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Fundamentals of Leadership

SECTION 1: THE BASIC UNDERSTANDING

Terminolog

%" Your Task: Please explain the following terms or phrases.

Influence Tactics

Exemplary Followers

Rational Persuasion

Emotional Intelligence

Moral Reasoning

Transformational Leadership

Legitimate Power

Coercive Power

Organizational Culture

Active Listening

Credibility

Fundamental Attribution Error

Servant Leadership

Assertive Behavior

Double Loop Learning

Situational Leadership

GAPS Analysis Model

Reward Power

Managerial Incompetence

Task Autonomy

Ethical Leadership

OCEAN Personality Model

Empowerment Approach

Self-Serving Bias

Maslow's Motivation Theory

Alienated Followers

Expert Power

Referent Power

Derailment Factors

Interactive Leadership
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THE COURSE LEARNING OUTCOMES
Comprehensive Questions

@ Your Task: Answer all the following question completely.
Fundamentals Questions
1. Define leadership and distinguish key differences between leadership and

management in terms of vision, execution, innovation, and organizational
order.

2. Demonstrate the five primary sources/bases of power (Legitimate, Reward,
Coercive, Expert, Referent) and explain how each operates within an
organizational setting.

3. What distinguishes ethics, morals, and values in the context of leadership, and
why are ethical considerations crucial for effective leading?

4. Explain the key components of the OCEAN (Five-Factor) personality model
and describe how specific traits influence leadership behavior.

5. Explain the core concept of Maslow’s Hierarchy of Needs and discuss how
leaders can leverage this framework to enhance employee engagement.

6. What is the fundamental difference between group dynamics and high-
performing team dynamics, particularly regarding shared goals and
accountability?

7. Explain the A-O-R (Action-Observation-Reflection) model and discuss how
double-loop learning improves a leader's decision-making process.

8. Identify three core causes of job dissatisfaction and describe their potential
impact on employee turnover and performance.

Comprehensive Questions

9. Analyze the relationship between leadership strategy, employee job
satisfaction, and overall work performance. Compare Herzberg’s Two-Factor
Theory and McClelland’s Theory of Needs as tools for motivating sales and
marketing teams facing severe competitive pressure.

10.Define strategic leadership and evaluate four major derailment factors that can

cause high-potential managers to fail. How can organizational development
programs detect and prevent these issues proactively?

11.Examine the concept of managerial incompetence. Identify three primary

causes of managerial failure, and explain how competency models and 360-
degree feedback can address these vulnerabilities.
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12.Contrast transactional and transformational leadership styles. How do
transformational leaders inspire cultural change, align follower values, and
navigate organizational transition during times of uncertainty?

13.Discuss the Situational Leadership framework and Path-Goal Theory. How
must a leader adapt their style (e.g., telling, selling, participating, delegating)
based on follower readiness and task complexity?

14.Explain how leaders can establish and sustain a strong, positive organizational
culture. What specific techniques and behavioral modeling strategies foster
trust, high satisfaction, and long-term performance?

15.Analyze the role of Emotional Intelligence (EI) in conflict management and
team effectiveness. How do self-awareness, empathy, and relationship
management contribute to resolving intrapersonal and interpersonal team
conflicts?

Analytical and Case Study Analyses

Analytical Exercises
Exercise 1: Power and Influence Dynamics Analysis

. Evaluate a situation where a manager relies exclusively on legitimate and
coercive power to enforce compliance during an organizational restructuring.

« Analyze how shifting toward expert and referent power, combined with
rational persuasion, would alter employee commitment and performance.

« Assess the potential psychological risks (such as resistance or alienated
follower behavior) of over-relying on pressure tactics.

Exercise 2: Leadership Derailment and Attribution Errors

« Examine a scenario where a newly promoted executive's unit experiences a
rapid drop in performance and a rise in dysfunctional turnover.

« Differentiate between the impact of fundamental attribution error and self-
serving bias on the leader's self-assessment versus the team's perception.

. Formulate an analytical framework using the GAPS analysis model to
diagnose the leader's development needs and reverse derailment.
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Practical Exercises

Exercise 1: Five-Step Problem-Solving & Decision Diagramming

« Apply a structured five-step problem-solving framework to address a sharp
decline in team productivity and rising conflict during a product launch.

