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Body language includes

v'Posture, Walking and Body Plane

v Appearance - Dress style

v'Gestures

v'Personal Space (SIS ) >
v'Eye contact o> wlod
v'Facial Expression ¢ g2 <Jb>
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A process that begins when one party perceivessthat™ thersparty has negatively affected, or is about to
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Conflict Management Techniques

Conflict-Resolution T.

Problem solving
Superordinate goals
Expansion of resources
Avoidance

Smoothing
Compromise
Authoritative command

Altering the human variable

Altering the structural variables
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Communication Using ambiguous or threatening messages to increase conflict levels.

Bringing in outsiders Adding employees to a group whose backgrounds, values, attitudes, or managerial styles
differ from those of present members.

Restructuring the organization Realigning work groups, altering rules and regulations, increasing interdependence, and
making similar structural changes to disrupt the status quo.

Appointing a devil’s advocate Designating a critic to purposely argue against the majority positions held by the group.
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leadership The art mobilizing others to want to struggle for shared aspirations.
Jim Kouzes and barry posner
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Motivate

leadership The ability to influence a group
toward the achievement of a vision or set of goals.

Marjan Etemadi, PHD. Human Resource Management
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Leading For Future

Leading Business
Leading Leaders

Leading Others

Leading Self
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charismatic leadership theory A leadership theory that states that
followers make attributions of heroic or extraordinary leadership abilities
when they observe certain behaviors.
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1. Drive. Leaders exhibit a high effort level. They have a relatively high desire for achievement, they are ambitious,
they have a lot of energy, they are tirelessly persistent in their activities, and they show initiative.

2. Desire to lead. Leaders have a strong desire to influence and lead others. They emonstrate the willingness to
take responsibility.

3. Honesty and integrity. Leaders build trusting relationships with followers by being truthful or nondeceitful
and by showing high consistency between word and deed.

4. Self-confidence. Followers look to leaders for an absence of self-doubt. Leaders, therefore, need to show self-
confidence in order to convince followers of the rightness of their goals and decisions.

58 Intelligence. Leaders need to be intelligent enough to gather, synthesize, and interpret large amounts of
information, and they need to be able to create visions, solve problems, and make correct decisions.

6. Job-relevant knowledge. Effective leaders have a high degree of knowledge about the company, industry,
and technical matters. In-depth knowledge allows leaders to make well-informed decisions and to understand the
implications of those decisions.

7. Extraversion. Leaders are energetic, lively people. They are sociable, assertive, and rarely silent or withdrawn.
8. Proneness to guilt. Guilt proneness is positively related to leadership effectiveness because it produces a
strong sense of responsibility for others.

9. Emotional intelligence. Empathetic leaders can sense others’ needs, listen to what followers say (and don’t
say), and read the reactions of others.

10.Conscientiousness. People who are disciplined and able to keep commitments have an apparent advantage
when it comes to leadership.
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A new definition of leadership

‘ d not only when you are in the trhes with them, but also when you are

ot around, and even (this is the cleanest test) after you have permanently
moved on from the team.
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Is a good communicator —
listens and shares
information

