly
your concern, then you should distribute the control mechanisms to
enable parallel and autonomous processing.

Iepexnadimo 3 ykpaincvkoi na aneniicvky Mogy.

1. TIpaBoBi MeTOIM YITPABJIIHHS MaTE€PiaTbHUM BUPOOHUIITBOM, iX ehek-
TUBHICTh BU3HAYAIOTHCS SK 3aTaTbHOI0 €KOHOMIUHOIO i TTPaBOBOIO
KOH'IOHKTYPOTO B KpaiHi, XapakTepOM BTPYYaHH: JiepKaBU y TOCIIO-
JIApPChKY MisTbHICTD, TaK i CTAHOM MPABOBOTO (FOPUANYHOTO) 3a0e3-
MeYeHHsT BUPOOHUIITBA, HOTO €(hEeKTUBHOCTI.

2. EdekTuBHIME COTIONIOTIYHUMA METO/IaMU YTIPABJIIHHS € MTPOTHO3Y-
BaHHS, TPOTPaMyBaHHS, ONTUTYBaHHS, aHATI3Y JOKYMEHTIB, CTiocTepe-
JKEHHST, EKCTIEPUMEHTY, aHKeTyBaHHs, caMo(oTorpadyBaHHs Ta iHIII.

3. Tlcuxomorivni METOAN YIPABIIHHS BKIOYAIOTh B cebe 3HAMHS TPO-
1eciB (hopMyBaHHSI BUPOOHIUYOTO KOJIEKTUBY 3 ypaxyBaHHSIM MCUXO0-
JIOTIYHOTO (hbaKTOpa, IMCUXOJOTTUHUX BJIACTUBOCTEN 1 OpraHi3aliinmnx
3Mi6HOCTEH YITPaBIIiHIA.

4. CxyamadHast JOKYMEHTIB B YIPaBJiHHI Ma€ BUpINIaTbHE 3HAYEHHS,
OCKIJIbKH, came PillleHHS, SIKi JOKYMEHTH SIK 0(hOPMIIEHO, CIIPABJISIOTH
OCHOBHUH BIUTIB Ha 00’€KT yIPaBIiHHI.

5. Cam ympaBiiHenb MOBUHEH BOJIOAITH 3HAHHSIM CIEU(pIKT MOBH
CITysKO0BUX JOKYMEHTIB 1 030pO0OBATH HUM MPAIliBHIKIB BiAMOBITHUX
BUPOOHUUMX CITYKO.
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Bapianr 10

1. Iepexaadimo mexcm 3 aneailicvkoi MO68U HA YKPATHCOKY ma datime
6i0n06i0i na numanns.

MOTIVATIONAL CONCEPTS

REWARD AND REINFORCEMENT

A reward, tangible or intangible, is presented after the occurrence of
an action (i. e. behavior) with the intent to cause the behavior to occur
again. This is done by associating positive meaning to the behavior.
Studies show that if the person receives the reward immediately, the effect
would be greater, and decreases as duration lengthens. Repetitive action-
reward combination can cause the action to become habit.

Rewards can also be organized as extrinsic or intrinsic. Extrinsic
rewards are external to the person; for example, praise or money. Intrinsic
rewards are internal to the person; for example, satisfaction or
accomplishment.

Some authors distinguish between two forms of intrinsic motivation:
one based on enjoyment, the other on obligation. In this context, obligation
refers to motivation based on what an individual thinks ought to be done.
For instance, a feeling of responsibility for a mission may lead to helping
others beyond what is easily observable, rewarded, or fun.

A reinforcer is different from reward, in that reinforcement is intended
to create a measured increase in the rate of a desirable behavior following
the addition of something to the environment.

INTRINSIC AND EXTRINSIC MOTIVATION

Intrinsic motivation is when people engage in an activity, such as a
hobby, without obvious external incentives.

