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From: Rick 
To: IELTS Prep Group 
Subj: IELTS Reading lesson 4-19-2017 
 
Lesson Objective 
The student shall be able to use “power words” as part of their oral vocabulary, read and comprehend both social and business 
language and demonstrate effective oral communication skills 
 

Section One 
Vocabulary 
 
Evaluation Criteria: Ability to understand definitions of English vocabulary 

 
MATCH THE WORD WITH THE CORRECT DEFINITION 

 
VOCABULARY DEFINITIONS 

1. Competition (Noun) A. Full trust; belief in the powers, trustworthiness, or reliability of a person or thing. 
2. Align (Verb) B. the act of competing; rivalry for supremacy, a prize, etc. 

3. Corporate (Adjective) 
C. An association of individuals having a common interest, formed to provide mutual assistance, 

helpful information, or the like. 
4. Attribution (Noun) D. Of, for, or belonging to a corporation or corporations. 
5. Characteristics (Noun) E. A wise and trusted counselor or teacher. 
6. Mentor (Noun) F. A distinguishing feature or quality. 
7. Network (Noun) G. The act of attributing; ascription. 
8. Confidence (Noun) H. To bring into cooperation or agreement with a particular group, party, cause, etc.. 
 
Section Two 
Reading Comprehension and Pronunciation skills. 
 
Evaluation Criteria: Ability to effectively read and comprehend written English in a social or business environment. 

 
ARTICLE A 
4 Steps to Build Strategically Critical Leadership-Development Programs 
Source 
 

1. Your business is growing and hiring people at an amazing rate. Customers 
love your product, and it’s gaining greater and greater attention. At the same 
time, you’ve noticed yourself growing ever more nervous about the 
byproducts of this success: Increased competitive pressure and employee 
fragmentation. In fact, these two realities have you concerned whether you 
can effectively sustain this level of success. 

As we all know, success is like blood in shark-infested waters: It creates competition at an amazing rate. To fend off competition, 
many companies expand within the market faster than others, gaining a larger foothold and raising the barriers to entry. In many 
cases, this works. But such rapid growth creates an employee base with widely varying skills and focus. As a result, the company’s 
strategic alignment looks like a spilled package of dried spaghetti. Employees are pointing in an infinite number of directions. 
 
The good news is that with some thought, planning and competent guidance, you can turn this challenge into a killer weapon. 
Imagine the power of a shared focus, with all workers aligned behind the company's direction and execution plan. It's very 

https://www.entrepreneur.com/article/290487
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possible. And it starts with effective leadership and corporate training. You can use four core steps to build a strategically critical 
leadership-development program within your growing company.  

2. Step 1: Task your HR head to build a program around strategic outcomes. 

To begin, you'll need to work with Human Resources to assemble a program that focuses on accelerating strategic execution. It all 
starts with effective leadership development. Move a step or two down the organization chart, and you’ll quickly see managers 
who have a foggy idea of your company's strategy and what it will take to execute it. 
 
Worse yet, moving a layer or two below will reveal employees who don’t know the corporate strategy at all. Those who are 
somewhat familiar with the overall concepts have very little idea how they fit in or how they can help execute the strategy. Your 
leadership-development program should concentrate on aligning people with corporate strategic outcomes. Do this, and you’ll 
immediately supercharge your strategic execution. 

3. Step 2: Apply training content directly to business methods, products and results. 

Your company's training must be stepped up to a whole new level. Your new program should challenge the participants at a very 
deep level in leader behavior, strategic fundamentals and business acumen. Most important, the training will require hands-on 
action learning. 
It's likely you'll need to use tools such as business simulation, customized case studies with actual quantitative data, applied 
situational training and more. Topics must be real, applicable and challenging. Give your trainees a day in the life of the CEO. 

4. Step 3: Demonstrate how the training will prove effective for participants.  

Your lofty promise that "This will have a positive effect" can be difficult -- and empty-sounding -- for your employees to grasp. It's 
essential to engage training participants in exercises that demonstrate how these lessons will have financial or market impact. 
For example, more effective budgets, personnel and leadership might result in more productivity, lower employee attrition and 
greater customer satisfaction. You can tailor a wide range of inexpensive tools to align with your training program and match 
leadership development with business outcomes. 

5. Step 4: Determine the feasibility of integrating executives in leadership training. 

Hands-on learning tools that apply training to actual strategic outcomes is complicated but well worth the effort. Involving 
executives in the training will go an exceptionally long way toward making this task easier. 
Deep, usable learning takes place during open and applicable dialogues between executives and managers. It doesn’t take long. 
Affording participants even 30 minutes with an executive after completing the hands-on training is invaluable.  
This formula can be adapted to create action learning for nearly any growing company. Make the training's content highly 
relevant to the business and your employees' roles, and you'll align your entire organization behind your corporate strategy. It's 
the best way to speed up execution and ensure your company reaches its stated goals as soon as possible. 
 