Collaborates across Google

Empowers team and does
not micromanage

Supports career
development and discusses
performance

Is a strong decision maker

Google Manager Behaviors

Creates an inclusive team
environment, showing
concern for success

and well-being

Has a clear vision/strategy
for the team

Is productive and
results-oriented

Has key technical skills to
help advise the team
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These days, developing leaders wonder, “Can |
have a great career and a great family life?”
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Let's confront directly the ‘P 40D a \S S04 5 el dasS add O oeelu A o
notion of who are the better N 9 ‘90 ‘; 22 6 ﬁ J == A < ﬁ‘
leaders: the 80-hours-per- " o s s oq -
week executives who live for J# )é iy @‘”} l?. K¥e] K o® “}d [-J8 W) h:)é ‘su)bj &b ')
work and subordinate
everything to the company’s * .o o K R . o -
perceived needs or the ') é? )U u‘ M 6‘ )E (WL VY u‘” ulﬁb “0 o-GLv ?’ b 6’
leaders who work equally
hard during 50 to 60 hours o -
but balance their work with 'M (0 Jélﬂ&
the needs of their families?
Integrated leaders develop .« a -
nealthier Wgw o0 3 pllw 42 )00 I
organizations. By
appropriately delegating - - . ... " . ) . . )
their work, they make more | g O g8 (0 (5.9 A 3RA0 Dlowouai €962 JU o s L (]
thoughtful ~ decisions and ‘
lead more effectively. Their

employees  make  righer || 31 S PY0 Tolaw l@T GLS ) WS (0 by S S0 s5b @

levels of commitment to the

organization. In the end, they L&‘O : , QS);Q &w les"" ‘“‘w )é .“)'é gl.o}'w 4? " ' '| 4 I“I

achieve better results on the

bottom line.
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Gail McGovern, CEO of the American Red Cross, framed it concisely: A lot of people ask if it is possible to have
a rich personal life and a great work life. | say unequivocally, it is entirely possible. You just have to recognize
you can’t give 110 percent to everything. There are many mundane things in your life you have to let go of and

not feel guilty about.
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Facebook COO Sheryl Sandberg

integrates the buckets of her life A * . S @ ¢3¢

through a fundamental belief that d.' &.P )‘ ‘) é? é“) éuM
success lies in the identification of
real priorities at work and at home
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Research has shown that the equivalent of a successful trust buil

handshake is a three hour long constant one on one interaction
Silent influencing/ 2014 / 31
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Creativity “Q.SM’
Curiosity S SW

Open mindedness A TR X
Love of learning LI

Perspective and wisdom 55)!.: °l'.’. W G

The Character Edge / 2020 / 83 é} ’ Du/““é
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We sometimes assume that the leader in a group is the person who knows the most. It s
not always true! Sometimes the most effective leader is one who knows what he does

not know and uses well crafted questions to uncover hidden realities that make
innovations possible.
Learning to Lead/ 2019/ 95
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Leaders often overlook the fact that belonging is a basic hur
LL.eadership Levers / 2022 / 48
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Embedding a highly engaged development culture require
leaders to:

e understand people's abilities and aspirations

e give honest feedback and advice

e invest in their growth
THE LEADERSHIP STAR / 2021/ 32

a5 Cal o piliwo g0 sl Arwgl Kb g Sy At
RS
WS S 31 015 slag T g b (bl e

WS Al 41 AlBsLo o ygliw g 9495300
W (50 o g LT Wiy 595




Learning
to LEAD,

Leading
to LEARN Uggi Kb 39 (el Jgo!

Lessons from Toyota Leader
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a subtle secret that no one tells you COMMUNICATION

on your quest for success: humility matters,
and it can, ultimately, make a difference in

your reputation, relationships ,standing, and ’T
staying power.

THE COMMUNICATION HABIT/ 2020 / 114 STRATEGES Ty g7 190 A0ARy
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Another possible mechanism through
which leader humility impacts
engagement and satisfaction is by giving
employees permission to give constructive

suggestions and challenge the quo, which ‘PJ Gh b-b m

is referred to among social scientists as

voice behavior.
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This person actively seeks feedback , even if it is

This person admits it when they don t know how to do something.
This person acknowledges when others have more knowledge and
skills than him or herself.

This person takes notice of others’ strengths.

This person often compliments others on their strengths.

This person shows appreciation for the unique contributions of
others.

This person is willing to learn from others.

This person is open to the ideas of others.

This person is open to the advice of others.
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Good Leaders Ask Great Questions
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@ m.etemadi(@atu.ac.ir

ctemadionline@gmail.com

i @ ' dr.Marjanetemadi
http://linkedin.com/in/
marjan-etemadi

o https://t.me/drmarjanetemadi

@ 09127937860
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