Intrinsic motivation has been studied by educational psychologists
since the 1970s, and numerous studies have found it to be associated with
high educational achievement and enjoyment by students. There is
currently no universal theory to explain the origin or elements of intrinsic
motivation, and most explanations combine elements of Fritz Heider's
attribution theory, Bandura's work on self-efficacy and other studies
relating to locus of control and goal orientation. Though it is thought that
students are more likely to be intrinsically motivated if they:

o Attribute their educational results to internal factors that they can

control (e. g. the amount of effort they put in),

e Believe they can be effective agents in reaching desired goals (i. e.

the results are not determined by luck),
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e Areinterested in mastering a topic, rather than just rote-learning to

achieve good grades.

Note that the idea of reward for achievement is absent from this model
of intrinsic motivation, since rewards are an extrinsic factor.

In knowledge-sharing communities and organizations, people often
cite altruistic reasons for their participation, including contributing to a
common good, a moral obligation to the group, mentorship or 'giving
back'. In work environments, money may provide a more powerful
extrinsic factor than the intrinsic motivation provided by an enjoyable
workplace.

The most obvious form of motivation is coercion, where the avoidance
of pain or other negative consequences has an immediate effect. Extreme
use of coercion is considered slavery. While coercion is considered morally
reprehensible in many philosophies, it is widely practiced on prisoners,
students in mandatory schooling, within the nuclear family unit (on
children), and in the form of conscription. Critics of modern capitalism
charge that without social safety networks, wage slavery is inevitable.
However, many capitalists such as Ayn Rand have been very vocal against
coercion. Successful coercion sometimes can take priority over other
types of motivation. Self-coercion is rarely substantially negative
(typically only negative in the sense that it avoids a positive, such as
forgoing an expensive dinner or a period of relaxation), however it is
interesting in that it illustrates how lower levels of motivation may be
sometimes tweaked to satisfy higher ones.

In terms of GCSE PE, intrinsic motivation is the motivation that
comes from inside the performer. E. g. they compete for the love of the
sport. Extrinsic motivation comes from outside of the performer. E. g. The
crowd cheer the performer on, this motivates them to do well, or to beat a
PB (Personal Best). Another example is trophies or a reward. It makes the
performer want to win and beat the other competitors, thereby motivating
the performer.

Ilepexnadimo 3 ykpaincvroi na anzaiiicvky Mogy.

1. Menezkep-yrpaBJtiHellb, CIEIIaMICT 3 YIIPABIIHHS B Cy4aCHUX yMO-
BaX € ABTOHOMHUM MPAIiBHUKOM, SIKUET CTBOPIOE OCOOTUBHI BUI TIPO-
JIYKITI — pilieHHsT, PesKUM TIPalli, 0 MaloTh CBOI KpUTePii e(heKTUB-
HOCTI, IiHY, Micle y TpuOyTKax BUPOOHMIITBA.

2. Kpim ynpaBiiHHS CyCITiIbCTBOM, HAyKa YIIPABIIHHS MA€ B CBOEMY ap-
ceHasti HabIp I10JI0KEHb, K JAI0Th MOMKJIUBICTD, CIIUPAIOYUCH HA HUX,
YIPABJIATH f IPOIiecoM GOPMYBAHHS 0COOH.
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10.

11.
12.

36

. OcHOBHMM KpuTepieM eheKTUBHOCTI YIIPABIIHCHKOI TPalli € Pe3yJib-

Tar i BUTpaTH.

. YIpaBJiHCHKUI TTepCOHAJ TIOBUHEH MiJBUIYBATH CBOIO KBasidika-

11if0 He B 3B’$I3KY 3 HETATUBHUMM HACJIJIKAMU CBOEI /ISITBHOCTI, a SIK
BUSB TIOCTiiTHOT ToTpe6u 00’€KTa yIpaBIiHHIA BPaXOBYBaTH HOBI yMO-
BY BJIACHOTO (DYHKITIOHYBAHHSI.

. Cnip 3ocepenuty yrpaBJliHHS B pyKaX TUX CHJI, SIKi MUCJSITBH TIO-

HOBOMY, 3HalTH TaKi (OpMU yIIpaBIiHHS, SKi 6 MAaKCUMAaJIbHO BILIK-
BaJli Ha COI[aJIbHO-eKOHOMIUHUII PO3ZBUTOK KpaiHu 1 BigoOpaskanu
HaitO1/IbII CYyTTEBI 3MiHU B CYCIILJIBHOMY 5KUTTI.
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