« Design a integrated diagnostic diagram combining a root-cause analysis tool
(e.g., Fishbone Diagram) with a decision-making tool (e.g., Decision Matrix).

« Outline a step-by-step implementation plan for the selected solution,
including performance metrics and feedback channels.

Exercise 2: Team Coaching and Delegation Plan

« Construct a delegation plan for a senior leader needing to offload complex
project tasks while building capability in direct reports.

« Develop a structured coaching script using constructive feedback principles
to address performance gaps without lowering morale.

« Map the team's current development stage using a team leadership framework
(e.g., the Rocket Model) and specify actionable steps to increase cohesion.

Case-Study Based Questions
Case Study 1: Leadership Styles and Organizational Execution

A technology firm is experiencing major internal friction following a shift in
executive leadership. Executive A utilizes an autocratic, high-tempo style focused
strictly on speed and direct oversight. Executive B advocates an interactive,
democratic approach prioritizing shared decision-making, empowerment, and
employee satisfaction.

. Analyze the key advantages and drawbacks of Executive A's autocratic style
versus Executive B's democratic style in high-stakes environments.

. How do these contrasting styles influence employee job satisfaction, task
autonomy, and organizational culture?

« Recommend a contingency-based leadership strategy that synthesizes
elements of both styles to optimize execution without causing burnout.
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Case Study 2: Crisis Leadership, Ethics, and Strategic Vision

During a severe market disruption, a multinational organization faces declining
revenue, ethical dilemmas around downsizing, and low workforce morale. The
executive team must decide whether to implement aggressive short-term cost-
cutting measures or pivot toward a long-term strategic vision centered on servant
leadership, total defense of human capital, and transparent communication.

. Evaluate how applying servant leadership and strong ethical principles during
a crisis affects employee trust and long-term credibility.

« Contrast the short-term performance outcomes of transactional cost-cutting
with transformational vision-driven leadership.

« Propose an actionable change management strategy (utilizing the change
framework (C = D*M*P > R) to overcome internal resistance and align the

workforce with the strategic vision.

End of Paper
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Human Resource Management

SECTION 1: THE BASIC UNDERSTANDING

Terminolog

%" Your Task: Please explain the following terms or phrases.

Strategic & Core
Management

Human resource
management

Strategic HRM

Human capital

Core competency

Equal employment
opportunity

Organizational culture

Staffing

Job analysis

Compensation

Employment contract

Staffing & Selection

E-Recruiting

Background investigation

Behavioral interview

Person-job fit

Dysfunctional turnover

Controllable turnover

Applicant tracking system

Fixed Duration Contract (FDC)

Undetermined Duration
Contract (UDC)

Competency interview

Performance & Development

Training needs assessment
(TNA)

Psychological contract

Job enlargement

Job enrichment

Succession planning

Job rotation

Performance appraisal

Undetermined Duration
Contract (UDC)

Career planning

Chief Learning Officer
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THE COURSE LEARNING OUTCOMES
Comprehensive Questions

@ Your Task: Answer all the following question completely.

1. What is Human Resource Management (HRM), and why must it evolve from
an administrative role to a strategic partner?

2. Identify five primary functions of HRM and give a brief example of each.

3. What is the difference between a task-based job analysis and a competency-
based job analysis?

4. What are the four types of employee turnover, and what formula defines
individual performance?

5. Compare Fixed Duration Contracts (FDC) and Undetermined Duration
Contracts (UDC) under Cambodian Labor Law.

6. What is the difference between on-the-job training (OJT) and off-the-job
training?

7. How do Job Characteristics and Employee/People Characteristics differ?

8. Illustrate and explain the systematic HRM process from workforce planning to
compensation.

9. Describe the key stages of the Job Analysis process and the common methods
used to gather job data.

10. Explain the step-by-step training process and Kirkpatrick’s 4 levels of training
evaluation.

11.Explain the key drivers of employee retention and how HR can gather feedback
to refine retention strategies.

12.1dentify three common selection tests, and explain the objectives of background
checks, medical exams, and reference checks.