 
ARTICLE B 
If Your Potential Managers Don’t Have These 7 Skills, Don’t Promote Them 
Source 
 

1. According to a 2014 Gallup poll, companies, 82 percent of the time, appoint the 
wrong person to a management or leadership position. That's a staggering 
number.  

And yet it's not inconsistent with either my own experience or other statistics that we see 
-- such as one, this time from a 2015 Gallup poll, showing that as many as 70 percent of 
workers are either disengaged or actively disengaged. 
More evidence? It comes from what seems to be the No. 1 reason why people leave 
companies: 50 percent of the time, they cite their relationship with their direct manager.  
 

https://www.entrepreneur.com/article/288141
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We can only conclude that those managers shouldn't have been there in the first place, and that poor management 
appointments are to blame. We might also suspect that those appointments not only damaged the mood and morale of these 
organizations but affected their bottom line. For example, the weak employee-engagement figures cost American businesses 
around $450 billion every year.  
 
The challenge is that these situations are not going to be completely resolved until they address the real root cause: hiring and 
promoting the wrong people in the first place. Here are seven characteristics that companies should look for in future managers. 
If those people don't have them, then don't promote them. 

2. Great communications skills 

Not only do leaders need to communicate often, they also need to communicate clearly and simply. People are not afraid of hard 
work; they are afraid of failure, and good clear communication skills ensure that leaders know not only what needs to be done, 
but how it will be achieved. This builds confidence in both the leader's capabilities and also in the teams. When managers can 
show teams how they will be successful, they'll have more confidence in their managers' abilities to help them achieve the goal.  

3. Great coaching skills 

More often than not, it's the people with the greatest technical skills who get the promotion. But teams cannot rely only on their 
leader's productivity level to be successful. Leaders have to be able to share their expertise and coach their teams to come up to 
their level of competence. When they can do that, they're basically multiplying the productivity level of their skills. 
 
One of the challenges -- and you see this in sports all the time -- is that it's rarely the greatest players who make the greatest 
coaches. There is a big difference in being able to do something, and being able to coach others to do it well.  

4. Great nurturing skills 

Leaders need to be able to develop their teams. Not only does this improve team performance, it also increases retention rates, as 
a lack of opportunity to grow is a top reason staff leave. So, look to see whether your potential managers have been involved in 
mentoring staff, or what they think makes for good mentoring.   
 
People are often promoted because of their technical expertise, but that doesn't mean they are going to be great at nurturing 
people and helping them develop. In fact, one of the smartest people I worked with said he intensely disliked mentoring people 
because he found the process too slow and didn't have the patience for it. Clearly, management wasn't a good fit for him, and it 
would have been a disservice to him and the people he would have led, to have promoted him. 

5. Great networking ability 

Leadership is all about influence, and one of the biggest sources of influence comes from networking. Having a great 
network confirms that a potential manager has good communication skills, and shows that he or she understands the value of 
collaboration and cooperation. For those candidates that don't have a good network, you'll likely find it prudent to understand 
why. Do they not like networking? Do they have no time to do networking? Or do they not see the value in having a good 
network? 

6. Great empathy skills 

Having great empathy allows you to put yourself in the position of someone else. This ability helps you build much stronger 
connections with your team, and fosters trust. One of Stephen Covey's "7 Habits" is, Seek to understand and then be understood. 
When you can understand the position and views of others, you can better put your thoughts and ideas across in a way that 
makes it easier for others to understand and buy into. That's one of the secrets to increasing engagement.  

7. Great team player 

Loners rarely make good leaders. So, identify those people who are good team players, work well with others and understand the 
benefits of great teamwork. Not only will they work better with their teams but also build teams that work well together and 
elevate the overall results. 
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8. Great humility 

All managers and leaders need to have confidence in their own ability; but when that confidence boils over into 
arrogance, problems can occur. For example, when people talk about some success they were involved in, do they use "I" or 
"we" when they're explaining how certain results were achieved? Humble people give credit to others; they mention their own 
contributions, but they're not looking to take all the credit.   
 
When you interview leadership candidates, ask questions that will give you clues as to whether these individuals exhibit these 
seven competencies. Don't ask direct questions; instead, get them to talk about the successes they've been involved in 
and whether they have mentored others or not.  
Listen to the quality of their explanations, to see how well they communicate, and whether they have good emotional 
intelligence.  Technical skills are important, but it's the soft skills that will determine how well a person will do in a leadership or 
management role. Get that right, and you'll have a chance of being one among that golden 18 percent of leaders skilled at 
appointing the right people to leadership roles. 

 


	ARTICLE A
	2. Step 1: Task your HR head to build a program around strategic outcomes.
	3. Step 2: Apply training content directly to business methods, products and results.
	4. Step 3: Demonstrate how the training will prove effective for participants.
	5. Step 4: Determine the feasibility of integrating executives in leadership training.
	2. Great communications skills
	3. Great coaching skills
	4. Great nurturing skills
	5. Great networking ability
	6. Great empathy skills
	7. Great team player
	8. Great humility