13. What are five common performance evaluation criteria, and what sources can
HR use to gather appraisal data?

14.How does Strategic HRM contribute to productivity, customer service quality,
and financial performance?

15.What are the primary objectives of performance appraisals, and how can
organizations minimize appraisal bias?
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Analytical and Case Study Analyses

Analytical Exercises
Exercise 1. Performance-Training Misalignment Analysis

« Scenario: A logistics company introduced an expensive digital tracking
software, but operational errors increased by 20% post-training.
« Questions:
1. What analytical steps should HR take to determine if the issue stems from
training design, motivation, or job environment?
2. How can HR evaluate individual employee capacity versus job
complexity?
3. What root-cause framework should be applied to prevent future training
failures?

Exercise 2: Strategic Workforce & Compensation Restructuring

« Scenario: A growing firm faces high voluntary turnover in key technical
roles due to below-market compensation and lack of clear progression.
« Questions:
1. How should HR utilize external market pay surveys and internal equity
analysis to restructure salary ranges?
2. Analyze the strategic risks of switching from a seniority-based pay model
to a competency-based pay model.
3. How should HR evaluate the trade-offs between Fixed Duration Contracts
(FDC) and Undetermined Duration Contracts (UDC) for senior personnel?

Practical Exercises

Exercise 1: Job Description & Specification Design

. Scenario: Create a complete job outline for an HR Manager.
« Questions:
1. Draft a Job Description containing 5—7 core duties and responsibilities.
2. Draft a Job Specification outlining required educational background, years
of experience, technical skills, and core competencies.
3. Define 3 Key Performance Indicators (KPIs) to measure the success of this
role.

Exercise 2: End-to-End Recruitment & Selection System Design

. Scenario: A telecommunications company needs to hire 50 customer service
reps and 5 senior network engineers within 60 days.
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« Questions:
1. Draw a complete hiring process flowchart from workforce planning to
onboarding.
2. Recommend 3 recruitment methods tailored for head-hunting top
executive talent in Cambodia.
3. Select 3 specific selection tests for screening candidates and justify
your selection.

Case-Study Exercises

Case Study 1: Training & Performance Link

« Scenario: A mid-sized manufacturing company invested heavily in technical
training for production staff over the past two years. Productivity levels have
not improved, and turnover remains high. Exit interviews show employees
feel training is "irrelevant” to daily challenges.

« Questions:

1. What possible gaps exist between the training content and actual job
requirements?

2. How should HR revise the training needs assessment (TNA) process?

3. What performance management adjustments could reinforce the
application of training on the job?

Case Study 2: Managing Performance & Cultural Sensitivity (KhmerTech)

« Scenario: Sophea, a Senior Software Developer at KhmerTech in Phnom
Penh, is the CEQ's niece. She has high potential but misses deadlines,
produces code needing rework, and disengages in meetings. Her manager,
Dara, is hesitant to address this directly due to family connections and the
cultural importance of “saving face."

« Questions:

1. What cultural factors make it difficult for Dara to manage Sophea's
performance?

2. How can Dara approach a performance conversation with Sophea in a way
that is both direct and culturally sensitive?

3. What specific developmental actions and performance management steps
should Khmer Tech implement to protect its merit-based culture?

End of Paper
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Advanced Human Resource Management

SECTION 1: THE BASIC UNDERSTANDING

Terminolog

%" Your Task: Please explain the following terms or phrases.

Strategic HRM Concepts &
Principles

Strategic Human Resource
Management

Human Capital

Core Competency

Resource-Based View

Vertical Alignment

Horizontal Alignment

Competitive Advantage

Organizational Culture

Psychological Contract

HR Analytics

Talent Acquisition &
Workforce Planning

Talent Acquisition

Workforce Planning

Strategic Sourcing

Employer Branding

Talent Pipeline

Performance, Change &
Development

Change Management

Lewin's Change Model

Force Field Analysis

Transformational Change

Performance Management

Applicant Tracking System Continuous Feedback

Person-Job Fit

Succession Planning

Background Investigation Leadership Development

Supply Forecasting

Demand Forecasting

On-the-Job Training

Total Rewards
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THE COURSE LEARNING OUTCOMES

Comprehensive Questions

® Your Task: Answer all the following questions completely.

1. Strategic HR Alignment & Competitive Advantage
Identify the core components of a Strategic HR strategy and discuss the primary
implementation barriers organizations encounter. Explain how HR strategies
can be vertically aligned with three specific competitive choices: innovation,
quality, and cost leadership.

2. The HR Strategy Formulation Process
Outline and explain the step-by-step process of formulating and developing a
comprehensive HR strategy, from initial organizational analysis through to
implementation planning, metrics setting, and continuous evaluation.

3.Managing Organizational Change
Explain Kurt Lewin’s Three-Step Change Model (Unfreeze $\rightarrow$
Change $\rightarrow$ Refreeze) and provide a concrete workplace example.
Describe how an HR leader utilizes Force Field Analysis to balance driving and
restraining forces when introducing strategic HR initiatives.

4.Workforce Supply and Demand Forecasting
Identify three internal and three external environmental factors influencing HR
supply and demand forecasting. Explain two quantitative or qualitative methods
used to forecast workforce demand and two methods used to assess
internal/external workforce supply.

5.HR Roles and Organizational Value Creation
Analyze the shift in human resources from an administrative function to a
strategic partner role. Compare the operational/administrative focus with the
strategic architect role, drawing on David Ulrich’s HR role framework.

6. Strategic Talent Acquisition and Employer Branding
Differentiate reactive recruitment from strategic talent acquisition. Detail how
building a compelling Employer Value Proposition (EVP) and establishing
structured talent pipelines contribute to long-term talent retention.

7.Evaluating Performance Management Evolution
Critically evaluate traditional annual performance reviews against continuous
feedback models. Detail how continuous performance management impacts
employee engagement, productivity, and organizational agility.
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8.HR Metrics, Dashboards, and Decision-Making
Explain the role of workforce analytics and HR Key Performance Indicators
(KPIs) in evidence-based decision-making. Illustrate how specific HR metrics
(e.g., turnover rate, time-to-fill, training ROI) connect directly to business
performance outcomes.

9. Total Rewards Design and Motivation Theory
Analyze how a Total Rewards framework (combining financial, non-financial,
and developmental rewards) can be structured using Herzberg's Two-Factor
Theory and Vroom's Expectancy Theory to maximize employee motivation.

10. Learning, Development, and Succession Planning
Compare traditional training interventions with continuous learning culture
frameworks (e.g., the 70:20:10 model). Explain how an organization integrates
competency modeling with succession planning to protect critical strategic
positions.

11. Organizational Culture, Diversity, and Inclusion (DEI)
Examine the impact of organizational culture on employee engagement and firm
performance. How can HR leverage DEI initiatives to drive innovation and
adapt culture during rapid organizational scaling?

12. The Psychological Contract and Employee Engagement
Define the psychological contract and explain how unwritten expectations
influence retention. Discuss strategic interventions HR can deploy to repair the
psychological contract following corporate restructuring or downsizing.

13. HR Governance, Ethics, and Risk Management
Identify the primary ethical risks in contemporary HR management (e.g.,
algorithmic bias in hiring, employee monitoring, wage disparity). Outline an HR
risk management framework to ensure compliance and ethical governance.

14. Cross-Border HRM and Global Talent Management
Evaluate the strategic trade-offs between Ethnocentric, Polycentric, and
Geocentric approaches to global staffing. How must HR adapt performance
management and compensation models for international assignments?

15. Future of Work and Technological Transformation
Assess the impact of artificial intelligence, automation, and hybrid work models
on job design and HR delivery. Detail how HR can proactively manage digital
upskilling and job redesign to build a resilient workforce.
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Analytical and Case Study Analyses

Section A: Analytical Exercises

1. Strategic Fit Analysis: An expanding financial institution aims to transition from
a low-cost service model to a high-quality, customer-centric model. Analyze the
necessary strategic realignments required across the bank's recruitment, learning
and development, and reward systems to achieve vertical fit with this new
corporate strategy.

2. Resistance to Change Diagnostic: A regional enterprise is introducing an
automated Human Resource Information System (HRIS) to replace manual
scheduling and performance tracking. ldentify the cognitive, emotional, and
behavioral sources of employee resistance likely to emerge, and design an HR
intervention plan to mitigate this friction.

Section B: Practical Exercises
Exercise: HR Policy Design Framework

. Develop a comprehensive framework for an organizational HR policy
covering:

o Part A: Employee Performance Management and Total Rewards
System.

o Part B: Occupational Safety and Health (OSH) compliance and
workplace risk mitigation.

« Exercise 2: Formulating an HR Strategic Plan Design an 8-step action
plan to formulate an HR strategy for a rapidly expanding organization
experiencing high turnover. Include specific HR Key Performance Indicators
(KPIs), quantitative targets, and supporting initiatives for each stage of
implementation,

Section C: Case-Study Based Questions

Case Scenario 1: AngkorTech — Scaling a Regional Tech Startup

AngkorTech launched as a software-as-a-service platform addressing logistics for
regional SMEs. After rapid growth—from 15 to 120 employees in two years—its
founders realized their informal HR practices could not sustain expansion into
cross-border e-commerce logistics and last-mile delivery. Key workforce challenges

EXIT EXAM @ OCTOBER 24-25, 2026
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include high attrition rates approaching 30% annually, role ambiguity, language
barriers between local staff and expatriate managers, and remote-work
communication silos.

« Question 1: Case Issue Identification & Stakeholder Analysis Identify and
describe the main strategic HR issues facing AngkorTech based on the case
background. List all key internal and external stakeholders involved in or
affected by these organizational challenges.

« Question 2: Application of Resource-Based View & Strategic Fit
Demonstrate how AngkorTech can apply the Resource-Based View (RBV)
and Strategic Fit frameworks to build a sustainable competitive advantage in
logistics software through its human capital.

« Question 3: Actionable Retention and Engagement Strategies Propose
three strategic HRM initiatives—excluding direct monetary compensation
adjustments—to enhance developer engagement, improve organizational
culture, and reduce voluntary turnover among engineering staff.

Case Scenario 2: Sovereign Logistics — Strategic HR Transformation in
Cambodia’s E-Commerce Expansion

Sovereign Logistics is a Phnom Penh-based third-party logistics (3PL) small and
medium enterprise (SME) employing 120 staff. Historically focused on traditional
warehousing and freight handling, the company is pivoting toward tech-enabled
last-mile delivery and cross-border e-commerce fulfillment across Phnom Penh,
Siem Reap, and Sihanoukville. The transition requires a rapid shift in workforce
capabilities over the next 18 months. However, the business faces acute structural
constraints typical of the Cambodian SME landscape: high market competition for
specialized tech talent, severe skills gaps in digital operations, informal legacy
management practices, and voluntary turnover reaching 35% among field and
delivery personnel.

The leadership team faces critical operational friction. Legacy warehousing staff
resist adoption of new automated inventory software, fearing job displacement. At
the same time, newly recruited software developers and digital operations
specialists leave within six months, citing rigid top-down management, a lack of
clear career progression, and uncompetitive compensation relative to international
tech firms operating in Phnom Penh. Additionally, middle managers rely heavily on
informal, tenure-based decision-making rather than structured performance metrics.
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« Question 1: Workforce Reskilling and Capability Building in a Tight
Labor Market Given the local talent shortages in specialized tech and digital
operations in Cambodia, propose a strategic workforce planning and
reskilling framework. Detail how Sovereign Logistics can balance internal
capacity building with strategic talent acquisition while mitigating voluntary
turnover among operational personnel.

« Question 2: Leadership Modernization and Cultural Change
Management Using a structured change management model, outline an HR
strategy to transition middle managers from traditional, informal management
styles to modern performance-driven leadership. Explain how this strategy
can resolve the cultural rift between legacy operational staff and newly hired
digital talent.

« Question 3: Total Rewards and Compensation Adaptation for
Cambodian SMEs Design a localized Total Rewards strategy tailored for a
Cambodian SME budget. Explain how Sovereign Logistics can combine base
pay adjustments, performance-based incentives, and non-monetary rewards
(e.g., skill development, work flexibility, family health benefits) to attract
digital talent while ensuring internal equity and retention across legacy
operational roles.

End of Paper
SR~
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